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W E S T E R N R E G I O N A L T R A I N I N G 

C O N F E R E N C E 
Reported by LUCILLE PARKER, WALTER J. TA1T and ELLIS H. WOOLEY 

The Regional Conferences produced by groups of ASTD Chap~ 

lers have established their worth for training people. One of these 

conferences, led by the Training Association of Southern California, 

is keenly evaluated in this digest report. 

The Second Western Regional Train-
ing Conference has proved the ability 
of West Coast training directors to pro-
duce a regional meeting of consequence. 
In a two day, jam packed program at 
the Ambassador in Los Angeles, over 

O ' 

200 training people met to hear speakers 
discuss Executive Development, Super-
visor Training, and Economic Training. 

O' o 

T h e program in general was directed 
toward foreseeing the fu ture needs of 
training directors in each of these three 
areas. T h e program sections had sim-
ilarity of arrangement but content and 
character of each was distinctive. First, 
the recognized best in current practice 
was presented by panels from Washing-
ton State, San Diego, and San Fran-
cisco. 

T h e second section in each of the 
three categories of training was a work-
shop under the leadership of an edu-
cational authority. Executive Develop-
ment was discussed by Dr. Robert Tan-

nenbaum of LICLA; Dr. Floyd Bond )f 
Pomona College, led the Economic 
Training Group, and Dr. Robert D. 

Gray of Cal-Tech handled a discussion 
of Supervisor Training. 

1 bird phase of the program sections 
was intended to reflect top manage-
ment's attitude toward future planning 
for training. Lawrence Cooper, Vice 
President, Pacific Telephone and Tele-
graph Company, developed manage-
ment trends in Supervisor Training. 
Earl Planty, Executive Counselor, John-
son and Johnson, handled Executive 
Development. 1 he third area, Economic 
Training, was discussed by Gerald G. 

Chappell, Supervisor of Training, Un-
ion Oil Company, Los Angeles. 

Full conference groups heard three 
key speakers on topics related to the 
overall problems of training. Dr. Lee 

DuBridge, President of Cal-Teeh, dis-
cussed "Technical Manpower Prob-
lems.'' He noted in his talk the scar-
city ol scientists, engineers, and doctors, 
as well as the essential need for grad-
uates in each field. H e stressed the need 
for developing operating people in the 
less technical aspects of the professions 
as we work out long-range programs for 
professional development. 

Dr. Planty addressed the Conference 

on ems of "Managing the Modern 
o o 

Man." The key to success in this in-
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stance, he said, is reflected in four 
leadership requirements 

• Supplying a sense of belonging 

• Affording recognition 

• Affording new experiences, such 
as transfers, tours and job rotation 

• Erecting a security structure . . . 
the least item of which will reflect 
a misunderstood word . . . LOVE. 

Dr. Planty's words of advice included, 
"when people haven't eaten, emotionally 
or otherwise, you can't take your prob-
lems to them." 

T h e third speaker, Dr. Otis C. Mc-

Creery, Director of Management Train-
ing, Aluminum Company of America, 
Pittsburgh, Pennsylvania, approached 
the subject of "Human Relations as T h e 
Key to Good Management," by ingen-
iously tracing American industrialism 
against the background of his matriarch-
al great-grandmother's life in the pio-
neer days of Iowa. Using training aids, 
slides, and charts, Dr. McCreery's "Joe 
Forge," a mythical average American, 
came to life against the picturesque 
background of the pioneers. 

There are five areas, according to Dr. 
McCreery, that constitute foundation 
stones for good human relations: 

• A favorable climate 

• A good system of communications 

• Good supervision 

• Top management support 

• A motivating philosophy that cre-
ates participation with interests both 
political and social. 

One general impression created by 

the conference was the thoughtful effort 

on the part of training directors to estab-

lish •points for expanding management 

efficiency. T h e points for action or 
departure for improvement indicated by 
the discussions were in order of their 
importance: 

• More supervisory training and de-
velopment in the dailv line oper-
ation . . . less of classroom . . . more 
of man-to-man contacts 

• Executive development that recog-
nizes the importance of direct con-
tacts and, by example, produces 
better communication by holding 
better meetings of the right people 
at regular intervals 

• Broadening the elements of com-
munication beyond the single com-
pany activity to encompass industry 
and national relationships. 

T h e three parts of the executive de-
velopment program coordinated well. 
T h e panel from Washington stated the 
case for organization for such training. 
From twenty companies having pro-
grams two years ago (first American 
Management Association list) there are 
now several hundred of record. Boeing 
Aircraft researched in the field and 
asked top line people in other firms, 
"Who said this, your training director 
or top line people?", the inference being 
that training directors are perennial op-
timists. They came up with a working 
program including: 

• An Executive Training Board 

• Participants thoroughly aware of 

all phases of p r o g r a m . . . all training 

for present job only . . . no prom-

ises or implications otherwise 
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• A replacement table entirely in 

the hands of the Board. 

General Electric at Richland has an 

extensive professional development pro-

gram with many of Boeing's elements. 

This program is based on requirement 

that it develop human relations in re-

lation to the five basic funct ions of 

planning, organizing, directing, coordi-

nating and controlling. Th i s is spelled 

out as a long-range pattern of steps to 

development of the present job. 

Rayonier, Inc. has an executive pro-

gram that embraces all new men who are 

college graduates in engineering or 
o o o o 

business administration. Each facet of 

the program is tailored to the individual. 

Progress is f rom minor responsibilities 

to selected assignments to complete re-

sponsibility for a work procedure. Th i s 

ladder growth pattern extends through 

eight areas of the business. T h e total 

training time of the trainee is twenty-

six months bu t the time spent in the 

eight areas varies with his specialty. 

T h e mode of executive training is 

coaching, largely the same as athletic 

coaching. Th i s should consist of parti-

cipation and counseling, in a climate 

of confidence, with known standards for 

performance and recognized "fair treat-

ment." 

Your 

high-quality 

low-cost 

TRAINING 

PROGRAM 
begins at 

H O L M E S !N ST ITUTE 
"Supervisory Training Specialists" 

Harry F. Gracey, long an active mem-

ber of the Philadelphia Chapter of 

A S T D , is starting his own management 

consulting firm and will have his head-

quarters at 124 Mountwel l Avenue, 

1 Iaddonfield, N e w Jersey. 

Let us solve your training problems, as we 
have done lor leading national companies. We 
ofler a concentrated Home Study Program in 
Leadership and Human Relations. 
We train your personnel at home, so you 
lose no production-time. The Holmes Plan is 
short, comprehensive, down to earth, and 
eliminates guesswork. Depending on your own 
needs, select from these essentials: 

Moving ahead on the job 
The technique of handling people 
Business organization and practices 
Production control 
Simpli f ied accounting 
Salesmanship 

I will be glad to send you a brochure which 
describes the Holmes Plan in detail, and ex-
plains how quickly and easily the Holmes Plan 
may be installed. No obligation, of course. 
Write to me personally. 

O. D. MCKENZIE, Vice-President 

See our exhibit at the 
Conference in May at Boston 

HOLMES 
INSTITUTE 
3224 Sixteenth Street, N. W . 
Washington 10, D. C , P 
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U T A H O F F I C E R S A N D 

C O N F E R E N C E 

Officers of the U tah Personnel Train-

ing Association, U t a h Affiliate of A S T D , 

were elected December 19 with Winston 

M. Crawford, Interim District Advisor 

of A S T D as President; Von H. Robert-

son, formerly Secretary as Vica-Presi-

dent; Raid D. Limburg, Secretary; and 

Claire P. Hansen, Treasurer. 

Mr . Crawford is supervisor of train-

ing, Columbia-Geneva Division, U . S. 

Steel Company located at Orem, Utah . 

Mr . Robertson is State Director of Trade 

and Industrial Education for U tah . Mr . 

Limburg is Assistant Personnel Man-

ager, U t a h Oil Ref in ing Company and 

Miss Hansen is Director of Tra in ing 

for Zion's Cooperative Mercanti le In-

stitution, Utah 's largest and oldest de-

partment store. 

T h e fall activity of the U tah Chapter 

included participation in the University 

of LItah Industrial Relations Conference 

conducted November 29-30. Eleven 

members of the Utah Personnel Train-

ing Association had assignments in the 

conference including department session 

chairman, special lecturers and panel 

committeemen. Marlon S. Bateman, the 

outgoing President of the Association 

and Von H . Robertson, Secretary, as-

sisted in the p lanning and selection of 

personnel for the Industrial Relations 

Conference which is conducted as a 

part of the program of the School of 

Business and Commerce at the Llniver-

sity of Utah . 

OUR A S T D VICE P R E S I D E N T 

REGION I 

(Continued from page 35) 

"Another program which has been 

given quite a lot of recognition has been 

the H u m a n Relations in Supervision 

training. Th i s program included the 

development of 24 sound slide-films 

presenting case problems in h u m a n re-

lations which served as the basis for 

discussion through all levels of manage-
o o 

ment. Th i s program is now being dis-

tributed by the McGraw-Hil l Book 

Company, Inc." 

T o m has been serving as Chai rman 

of the Advisory Council on Tra in ing 

for the Nat ional Industrial Conference 

Board, and on the Conference Commit-

tee of the Silver Bay Conference on 

Industrial Relations. H e has also co-

authored a book, "The Foreman's Place 

in Management," and a booklet on job 

evaluation. 

AVAILABLE 
TRAINING SPECIALIST 

Capable of organizing and directing 
training as an instrument of manage-
ment to deal with problems of employee 
turnover, quality, improvement of su-
pervision, productivity, attitudes and 
morale, safety, sales. Age 32. Back-
ground of formal training in education, 
wide experience in business, teaching, 
military training. Resume on request. 
Write Box 108, c /o Joseph H. Jackson, 
The Journal of Industrial Training, 160 
East 48th Street, New York, 17, N. Y. 


