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S C H O L A R S H I P S , F O O D S T O R E S 

A N D H O M E W O R K 

The food store clerk in the Washing-
ton, D. C. area paying special attention 
to the way he packs your groceries may 
be more than just extra obliging—he may 
be doing his homework. 

Giant Food Department Stores is in 
its second year of providing scholarships 
annually for seven students at American 
University in a program designed to 
help produce good Store Managers. 
Giant has thirty stores in this area and 
has plans for several more. The students 
work at Giant stores full time during 
the summer holidays, and part time 
during the school year. 

The company, started in the District 
in 1936, feels it is fulfilling a civic duty 
as well as improving its service by pro-
moting this training program. The group 
awarded the scholarships was screened 
by a committee composed of John 
Morrison, general supervisor of Giant; 
William F. Rogers, the company's per-
sonnel director; Dean Nathan A. Bailey 
of American University's School of 
Business Administration; Prof. Harold 
B. Wess, the school's program director, 
and Stafford H . Cassell, assistant to the 
president of the University. Those se-
lected went to work at summer jobs as 
cashiers, grocerymen stocking shelves and 
receiving goods, and in other positions. 

At the School of Business Adminis-
tration they take such courses as market-
ing, business law, statistics, accounting. 
These are among courses required for a 
business degree. The University also 
requires such studies as business math-

ematics, psychology, American govern-
ment, literature and science. The com-
pany is presently putting up $5,000 a 
year to carry out the program. Tuition, 
textbooks and other expenses are de-
frayed for the seven scholarship holders. 
The seven scholarship students see the 
retail food industry as a promising one 
for a career. Store Managers' salaries 
begin at $7,020 and go beyond $10,000. 

The scholarship program is only one 
of many employee training programs 
conducted by this food retailing organ-
ization which employs between 2000 
and 3000 personnel. In full page news-
paper advertisements several months ago 
the Giant Food Stores announced to the 
public of the Washington Metropolitan 
area this motto in large bold type: 

IN T R A I N I N G T O 

SERVE YOU BETTER 

Selection — 

To select the kind of employee you 
wish to have serve you—that is our 
aim. W e use personal interviews, 
work and character reference checks, 
tests, tryouts, and supervisory eval-
uations. 

Development — 

Store expansion plans and Giant pro-
motion-from-within personnel poli-
cies, make necessary extensive train-
ing. From Store Clerk to Store Man-
ager, there is a training program 
for each. 

A BETTER PLACE T O W O R K IS 

A BETTER PLACE T O SHOP 



Nov.-Dec., 1955 35 

The page also carried the names of 
•employees receiving training in the fol-
lowing order: 7 as store managers, 13 
as meat managers, 4 as delicatessen man-
agers, 10 as produce managers, 14 as 
grocery managers, 3 as receivers, 15 as 
head cashiers, and 7 as apprentice meat 
cutters. Other employees receive day to 
day instruction from their supervisors. 

The foregoing training operations ap-
pear to he the work of a training direc-
tor. Well, yes and no. Mr. Rogers, 
Personnel Director at Giant, is his own 
training director. He is known na-
tionally as Bill Rogers of ASTD; charter 
and current member of the Washington, 
D. C. Chapter of ASTD; formerly with 
the Navy Department. 

P O S I T I O N O P E N 

M U N I C I P A L T R A I N I N G O F F I C E R 
W A N T E D ; experienced in indus t ry or 
gove rnmen t . Mus t be able to ana lyze 
needs and plan p r o g r a m s . Minimal in-
s t ruc t ion responsibi l i ty . S a l a r y f r o m 
$5700 to §7000 per annum, depending 
upon qual i f ica t ions . City Civil Service, 
Room 453, Civic Center , San Diego, 
Ca l i fo rn ia . 

P O S I T I O N O P E N 

I N D U S T R I A L R E L A T I O N S A S S I S T -
A N T in Tra in ing , Educa t ion and Man-
a g e m e n t Development . To be responsib le 
f o r development and coordinat ion of 
company-wide t r a i n i n g and educat ional 
p r o g r a m s f o r execut ive and superv i so ry 
personnel . Subs t an t i a l exper ience in su-
perv i sory t r a i n i n g and in t r a i n i n g re -
search requi red . Exper ience wi th com-
pany-sponsored univers i ty p r o g r a m s de-
sired. Advanced degree in psychology or 
r e l a t ed f ie ld p r e f e r r e d . Midwes te rn 
mul t i -p l an t steel company . Box 199, 
Jou rna l of t he Amer ican Society of T ra in -
ing Direc tors , 2020 Unive r s i ty Avenue, 
Madison 3, Wisconsin . 

PSYCHOLOGY'S RULES 
OF LEARNING 

(Continued from page 7) 

equal age, the older idea will not be for-
gotten as rapidly as the newer idea. 

The application to training is obvious. 
For instance, if there are two different 
methods—one older and one newer— 
which have equal association with an 
objective, and if both methods are given 
the same amount of attention, the older 
method will probably benefit more from 
the training than the newer method. 
Similarly, the older method will not be 
foro-otten to as great an extent as the 

O O 
newer method. 

20. Learning something new can in-
terfere with the remembering of some-
thing learned earlier. 

Psychologists refer to this as retro-
active inhibition. As a hypothetical case, 
if you study French for an hour and 
then study Italian for an hour, your 
ability to recall the French will probably 
be less than it would have been had 
you substituted an hour's interval of 
rest in place of the hour's study of 
Italian. 

We should not just blindly apply 
every one of these principles to the 
field of training. However, we can point 
out certain applications that these prin-
ciples suggest to the training practi-
tioner. 

After all, individuals exposed to train-
ing and people used in all learning ex-
periments are much the same kind of 
people; and all are reacting to materials 
that someone wants them to learn. 


