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When A Factory Needs A Fellow 

A Look A t Fel lowship Programs In Industry 

SID SLIFKIN 

This is an era of competition. The 
influence of competition reaches into 
every aspect of our lives and, quite 
naturally, causes an allowable share of 
anxiety. It is hardly much of a shock 
to human sensitivity to realize with what 
great urgency and aggressiveness the 
competitive spirit is blasting through the 
People Market, these days. 

In that market, one of the relatively new 
media of exchange is education. I kin-
dreds of companies now literally subsi-
dize education, in order to attract certain 
classifications of personnel. This is 
occurring now because hindsight is al-
ways 20/20! Belatedly, industry is 
helping to produce the scholars it has 
needed for a pitifully long time. T h e 
effort goes beyond tuition assistance pro-
grams and its characteristic aid to em-
ployees attending night college classes. 
T h e effort is now purposefully extended 
to include half-time and full-time gradu-
ate programs . . . and, what's good for 
education is good for industry! 

If you take a hop-skip-and-jump 
through industrial canyons, you find 
little difference among individual com-
pany policies and procedures governing 
administration of these graduate pro-

grams. T h e differences are minor, 
through no fault of the respective com-
panies willing to support the programs 
and, certainly, through no fault of the 
colleges and universities seemingly eager 
to provide necessary instructors and 
facilities. T h e antiquated academic 
requirements effectively stereotype most 
graduate candidates' programs. Especi-
ally, in attempting to earn a doctorate, 
the candidate comes face-to-face with 
such evidence of academic empire-
building and stuffy traditionalism as the 
currently-fashionable "residency require-
ment." 

Can this nation afford to allow insti-
tutions of higher learning to impose the 
punishment of the "residency require-
ment" upon otherwise acceptable schol-
ars? American industry, having poured 
billions of dollars into support of gradu-
ate degree programs, still appears to have 
no official opinion about what should be 
the function, role and responsibility of 
the Anxious Age college and university. 

In any case, we circumvent the issue 
by establishing graduate fellowship pro-
grams providing for at least one year of 
study toward the doctorate and, nor-
mally, renewable until the doctorate is 
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earned. A most useful comparison of 
these programs results from considera-
tion of these factors: 

1. Eligibility requirements 
2. Studv fields 
3. Fi nancial arrangements 
4. Number of annual awards 
5. Method of selection 
6. Participating Institutions 

Eligibility 

Most companies currently boasting a 
doctoral fellowship program utilize an 
in-house committee to nominate indi-
viduals to be considered for acceptance 
by the participating institution. Gener-
ally, a fellow-candidate must demon-
strate evidence of accomplishment in 
•lis special field, evidence of effective 
current performance and intellectual 
capacity to profit from an all-expense-
paid tour through Ivy-land. Some com-
panies require no particular length of 
service. Where the requirement does 
exist, it is usually limited to one year. 
In many cases, awards are offered to 
non-employees and a significant number 
°f concerns view financial need as a 
prerequisite to consideration for the 
award. , 

Study Fields 

1 here is definite preference for fellow-
ship candidates who represent the vari-
ous fields of applied and theoretical 
science. In support of what amounts to 
an academic apartheid, roughly six out 
°f ten companies will permit nomina-
tion of those applicants whose specialties 
include: 

1. Mathematics 
2. Physics 

3. Electronics 
4. Engineering 

Financial Arrangements 

Cer tain fellowship plans provide for 
increased financial awards to recipients 
who are husbands and fathers. A few 
companies absorb all expense for reloca-
tion of fellow and family, to make pos-
sible attendance at institutions some 
distance from home. As an adjunct to 
almost every award, a grant is given to 
the department of college or university 
in which the recipient will study. Com-
monly, current programs contain pro-
visions for: 

1. A stipend to the recipient fellow 

2. Payment of tuition 

3. Payment for required textbooks 

4. Payment for usual fees 

5. Payment for fees associated with 
the dissertation 

One or two companies maintain novel 
"loan" plans to provide additional finan-
cial support to fellows. These plans do 
not require repayment of the loan, if 
the recipient returns to his benefactor's 
shop, following the scholarly sojourn. 
Recalcitrant fellows are thus punished, 

tax laws assure that recipients 
must pay income tax on the loan 
principal. 

Number of Awards 

Nationally, there is wide divergence 
in the number of annual fellowships 
awarded by individual concerns. The 
range appears to be from three to 
seventy-five, but most companies report, 
more realistically, that their actual 
awards seldom exceed ten in number. 
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Method of Selection 

Invariably, candidates submit some 
kind of application for consideration as 
a possible fellowship recipient. T h e ap-
plication is often simply a letter, but 
more often is a form specifically designed 
for the purpose. 

Applications are submitted to a com-
mittee composed of technical manage-
ment personnel. T h e committee selects 
tbe probable recipients and turns its 
decisions over to the individual admin-
istering the corporate education pro-
grams. Participating institutions are 
contacted and asked for statements about 
the accept; _ of respective recipients. 
Only after acceptability is confirmed is 
announcement of awards made e. 

Participating Institutions 

Any number of institutions, both 
accredited and unaccredited, display a 
rare willingness to accept full-time 
graduate degree candidates, accompanied 
by grants, restricted or unrestricted. Any 
number of fellows slip into those hal-
lowed halls, put on the scholar's robes, 
develop tunnel vision and are never 
again seen in the world of industry . . . 
and this, too, the industrial world owes 
to the academic world. 

In practice, about six out of ten com-
panies will offer the fellowship award to 
any accredited college or university to 
whom the candidate is acceptable. Other 
companies tend to restrict candidates to 
certain schools . . . reflecting, perhaps, 
a sort of disarranged loyalty to an erst-
while alma mater or . . . and this is more 
likely . . . a crafty gesture toward re-
ducing relocation expenses. 

Several institutions of higher learning 
insist upon handling the money. They 

require the company to deposit the 
funds with the school controller, who 
then disburses the recipient's stipend to 
him periodically, and his expense funds 
upon presentation of appropriate bills 
and receipts. Such an arrangement ef-
fectively prevents the recipient from 
expending his year's stipend for a sporty 
MGA to wear around campus. 

Research Resume 

I laving now chatted with, annoyed 
and otherwise pestered most of the West 
Coast's missile world management, on 
this subject of fellowship programs, if 1 
were asked, I would recommend these 
as appropriate characteristics of such a 
program: 

1. Eligibility: 

a. Currently employed personnel, hold-
ing Master's Degree. 

b. Avoid service requirement. 
c. Require candidate to give evidence 

of his acceptability to the institution. 
d. Require specific application on 

company form. 

2. Selection: 

a. Require : cations be submitted 
between January and March. 

b. Provide for approval by c 's 
sponsor (department head or higher) 

c. Choose recipients by committee com-
posed of technical and administrative 
management. 

d. Provide for 8-10 awards per 3,000 
personnel. 

e. Provide for 4-5 alternates, to replace 
candidates who withdraw. 

f. Require written acceptance by re-
cipient within 30 days after award. 

g. Announce selections by May 1st for 
next Fall semester. 
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">• Finances: 

Provide for stipend of $5000. for a 
year. 

'-1' P e ai funds for tuition, 
required texts, fees, dissertation costs. 

C' Label portion of stipend as "salary" 
and provide all employee benefits. 

«• Provide $1000. minimum grant to 
department of institution concerned. 

e ' Provide funds for transportation to 

and from class site. 
'• Retain company control in dis-

bu rsing funds. 

Institutions: 
a- Restrict to local colleges and universi-

ties which are accredited. 
Establish reporting procedure be-
tween company and institution. 

Judging by the experience of a good 
segment of West Coast plane and mis-
sile makers, these recommendations ap-
pear to be appropriate. Several of these 
concerns have established two other 
programs are related to the fel-

lowship program. One such additional 
program provides for a "Work-Study 
Plan," the other provides for education 
leaves. 

^ork-Study Programs 

Such programs, generally, contain 
provisions for: 

1. 8-10 "Work-Study" fellowship 
awards per year, per 3000 
employees. 

2. 20-hour work-week at company at 
50% salary. 

3. Part-time attendance at local col-
lege or university classes. 

4. Payment of tuition, fees and costs 
of required texts. 

5. Specific degree objective (usually 
Master's) 

6. Optional full-time or part-time 
summer c cm at company. 

Education Leaves 

Such leaves are granted, by many 
companies, for a one-year period. T h e 
leave privilege is usually limited to can-
didates who are not fellowship recipi-
ents. At least two companies in this area 
pay a token salary of $1200 per year to 
the individual on education leave. This 
permits . . . "keeping the employee on 
full employee benefits for the leave year 
. . . except that he does not accrue 
vacation or retirement credits." This 
arrangement has interesting legal over-
tones and, discretion being the better 
part of valor, these companies shall re-
main nameless, because . . . afterall . . . 
"Big Brother may be watching." 

T H R E E VALUABLE R E F E R E N C E 
GUIDES FOR T H E P R O F E S S I O N A L 

S A L E S T R A I N E R 

According to Dr. Charles L. Lapp, noted 
author , speaker , consul tant and Profes-
sor of Market ing a t the Washington Uni-
versi ty Graduate School of Business, 
t ra in ing and supervision still rank as the 
two most impor tan t management func-
tions fo r making salesmen more produc-
tive. 

Dr. Lapp has wr i t ten three outs tanding 
books which continue to serve as valu-
able reference guides fo r the professional 
ASTD member who recognizes the prob-
lems tha t he faces and has the desire to 
do something about them. 
The books are: "Training Anil Supervising 
Salesmen" @ $6,95; "Personal Supervision of 
Outside Salesmen" @ $5.95; "Successful 
Selling Strategies" @ $5.95 each. Single 
copies are available at these prices—or, a 
special Management Library of all three books 
is available for only $17.50. Postage is paid 
if check is enclosed with order. 

B U S I N E S S BOOK CO. 
Specialists in Business & Technical Books 

7102 Persh ing St . St . Louis 30, Mo. 


