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grams in influencing their members on 
O o 
how to vote by means of; endorsing their 
own political candidates and spending 
the funds gained through dues to sup-
port and aid the candidates with labor 
leanings that are elected to Congress. 
Mr. Henderson continued that political 
education can be done best by the in-
dividual through active participation in 
governmental affairs, understanding the 
O CJ 
issues, knowing the candidates, partici-
pating in political parties, encouraging 
their own particular legislators, and of-
fering their own intelligent service to 

o o 
political activities. 

Mr. Cassling outlined a program fol-
lowed by his company on political edu-
cation which involved keeping up-to-
date on governmental legislation directlv 

o o 
affecting his company, "get-out-the-vote" 
campaigns, reading rack materials, a 
freedom forum that is held at Harding 
College in Arkansas each year and en-
couraging employees to take an active 
part in local affairs. He outlined the 
basis of the program that the A. B. 
Chance Company uses in political edu-
cation training which involved the pre-
sentation and discussion of the Constitu-
tion, pointing out the differences be-
tween Federal and State Governments 
and showing how the Federal Govern-
ment has continued to encroach on the 
rights of the State and the individual 
Governments. A. B. Chance has outside 
experts and their own company trainer 
which handle the various sessions of 
political education. They have a ques-
tionnaire and discussions of said ques-
tionnaire, a presentation of the organiza-
tion of Federal, State and County Gov-
ernments, an explanation of political 
party organization and operation which 
are obtained from the party chairman in 

the particular locality, and finally, nom-

inating and election machinery as ex-

plained by various experts in the field 

of politics. 

Mr. Floevel stated that anytime a com-

pany takes a stand on public issues con-

cerning political education, it risks los-

ing public esteem and employee loyalty. 

However, the company has certain ob-

ligations to customers, stockholders and 

employees, to speak out on legislation 

directly affecting it. Generally, the com-

pany takes no stand on parties or candi-

dates, but onlv a non-partisan approach. 

The more people who enter the field, 

and who become well-acquainted with 

the term politics, the more favorable will 

be the connotation of the word, which 

in the past has received very unfavorable 

comments. Even though, as Mr. Floevel 

stated, there is more and more labor op-

position to company activities in the 

political field, it is also quite possible 

to have the company and labor to ex-

press and carry out viewpoints which are 

the same. The training course, as set up 

by Mr. Hoevel's company, was: (1) Ef-

fective Citizenship course, (2) a party 

volunteer plan whereby employees are 

provided with contacts in the party in 

which they are interested, and (3) avail-

of possible contributions to the 

party of their choice, should they so de-

sire. He concluded, that politics is every-

body's business, not only the company, 

but also the people who work for the 

company. 

Mr. Sheblak spoke about his com-

pany's political education program for 

scattered small offices throughout the 

country. It was necessary to make a 

package program that could be sent to 

the individual people at each one of the 
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offices. This program comprised a sound 

slide film, a booklet called, "Politics and 

You," and a series of mailed bulletins 

which would concern political and eco-

nomic issues facing the c and would 

contain thereon the pros and cons of 

the issue and his company's position 

concerning that particular issue. Th i s 

program is available to companies, 

schools, clubs and organizations. 
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SELECTION A N D T R A I N I N G OF N E W P R O D U C T I O N SUPERVISORS 
(An Abstract) 

Chairman: WALTER H. KEE, Staff Assistant, President's Office, Boeing Airplane Company, 
Seattle, Washington 

Speaker: DEWITT M. ESSICK, Assistant Manager, Training, Armstrong Cork Company, 
Lancaster, Pennsylvania 

T h e Armstrong Cork Company first 

introduced a plan for the selection and 

training of new foremen into their oper-

ations in 1951. T h e purpose of the plan 

is to assist line management in identify-

ing the best qualified hourly workers 

and feeding them into shift foremanship 

openings as they occur. T h e plan com-

bines a proven comprehensive selection 

procedure with an intensive period of 

training for those selected. Its net result 

is an increase in the certainty that fore-

men picked are those individuals with 

the gieatest capabilities and potential. 

T h e steps in the procedure for select-

ing foremen include: 

1- General recrui tment of candidates by 

open bidding and nomination by 

plant management . 

2. Meet ing of, and ful l explanation to, 

all candidates. 

3. Collection of all essential data for 

each candidate. 

4. Foreman's evaluation of past and 

current performance. 

5. Test ing. 
. O 

6. Mul t ip le interviewing by one or 

more general foremen, the plant su-

per in tendent and a representative of 

the personnel department . 

7. Final selection. 

After the foreman has been selected 

he is put through an intensive training 

plan consisting of three phases. T h e 

first phase is on-the-job training, taking 

place in the department to which the 

new foreman will be assigned. 

Supplement ing the on-the-job train-

ing is a program of staff training, con-

ducted and coordinated by the plant 

personnel supervisor. Among the things 

the foreman learns here are some 128 

points def in ing his areas of authority 

and resp , Staff training covers 

a total of some 40 days, dur ing which 

the trainee is scheduled through all de-

partments of the plant so that he will 

derive an unders tanding and an appreci-

ation of the overall operations. 

T h e third phase of the training plan 

consists of a two week training course at 

the home office. This takes place shortly 

after the new foreman goes on the job. 

It is an intensive program with a test 

each morning and a test at the end of 

the course. Th i s course is a more formal-

ized training program and has been 

found to be a good morale builder. 


