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Gladys Strahl

ABSTRACT

An industrial communication pregram at Ansul Chemical Com-
pany, Marinstte, Wisconsin, is the subject of this study. Such a study
is in ascord with ene of the concerns of teday's business world where
many industrial leaders are aware of the value of goed internal com-
munication within a company as & means of impreving understanding
botwoen management and empleyees. Within Ansul Chemiecal Company,
the commuanication program is related to a management philesephy
called "participative masnagement” ia which all employess are encour- |
aged to become invelved in company predlems, policies, and programs.
Ansul Chomical Company, therefore, has afforded an opportunity net
caly te show the development of & unique communication program but
alse te test the attitudes of ampleyses whe have beea heealy invelved
in such a pregram.

The Employee Information Meeting, & highly important medium
within Aasul's commanication program, is the specific sudject of this
study. Qualitative data pertinent te the development of this type of
meeting between the fall of 1953 and the summer of 1939 is derived
frem somapany reserds and files and includes information en the shang-
ing fasets of beoth employes and management mesting preparation and
precodure. Quantitative data is asquired through aa attitude survey
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of employees and management, and questionnaire results are coded,
classified, analysed, and reperted in statistical tables. It is antici-
pated that the development repert of Ansul's communication program,
with specific emphasis ea the Emplsyee Information Mesting, will be
of valus to other companies sonserned with preblems of management-
employee communication. It is expected that the statistical results

of the attitude survey will be of assistance to Ansul Chemical Company
aot ealy in determining the effectivensss of its communication pregram
but alse {n realising the need for future changes and medifications in
that program.

The survey questioanaire, on the basis of celiected data abeut
Ansul's communication system and its participative management pre~
gram, was expected to show a relationship between the variables of
age, sex, educatien, job level, number of years with the company,
and work greup affiliation, and faverable or unfavorable attitudes of
Ansul empleyees teward the Employes Information Meeting and Ansul's
geasral communication pregram. It was hypothesised that the follow-
ing weuld be net only mere faverabls in these attitudes but alse mere
positive in their beliefs in their part in influencing decision-making
within the participative management program: the elder employee,
ths mals employes, the empleyee on the supervisory level, the em-
ployee whe had the most yoars of experionce with the company, the

employee with the higher education, and the heurly employee. Frem
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the tables of data the only part of the hypethesis that was voril!dvu
that the employee on the supervisory level was more hwrtﬁo and
pesitive.

Several conclusiens frem the data are significant. Te the com-
pany, the mest impertant of these conclusions is that employees are not
satisfied with the preseant communication pregram but rather desire
mere departmental meetings. To the researcher, mest important is
that Aasul's communication system during the past six years, iater-
related with its philesephy of participative management, has produced
employees whe are highly interested im their company. That an indus-
trial communication program can be instrumental in developing such
employees tends to be of interest te the gensral fisld of communication.
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I. INTRODUCTION

Statement of Problem

The purpose of this study is to describe and evaluate a specific
method of communication--the Employee Information Meeting--at Ansul
Chemical Company in Marinette, Wisconsin, and to survey the attitudes
of employees and management toward the Employee Information Meeting
and the company's general communication program.

The study will contain information pertinent to the development
of the Employee Information Meeting between the fall of 1953 and the
summer of 1959, including such materials as historical background,
philosophy, and organizational structure of the company; information on
meeting preparation, meeting procedure, and questionnaires used in
conjunction with the meetings; and excerpts from records and reports
related to the meetings. Data from questionnaires circulated to employ-
ees in August, 1959 will be classified according to the employee's age,
sex, job level, number of years with the company, education, and work
group affiliatien.

In 1953 Ansul top management outlined and planned a series of
group meetings which would be called Employee Information Meetings.
Questionnaires were distributed to all Ansul employees. Questions ob-

tained were sorted and arranged and general topics of interest were



discussed in large group meetings. Mimeographed answers to specific
questions were distributed to employees.

Between 1953 and 1956 there were observable changes in the meet-
ing design in order to make the Employees Information Meeting more mean-
ingful to Ansul personnel. By 1957 there had been a de-emphasis of the
mass meeting procedure and an emphasis of the small group meetiné
within specific divisions or departments. 1 At the present time, although
the top management head of an area may inli'f that divisions hold meet-
ings, division and department managers are almost wholly responsible
for meetings with their subordinates. Thus, the planning and procedure
of the Information Meeting have passed to a great extent from the decision
of tep management to the discretion of division and department super-
visors who are encouraged to hold meetings whenever they feel such
meetings would be useful.

The de-emphasis of the mass meeting, a few years ago highly sig-
nificant in Ansul's communication program, has meant that the Employee
Information Meeting has become almost non-existent for some employees.
For ethers, information meetings on a small group scale still have impor-
tance as communication channels. Under these circumstances, different
opinions may arise about the significance of the Employee Information
Mesting. The meetings themselves have changed radically; the employees'

exposure to meetings has differed. The effects of such changes and dif-

1Divisions are made up of departments and work groups. Also,
there are some separate departments, outside of divisions, made up of
work groups.



ferences in a communication program are of importance to this study.

Limitations Imposed

This study will be limited to the time period between the fall of
1953 and August, 1959. In the fall of 1953 top management at Ansul Chem-
fical Company met and set forth eight operating principles, one of which
was ''management must communicate. ' To make this principle an active
one, plans were made for better communicating past, present, and future
operations of the company to all employees. From that time forward,
Employee Information Meetings involving everyone in the company became
increasingly important.

The questionnaire survey will include only those employees of An-

sul Chemical Company located in the home plant at Marinette, " isconsin.

Justification of Study

Today's industrial leaders are becoming increasingly conscious of
the necessity for and the value of good internal communication within com-
panies as a means of improving human understanding betwesen management
and employees.

He [the executive] takes into account the facts: (1) that communication
is incomplete unless it is a joint process, (2) that the quality of commu-
nication up the line is largely determined by the timing, tone, and
amount of communication that goes down the line, and (3) that two-way
communication not oenly links top management with the work level, but
should also be designed to allow for verification of the immediate re-~
sponse at each intermediary level. Only if free communication is in-
vited {rom every level within the enterprise, as well as from the uniom,
can there be expression of meaning as a whole by all who are in a
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position to contribute to organizational efficiency. 2

Robert Hood, the president of Ansul Chemical Company, has
been concerned with the place of communication in furthering better
human relations in the company. In 1949, a philosophy of '"participative
management' was phrased, a philosophy which, to be effected, must in-
volve extensive communication. Mr. Hood defines participative manage-
ment as ''a way of managing an enterprise aimed at unleashing the full
creative power of ipeoplo through participation. n3

In recent years "participation" or''involvement' have become such
common terms to businessmen that they have had their share of editor-
{alising, including criticism. ''The word 'participation', ' Charles Redfield
writes, "has come to have an unpleasant connotation with a caricature of
the boss pointing an accusing finger at the cowering conferee and order-
ing him to 'participatol"" Nonetheless, more and more businesses are
becoming aware of the tremendous importance of participation within the
work environment. Chris Argyris, after compiling data on a number of

industrial research studies, states:

The employee must be provided more '"power' over his own work
environment and therefore he must be given responsibility, author--

thul Pigors, Effective Communication in Industry (New York:
National Association of Manufacturers of the United States of America,
1949), p. 3.

3Anlu1 Chemical Company, Setting and Managing Objectives in A
Business Enterprise, A Report Prepared by Ansul Chemical Company,
(Marinette, Wisconsin, 1956), p. 3.

4Charles E. Redfield, Communication in Management (2d ed. rev.,;
Chicago, Illinois: The University of Chicago Press, 1958), p. 27l.
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ity, and increased control over the decision-making that affects
his immediate work environment. He must become self-responsible.

In 1953, Employee Information Meetings--to get and to give in-
formationr-became a part of Ansul's communication program. Eecause
Ansul's philosophy of communication has evolved from its philosophy of
participative management, it may be assumed that these two philosophies
are inseperable and that changes in one will effect the other. This study
will be concerned with many aspects of the philosophy of participative
management because of its relationship to the general communication
system and the specific Employee Information Meetings. To show justi-
fication for this study, it is assumed that these meetings have been a
useful addition te the company's communication program and that changes
in meeting emphasis have been purposeful. Likewise, it is assumed that
a systematic record of these meetings and an attitude analysis of those
persons involved with the meetings will be of value to the general field of
communication, to Ansul Chemical Company, and to other companies con-

cerned with problems of management-employee communication.

Distinctiveness of Study

The object of this study provides its distinctiveness. In these days

of the ultra-large corporation, this small company has attained considerable

SChris Argyris, Personality and Organization (New York: Harper
and Brothers, 1957), p. 181.
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ncognition" for its organizational system of ''participative manage-
ment. " Also, as a company interested in research, it has given sup-

7 to various research projects concerning human relations in in-

port
dustry.

Because Ansul is a small company, its communication methods
can more easily be studied than those of a larger corporation. Infor-
mation gained from such a study may be of interest to teachers of
Communication and professional communicators and of use to other

small companies and larger corporations interested in research on the

interchange of communication between management and employess.

Materials and Sources

Background information was derived from company records and

6Books, booklets, and magasrine articles that have featured
Ansul Chemical Company's programs are:

Argyris, op. cit.,, pp. 196-197.

Business Relations Department, Chamber of Commerce of the
United States, Effective Employee and Community Relations, A Report
on Ansul Chemical Company (Washington, D.C., 1956).

Scott M. Cutlip and Allen H. Center, Effective Public Relations,
2d ed. (New Jersey: Prentice-Hall, Ine., 1958), pp. 216-217.

Robert C. Hood, ''Group Management--The Ansul Plan, ' The
Development of Executive Talent; A Handbook of Management Develop-
ment Techniques and Case Studies, ed. M.Joseph Dooher, Assoc. ed.
Vivienne Marquis (New York: American Management Association, Inc.,
1952), pp. 122-131.

Perrin Stryker, ''How Participative Can A Company Get?",
Fortune, I, No. 3 (September, 1956), pp. 134-136, 217-220.

TAnsul Chemical Company contributes to the Foundation for Re-
search on Human Behavior, Ann Arbor, Michigan. The company has
cooperated with studies carried out at Ansul Chemical Company by re-
searchers from the University of Wisconsin (1949), the University of
Michigan (1958), and Michigan State University (1959).
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reports and interviews with company personnel. Classifications and
analyses were made from questionnaires circulated in August, 1959.
Samples of questionnaires, survey questions, newsletters, and other
materials used by Ansul in conjunction with the Employee Information

Meeting are incluinad in the appendixes.

Plan of Or;anization

Chapter I is the introduction to this study and includes the data
of the foregoing pages.

Chapter II considers Ansul, the Company--its size, location,
products, company organizational ltruct;;ro. philosophy of manage-
ment, general communication program, and employee training and
desvelopment. Questions considered include: What is the ccmpany's
historical background? How is its internal structure organized? What
factors make up its philosophy of Participative Management? How is
its philosephy significant in its communication system? The conclusion
considers the foregoing material in light of present opinions of Ansul
managers and current changes within the company.

Chapter III is concerned with the Employee Information Meet-
ing designs 1953 to 1959. This chapter considers the meeting designs
chronologically and is especially concerned with the changes that have
come about in preparation, procedure, and in the questionnaires used
in conjunction with the meetings. Questions considered are: How have
the meeting designs changed from year to year? What have been the

reasons for these changes? "hat type of questionraires have been
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used? How has management answered the questions of employees ?
The conclusion to this chapter reviews the changes that have occured
in the Employee Information Meeting in light of further analyses and
interviews with management.

Chapter IV contains an explanation of the research design and
'coploo of the questionnaires submitted to management personnel and
empleyees at Ansul Chemical Company in August, 1959. Classifications
and analyses of the data are included. Several questions are considered
through use of the foregoing data. Of what importance are physical
conditions--age, sex, education, work group affiliation, job level,
and number of years with the company--in determining the attitudes
of Ansul employees toward its corﬁmunication program? “What differ-
ences in attitudes are there between different divisions in the company ?
What do employees think about their place in the 'participative manage-
ment” program? What are managers' opinions concerning Ansul's eom-
munication and '"participative management' programs?

Chapter V summarizes the conclusions of the previous chap-
torn; Descriptive data concerning the Employee Information Meeting,
opinions of Ansul employees and management, and statistical results

of the survey are interrelatsd to form a conclusion to the study.



II. ANSUL, THE COMPANY

In considering Ansul, the Company, the following lnformationl

will be considered: (1) Size, Location, and Products; (2) Philosophy of
Participative Management;z (3) Organisational'Structuro; and (4) Em-
ployee Training and Development. Th_e conclusion of this chapter will
consider current changes within the company and their influence upon

the feregoing materials.

Sise, Location, and Products

Ansul Chemical Company is one of the major industries in

lGeneral information in this chapter was taken from the follow-

ing sources: Ansul Chemical Company, Ansul Annual Report for the Year
Ending October 31, 1956 and Ansul Annual Report for the Year Ending
October 31, 1957 ; Ansul Chemical Company, Setting and Managing Ob-
Jectives in a Business Enterprise, A Report Prepared by Ansul Chemi-
cal Company (Marinette, Wisconsin, 1956); Business Relations Depart-
ment, Chamber of Commerce of the United States of America, Effective
Employee and Community Relations: A Report on Ansul Chemical Com-

(Washington, D.C., 1956); Robert C. Hood, ''Some Aspects of An-
sul's Participative Management, "' A Report given at Management Con-
ference, Cornell Business School, April 5-6, 1957; Robert C. Hood,
"Why Cemmunicate?' Address made before the National Machine
Accountants Association, Northwestern Wisconsin Chapter, Marinette,
Wisconsin, April 18, 1956. '

zTho study is concerned with many aspects of the philosophy of
participative management because of its relationship to the ganeral com-
munication system and the specific Employee Information Meetings. One
of the operating principles which evolved from a 1954 management meet-
ing was: "Communication is the basic function of management because
upon it all other management activities depend. "
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Marinette, Wisconsin, a community of 15, 000 people in the north-
eastern corner of the state. Across the river from Marinette is
its twin city, Menominee, Michigan, from which come some of An-
sul's employees. The main plant at Marinette occupies a forty-eight
acre site along the river, part of which includes deep-water dock
facilities. In recent years the company has acquired additional acre-
age in two locations outside the city to provide for future expansion.

Founded in 1915, the company had a staff of seven persons, two
ramshackle buildings, and manufactured sulfur dioxide as a refrig-
erant. Today the company has over 5003 employees, fifteen buildings
at its Marinette location, and manufactures mechanical-chemical re-
frigeration products, industrial chemicals, and dry chemical fire
equipment. All chemical and mechanical manufacturing activities are
centered in Marinette, with the single exception of an assembly plant
located at Caracas, Venezuela, operated by a subsidiary company, An-
sul of Venezuela. In the United States, regional offices are located in
six large cities, with sales offices in twenty-seven other cities. Ware-
houses are opor.ated at five major geographical locations. Ansul dealers
and distributors, agents and wholesalers can be found not only in every
major city in the United States but also in some sixty foreign countries
around the world. A new part of the company organization, Ansul Inter-

national, handles foreign exports.

3C;ompamy figure in May, 1959--516 employees. Quoted from a
letter from Ray Twining, Personnel Manager,
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It is significant to note that, in the field of fire extinguishing

equipment, Ansul pioneered the manufacture of dry chemical units and
now provides a complete line ranging from small hand portable units
to automatie piped systems and mobile jeeps and fire trucks. A Fire
Test Station, with a twenty-acre test field and fire test houses, permits
the simulation of a wide variety of fire hazards. Customers for the
fire extinguishing products are trained in actual fire-fighting techniques.
Research facilities are available to stimulate the development of new
and better extinguishing equipment and chemicals.

... [An7] Ansul Service Plan. ..provides customers, along with

their equipment, such essential services as plant hazard surveys,

training and visual aids for their plant fire brigades, and ad-

vanced training for their key safety people at the Ansul Fire School

in Marinette. 4

During 1958 the company made licensing arrangements for dis-

tributing fire equipment in Brazil and Argentina, and the company has
been considering the possibility of manufacturing in Canada and Europe.
In the company's last annual report, Robert Hood, president of the
company, re-emphasized the need for manufacturing in foreign countries

in order to compete successfully with other companies.

More and more American companies are locating arcund the
world. These companies are good customers of ocurs in the
United States. They should be a major rarket for us everseas
as well. So for this reason...we need manufacturing beyond
our own country. 5

4Ansul Chemical Company, Annual Report, 1957, p. 6.

5mbid., 1958, p.s.
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Mr. Hood also commented that, because of the company's loca-
tion at the juncture of the Menominee River and Lake Michigan, its ex-
port business may benefit from the St. Lawrence Seaway by importing
more raw materials and exporting more finished goods through Great

Lakes shipping.

Philosophy of Participative Management

Robert Hood became the President of Ansul Chemical Company,
a company his father founded, in 1949. The company is family con-
trolled but has about 500 stockholders of whom approximately one quar-
ter are employees. There is no union, but a Labor Committee made up
of representatives of hourly workers has been significant as an inter-
mediary between management and hourly employees.

To realise what communication ehanges occurred during the
first years of Mr. Hood's office, this quotation from his 1954 report is
significant.

Six years ago I became president and in trying to determine

a "plus' that I could bring to the company's progress, I felt that
the improving of the company communication program would aid
every operation. As I delved further into this study, I began to
realise the real aid that social science was giving industry in
this area. What I was hearing from them and reading made a
great deal of sense to me. From this we developed into this phi-
losophy of management which we now call ''participative manage-

ment''.

Defined as 'a way of managing an enterprise aimed at unleashing

6Robort C. Hood, Concern for Cost, A Report of Ansul Chemical
Company (Marinette, Wisconsin, 1954), p. 3.
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the full creative power of people through their participation, " 7 par-

tielpative management, by its very nature, is directly concerned with
effective communication. Mr. Hood added:

It is important to show conclusively to people that the skills
and abilities that you are using as a communicator will be guided
by principles and objectives which have meaning for them. If
this is not done, your confidence ratio is undermined by the
thought of manipulation. When it is done over a period of time,
it tends to develop confidence and understanding which leads to
effective communication. 8

To clarify this communication philosophy, the company adopted

"9

two maxims, '"People support what they help create, ''” and '"People,

not products, are the competitive difference between companies. n10

In a report on Ansul Chemical Company compiled by the Busi-
ness Relations Department of the Chamber of Commerce, Mr. Hood
explained participative management in the following way:

Our experience indicated that the more people participated, the
more they would develop. People, at all levels, were given the
opportunity to contribute their thinking to policy matters that
affected them. And, consequently, their sense of belonging and
identity was aroused. The fund of human energy that vitalizes
our company was increased.

A person is primarily one single human being, not part of a
mass, and as such wants to express what's inside him and take
part in what's going on. He likes to feel that he's contributing,
as an individual and as a member of a work group, and also that

TAnsul Chemical Company, Settirg and Managing Objectives In A

Business Enterprise, A Report Prepared by Ansul Chemical Company
(Marinette, Wisconsin, 1956), p. 3.

81bid., p.15.

9Hood, Concern for Cost, loc. cit., p.14.

101pi4., p. 18.
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his own contributions and those of his work group are making a
significant difference. If we could help our people achieve this
psychological satisfaction, we believed we could reap the reward
of greater and more intelligent human effort. 11
Five areas that were particularly effected by participative man-
agement became involved in changes. These were: decision-making,
resources, goal-setting, flexible groupings, and communication. 12
The ideal use of these different areas in participative management is
explained below.
The first of these involves employees decision-making.
It is the feeling of this company that in many instances more
effective decision-making can be done at a lower level than is
generally accepted. Therefore, one of the principles in partic-
ipative management is to make the decision as low as possible
within the hierarchy, which is consistent with the best interest
of the company.
Decision-making at a lower level does, in most instances, take
longer. Its worth, however, stems from its immediate implementation
because those who have helped to make the decision are {nvolved in it

and are ready to see how it is going to work. Additional explanations

of its implementation are unnecessary.

l11Bysiness Relations Department, Chamber of Commerce of
the United States of America, Effective Employee and Community Re-
lations: A Report on Ansul Chemical Company (Washington, D.C.,
1956), p. 4-5.

lemployoc.' opinions on these principles are shown in their
questionnaire answers in Chapter IV.

13Ansul Chemical Company, Setting a.nd Managing Objectives In
A Business Enterprise, loc. cit., p.8.
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A simple graphuto illustrate the question, ''How much time
is involved from the identification of the problem to effective imple-

mentation of the decision?' was included in the Ansul report.

(1) Problem Decision Implementation
' ' '

(Authoritative Process)

(2) Problem Decision Implementation
) ' ]

(Participative Process)
The time involved may be the same in both (1) and (2) but the distrib-
ution of time is different.

The second area Ansul felt should be involved in participative
management was resources: human resources from both inside and
outside the company.

The company management conceded that formal organisation
usually tends to restrict its personnel, to impair their creativity.
Thus they were concerned with human resources. Their report states
the following:

People must continually be reminded that everyone can be a re-
source in one form or another to someone else. People must be
constantly encouraged to get information and help in arriving at
their decisions. It is a challenge to management to find ways

and means to effectively bring to bear resources, regardless of
the hierarchal structure, on problem solution. 13

l41pid., p. 10.

151hid. , p. 11.
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In addition to using resources within their own departments,
the company has developed an association with a number of outside
consultants who are called upon when specific information is needed.
The third area considered of major importance is goal-setting,
involving (1) corporate objectives and (2) "How Am I Doing?' sessions.
Robert Hood has explained how the corporate objectives became part
of goal-setting.
I started in outlining about six or seven corporate objectives that
I felt we should be looking forward to during the year. These I
branded quite emphatically as tentative, The objectives were then
passed to our Executive Committee and they reviewed them as to
how realistic they were. After changes and modifications, we
began to get agreement from this group. Then i{n concentric cir-
cles this went down in the organization requiring each tolook at
its objectives and how it could accomplish the total corporate
objectives, and whether these corporate objectives were realistic.
This found its way down to the foreman and his work group where
they began to look at where we are going for the year. 16
In this company goal-setting, not only management but also
every employee was to go on record as saying, '""This is what we plan
to do. " Ideally everyone was to be involved, everyone having primar-
ily the same objective.

The following diagram shows hoew the company and individual

goals may be correlated.

16Robert C. Hood, '"Some Aspects of Ansul's Participative
Management, "' Report given at Management Conference, Cornell
Business School, April 5-6, 1957, p.5.
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Goal-Setting 17
Goals Relate To
Company Quality
Area Cost
Division Effectiveness
Department Budget
Work Group Waste
Individual Profit

Personal

The eolumn on our right indicates some of the areas that goals

can be related to in the total process. In the participative man-

agement concept, people are involved in helping set not only

their individual goals, but their work group, division, depart-

ment, company, etc. goals in keeping with ""People support

what they help create”. 1

Another concern in goal-setting is '"How Am I Doing ? " self-

appraising sessions which are particularly pertinent to the individual.
An employee has an opportunity to go to his supervisor and set his ewn
job objectives for the coming year. Quarterly meetings are the usual
procedure, initiatcd by the subordinate to ask his supervisor either
"How am I doing ?" or 'I'm not doing as well as I'd like. What do you

think I can do to improve 7' Ansul calls these 'target-setting'’ sessions

and considers them, along with corporate objectives, as influencial

17 Angul Chemical Company, Setting and Managing Objectives In
A Business Enterprise , loc. cit., p. 13.

181p44.
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factors in successful goal-setting.

The fourth area of importance is flexible groupings. With the
participative management program it was hoped that more creative-
ness would be shown by Ansul's people. In investigating its organiza-
tional structure, Ansul management realized the following factors.

This formal organisational hierarchal structure is represented

in a typical organisation chart with a series of men reporting to
one man, he being superior in control and authority. These men
in turn had men reporting to them and in the second sequence they
replaced their superiors as top men, forming a series of inter-
locking, hierarchally-structured family work groups.

Ansul had an opportunity to observe that homogeneous, family
work groups like the above tended to be less creative than heterogeneous
groups with varied experiences and on a peer relationship.

We have developed what we call Product Investigating Teams.
There is a roster of all the people in the company who can bear
on all the various aspects of a particular new product... These
Product Investigating Teams as we call them, not committees be-
cause they are dissolved immediately after the task they have
been assigned has been completed, offer to the Policy Committee
suggestions and three or four alternative solutions to the problem
we have assigned them. Here is another way we have gone about
in getting people involved, getting to the point where people
support what they help create. As an example, when these men
are over in this committee, or team as we call it, and have
evolved alternative solutions to a new product, they then, you
see, change their hat and go back into their action jobs and the
communication problem i{s kept to a bare minimum because they
already know the ine and outs of what's going on, 20

191pi4., p. 17.

20mpid., pp. 9-l0.
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This approach to organization not only draws upon an indiv-
ual's creative energy but does so while he is company-oriented, work-
ing on problems that involve a wider problem range than that of his
own work group.
The last area to consider is communication, an important factor
'in participative management. First, Ansul began communicating infor-
mation on the company itself. The Employee Information Meeting 21 pag
been the primary channel for this, a flexible means of communication
which has changed nearly every six months to meet different needs.
Robert Hood's viewpoint on management-employee communica-
tion is shown in this exerpt from a speech made in 1956.
Every skill that a manager uses is judged on how well he can
communicate. It is obvious that a manager does not ''do'', he
has to ''do' through other people. Nothing happens until he com-
municates. His effectiveness depends upon how efficient he is
as a communicator, therefore, it becomes a mighty important
thing to every other thing one is doing as a manager.
He goes on to m.x;tion that effective communication depends
upon confidence, with which every manager must be vitally concerned.
Two ways of building confidence are:(l) a clarification of a philosophy

of operation, and (2) the improvement of individual skills as a commu-

nicator.

25ee Chapter III for extensiva information on these meetings.

zch':\:oort C. Hood, "Why Communicate ?'' Address made before
the National Machine Accountants Association, Northwestern Wisconsin
Chapter, Marinette, Wisconsin, April 18, 1956, p. 2. (Mimeographed.)
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Now in the area of communication and many other factors
of human realtions these days, there is a great deal of emphasis
on skill. How do we improve our skills in these thinga? We are
beginning to find ways and means of doing this. But skills, in
my estimation, aren't worth a tinker's darn if we don't have a
basic philosophy. So I feel the developmert of a philosophy is
a very important thing--the philosophy of operation.

Organisational Structure

At the present time there are seven specific area heads be-
sides the office of the president that make up top managément at An-
sul Chemical Company. These seven managers and the president are

24 The president can communicate

called the Operations Committes.
orally with all of the managers, and they with him, whenever the need
arises.He works with 2ach of these people in turn concerning the area
for which they aro.relponliblc and accountable. In this manner, this
group as a communication group covers all the main operating and
functional areas of the company.

Each of these members has a management staff with which he
meets in regular staff meetings or in special meetings. There are
occasions when the president asks that a given area head or all area

heads call their staffs together to communicate some particular infor-

mation,

Employee Training and Development

One of the basic tenets of participative management is ''People,

zslbid. » P 4.

24See Appendix for organizational chart of the company.
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not products, are the competitive difference between companies. 125
To meet this challenze, employee training has been of great importance.
Two aspects of this training will be considered: (1) Formal training
methods, and (2) Foreman selection.

The first of these, formal training, is concerned with conference
seminars, executive development courses and management institutes.
The company has stressed internal training through courses held at the
plant itself. The following graph will indicate how many employees at
all levels attended these external and internal training sessions in a
peak year, 1955,

1958 CHART OF TRAINING AND DEVELOPMENT 26

Number of
Work Position Training Employees
TOP MANAGEMENT External : National Training 2
Laboratory, Bethel, Maine
American Management Association, 6
New York
Northwestern University, 1
Evanston, Illinois
Internal: Meeting Clinics 17
Executive Seminars 8
MIDDLE External: Marquette University 3
MANAGEMENT Milwaukee, Wisconsin
And
STAFF

25Hood. Concern for Cost, loc. cit. , p. 15,

26Bucinou Relations Department, loc.cit., p. 2l.



22

MIDDLE Industrial Management Institute 24
MANAGEMENT U.of Wisc., Madison, Wisc.
And '
STAFF Society for Advancement of 2
(Continued) Management
International Executive Con - 1
ference, Strong, Narovec
& Company
Midwestern Society for Statis- 2
tical Quality Control,
Milwaukee, #isconsin
Transportation Association of 1
America, Chicago, Illinois
National Conference Board, 1
New York
Milwaukee Vocational & Adult 1
Schools
Engineering Institutes, Madison 6
U.of Wisconsin Extension Center 19
American Management Associa- 19
tion, Seminars, New York
Correspondence : Alexander 2
Hamilton Course
LaSalle School of Law, Chicago 1
Internal: Meeting Clinics 31
FOREMEN External: Industrial Manage- 17

ment Institutes, Madison

Plant Layout Technical Workshop 1

Oakmont, Pa.

Internal: Foremen Training
Conference

17
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EMPLOYEES External Correspondence: 1
University of Nebraska

International Correspondence 35
Schools, Scranton, Pa.

Vocational School, Marinette 24

Hayes School of Combustion, 6
Chicago

Technician Training, U.of 4

Wisconsin Extension Center

Henry Stubenvoll Public Speak- 2
ing Course

Secondly, employees have had opportunities to help select their
supervisory foremen., This plan became significant in 1953 when a
divisional manager was preparing to name a few new foremen.

This gave Ansul a chance to put another of its participative
management principles to work; namely, ''better problem-solv-
ing is obtained when every possible human resource is brought
to bear on the problem. "

An obvious human resource which always had been over-
looked in foremen selection was the employee to be supervised. ..
Ansul found validation for this approach from the University of
Michigan's Survey Research Center. The center had made some
studies confirming wartime findings of the Armed Forces con-
cerning teamwork among air crews. The idea was to give the
psople who have to deal with the crew leader, £zlom above or
below the same level, a part in selecting him,

Relating this research to the Ansul program, management de-
cided to take the employees into consideration as much as possible.

They began by pointing out what qualifications management thought

zll.‘li.é.' » . 16
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important for a foreman. These included past performance, seniority,
hedlth, and intelligence.
The second step involved the work groups themselves.
Meetings of 20 to 30 hourly workers and groups of supervisors
were held. Purpose: members were asked to submit their ideas
as to the duties and qualities of a supervisor. These suggestions
were consolidated into a composite chart of requirements for the
job. 28
There seemed to be considerable agreement between management
and oraployees on foreman qualméationo. The next was the nominating
step in which employees had an opportunity to nominate, by secret ballot,
five employees whom they felt best {fitted the composite description of a
supervisor. First-line supervisors and managers also made nominations.
The last step belonged to management.
After carefully weighing all the data--employees, supervisory,
and managerial nominations, personnel records, tests and inter- 30
views--management named two new foremen and five lead men. 29
Ansul estimated the cost of this first foreman selection, in-
cluding wages paid while employees attended meetings, to be approxi-

mately $1000. 31

The company management, through observation of em-
ployees and inquiries of supervisors, felt the investment was a sound one

because the employee seemed: (1) to have a better idea of what attributes

281bid, , pp. 16-17.

29Definition of "lead men" —Hourly-paid, functional leaders
within a work group.

30Business Relations Department, loc. cit, p. 17.

3lauoted from Ray Twining, Personnel Manager.
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a supervisor must have and thus showed greater respect for the super-
visor's job; (2) to appreciate being consulted about possible changes;
and (3) to approve of the new foremen who were selected. In addition,
management found that some suggestions made by employees revealed

potential supervisors management had not considered previously.

Conclusion

In Chapter I, under Justification of Study, mention is made of

the philosophy of participative management which was partially re-
sponsible for Ansul's desire for a good communication system. The
ideal use of this philosophy has been detailed in the foregoing material
in Chapter II. Additional c:ommoutl32 based upon interviews with middle
and top management will be made in this conclusion to point out some of
the problems and implications of this participative management philoso~
phy.

Perrin Stryker's article in Fortune, '"How Participative Can A
Company Get?'", studied Ansul Chemical Company as an erganization
where a number of management theories were given their first practical
application and where new concepts of communication in human rela-
tions were utilised. Both positive and negative results of the six years
of participative management were considered. Since this philasophy of

management aims at changing attitudes, both Robert Hood and Perrin

32 These are based on interviews with middle and top management
that teok place in August, 1959,



26
Stryker seemed to be in agreement that specific results are difficult
to determine.
Mr. Stryker made some remarks about the executive at Ansul
that are related to attitudes observed through interviews with manage-
ment people. He wrote:

<

After nearly seven years of trying to recast the thinking and emo-
tions of his subordinates at Ansul, Hood {s having to use some
operating methods very similar to those found in companies
totally unaware of '"participative management'. 33
In fact, Mr. Stryker points out, Mr, Hood has reduced the number
of committes meetings and conferences from several a week to twice
a month and sees his top five executives individually only once a week.
However, this has not discouraged Hood because he feels that "tighten-
ing up by more orthodox formal management methods shows that,
aftsr managers have made efforts at working with people, they have

gained a new appreciation of the old fact that the prime job of a man-

ager is to get things done threugh people. n34

In the article, Mz Stryker guotes Mr. Hood as saying that the
process of participative management has produced three kinds of man-
agers: "Some who seem to have developed better judgment for making
decisions on their own, others who have only learned more about the
company, and still others who have gained no more than a facility with

such terms as 'agenda building'. n38 Mr, Hood stated:

3 Perrin Stryker, '"How Participative Can A Company Get?",
Fortune, I, No.3 (September, 1956), p. 220.

3 35
1oid. | bid.
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Usually people don't want to becoms involved, so you test and
test new ways and ideas to win them over. We believe in the
principles of feedback, i.e. getting people to discuss and crit-
icise policies and ideas, becauss it is one of the most effective
means of changing people that we know of...the reason for the
mixed results is that participative management 'involves chang-
ing people's values from the viewpoint of depending on authori-
tative management. " 36

This article, written in the fall of 1955, pointed out the move
to more orthodox management methods that had already begun to take
place at Ansul, {.e. the reduction in number of committee meetings
and conferences.

Production problems by late 1956 necessitated a further de~
emphasis upon group meetings and group decision-making. 37 In spite
of these changes, the president did not hesitate to maintain that group
cooperation was the primary factor in making 1957 more profitable.
He had this to say to a stockholder whn asked some of the reasons why
1957 turned out so well,

One primary reason is that we worked together more effectively.
For many years we've been trying to get our people to realise
more of their potential and to work more usefully and effectively
with one another. A good share of these efforts seemed to come
together in 1957, Although this is difficult to measure precisely,
our results are a strong indication that this is true. Two other
reasons for our good year are our improved planning and fme
proved execution of our plans. Product planning, budget plan-

ning, sales estimating--all were accomplished with more coor-
dination this past year. 38 -

- 36144,

37TThis de-emphasis and other changes will be enumerated
further in Chapter III.

38 snsul Annual Report, 1957, p. 12.
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The following year, 1958, there was a decline nationally in
capital spending. This necessitated drastic changes for Ansul because,
when capital spending declines, Ansul's fire equipment sales are
affected. Profit wise, it was not a good year. Sales were down 18%
and profits went sharply down to only 21% of 1957's record high. How-
ever, in the 1958 annual report, Robert Hood pointed out that, although
profits and sales were off, the balance sheet--assets to liabilities
ratio--had strengthened almost 100%. With new products for 1959,
management hoped that profits would increase.

Other changes in 1958 were the following: (1) some employees
went on a 32-hour week schedule; (2) there was a layoff of some hourly
people; and (3) there was an elimination of some salaried jobs. Mr,
Hood, in the 1959 annual report, explained that these changes were
necessary to prepare for higher costs in 1959.

We found that some functions could be eliminated, others could
be postponed and that both these actions could help us achieve
our broad objectives. We reduced our personnel from 557 to
502, but only after very careful deliberation about the best way
to keep our company strong--for the benefit of our customers,
our employees, and our stockholders. 39

The difficulties of 1958 did not mean a change in philosc:.y,
Mr. Hood emphasized. He said:

One of the fundamental things about participative management,

or any method of organization, is that it undergoes change. We
have to acknowledge that, anticipate it, and modify our methods

accordingly. But generally speaking, we're heartened by the
results of participative management. We've made mistakes,

39Anlu1 Annual Report, 1958, p. 15.
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certainly. But we believe this "approach to working'' has made
us stronger--more able to cope with 1959 and the years beyond.

Our advertising campaign in 1958 featured some of our man-

agement thinking, '"People support what they help create' and

""People are the real competitive difference between companies. "

We don't pay mere lip service to these ideas; we live by them,

And we think they've helped us weather a difficult year and will

help us grow and develop in the better years ahead. Our job

with participative management is, and always has been, to apply

its principles effectively to our business. Change is inevitable,

but some of the principles we operate under seem to give us

greater flexibility and understanding as we attempt to meet changed

conditions. 40

In late 1958 and early 1959, organizational changes took

place at Ansul. These were management changes to improve perfor-
mance and to provide greater flexibility for growth and, as such, they
were a move away from what Ansul called a "fnnctional"typi of organi-
zation toward an organizational structure oriented toward production
and markets.

Management's optimism about profits and sales did not ring
true until the second quarter of 1959 when profits allowed a small em-
ployee dividend. But Ansul's economic situation still necessitated an
emphasis on production, and there was less time spent on time-con-
suming plans for Employee Information Meetings and other outlets for
the participative management philosophy.

Such changes in emphasis are pertinent to this conclusion because

they may influence attitudes. Many of the managers interviewed tended

to point out the negative features of participative management. It is

401p4q,
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impertant that any evaluation take the variables of organizational
change, employee layoffs, and reduced work force into consideration.

The problems of participative management pointed out by var-
ious Ansul managers can be better understood by first recalling com-
ments made by Perrin Stryker and Robert Hood.

In one of the quotations from Fortune used earlier in this chap-
ter, Perrin Stryker spoke of the '"abstractions of human relations. "
Robert Hood, as quoted earlier in this chapter, said:

1 bcgi.n to realize the real aid that social science was giving
industry in this area [of communication ]/ What I was hearing
from them and reading made a great deal of sense to me. From
this we developed into this philosophy of management which we
now call "participative management'.

Among the members of middle management who were inter-
viowod‘% there was a consensus of opinion that the '"theory' of par-
ticipative management was sound and backed up by social science re-
search, but that its "application' was not successful. Mention was
made that 'time' involved in testing such a theory is a problem in a
small company which has an economic need to produce efficiently.

When there is feedback--defined by Mr. Hood as ''getting

peop le to discuss and criticize policies and 1deu"‘3~-groator under-

41Hom‘!, ""Concern for Cost, ' p. 3.

42Three members of top management: the President and two
members of the Operations Committee; and ten members of middle
management were interviewed in August, 1959.

4354e Page 27.
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standing is expected to result. A few managers, however, expressed
the opinion that there was excessive feedback or over-communication
at Ansul, that people tended informally to discuss and criticize policies
and {deas without a definite objective in mind. Thus, communication
was non-structured and, as such, they felt, not useful to the company.

Several managers commented that the implementation of a social
science theory into an industrial situation may be problematical be-
cause there is a tendency to be more concerned with ''means' than
with ""results'. Usually a management executive is used to dealing
in results rafhcr than means to results. Therefore, at this point may
be a piace where communication breaks down within the management
framework, when managers used to dealing in specific results are
called upon to pay attention to more abstract means to results.

There is evidence of misunderstanding of the term ''participa-
tive management' among managers. As mentioned earlier in this
chapter, Robert Hood's definition of participative management is 'a
way of managing an enterprise aimed at unleashing the full creative
power of people through their participation, "

In an interview with Mr. Hood, the following question was
raised: "Mr. Hood, a few of your managers say that the Ansul worker
feels he should participate but when it comes to making a decision--
even to making up his mind where his machine should be moved, for
example--the employee backs off, saying, That's not myjob. You

make the decision.' Do you, therefore, feel that participative manage-
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ment has been successful ? '

Mr. Hood pointed out that participative management and decision-
making must nog be us2d as synonomous terms. By ;;artlcipmvo mane
agement is meant ''participation by management'' with himself as a cen-
tral core and his different managers in concentric circles around him.
Mr. Hood explains decision-making, as expressed by the industrial

psychologist, Douglas McGregor, as a continuum.

Complste Participation No Participation
’ J ]

- On this continuum, Ansul's systerr would fall fairly close to Complete
Participation, Mr, IHood declared.

Sometimes, when a decision {s made by the Board of Directors,
the president himself may have no part in it. '""But, whenever possible, "
Mr. Hood declared:

.« . 8van when the decision has been made, it is participation
when the Executive Committee, or Operations Committee as

it is now called, can sit down and talk about the implementa-
tion of that decision. Vhen this is carried to a lower level,

it is participation when the participants talk of the implemen-
tation of a decision. For example, if the decision has been
made to place a machine in a particular location, the partici-
pants may discuss the changes in assembly procedure, bettar
use of light, etc, and what differences these changes will make
to them,

Evidence that employees may not be clear on the term "partic-
ipative management' was provided by one manager who said that the
average worker, defining the term to suit himeelf, thinks he should

participate in such things as wage administration and policy formation.



33
This is not, of course, practically feasible, but is, according to this

manager, often theoretically expected. With such misunderstanding of

a person's place in participative management, there is a tendency to
challenge decisions after they are made. '"This is something of a power
struggle, "' said another manager, ''a questioning of others' rights to
make decisions. ' Also, because of past emphasis on communication,
managers stressed that workers now have an "insatiable appetite' for
and an expectation of, more and more communication. If they do not
receive all the information they feel they are entitled to, they become
unduly disturbed.

Some of the managers felt that, although they are not communi-
cating as often with employees as previously, what they are communi-
cating is more meaningful. With the de-emphasis of mass informa-
tion meetings and group decisioncmaking, there is less contact with
subordinates through goal-setting sessions and Product Investigating
Teams. However, one manager commented:

. . .but there is better day-to-day communication with my men.
This may not be considered by some as a communication channel ,
but to me it's the best one.

Participative management is defined as ''a way of unleashing
the full creative power of people through their participation." Asked
about the problems of attempting to arouse creativeness in people,
Mzr. Hood pointed out the difficulty within a culture such as ours of

teaching people to be creative. ''Too often, decisions are made for

children by their parents, then by their teachers. When they step into
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jobs, the problems of making decisions are magnified because, to
some extent, they have had very little opportunity to make decisions. "
Mr. Hood concedes that few Ansul people have turned out to be 'creative'
and that he has been somewhat surprised that there have not been more.

Mr, Stryker concludes his article by saying:

Many, like Hood, have wanted to believe that if you attend to meti-
.vating people, such matters as products and profits will take care
of themselves. They do not. Managers have a limited amount of
time to run a business. The more they become preoccupied with
"people-centered' management and the abstractions of human re-
lations, the less energy they have to expend on the hard necessities
of operations.
It is perhaps unfortunate that these ''necessities of operations' required
the changes at Ansul so that definite effects of the philosophy of partic-
ipative management can not be more effectively measured.

To the question, 'Do employees, such as assembly-line workers,
want information that isn't pertinent to their own work situation? "
eighty-eight percent of the seventeen managers surveyed believe that
employees do want such information. 45 Robert Hood feels that the em-
ployees must have such information to help them realize the importance
of their jobs. He maintains that, unless we want a country of ''mechan-
ical workers' who have to have '"'material compensation for lack of in-

terest in their jobs)', we must attempt to help the worker feel his job is

meaningful to himself and to his employer.

“Strykir. loc. cit., p. 220.

45 ‘
See questionnaire results in Chapter IV,
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A number of Ansul managers feel that participative manage-
ment, as they understand it, is not functioning any longer at Ansul.
The president, Mr. Hood, does not feesl that participative management
is at a standstill but that the training period is over and that managers
are utilising x"nuch of what they have learned without being conscious
of using it. He concludes that,even without continued emphasis on
pirticipntin management, this philesophy can still be of value to

managers in their ''approach to working. '



III. THE EMPLOYEE INFORMATION MEETING

The following information on the Employee Information Meeting,
1953-1959, is concerned with meeting preparation and procedure, ques-
tionnaire design, questions asked by employees, and responses given by
management. A chronological order is used to facilitate comparisons
and to consider the changing concepts and reasons for these changes.
The conclusion of this chapter considers some of the implications of
the use of the Employee Information Meeting, the current importance
of these meetings, and the different substitutes for this type of meeting

that are in use at the present time.

1.1953

A. Employes Meetings

Until 1953 Ansul Chemical Company, like many other family-
owned corporations, had not made financial information available to
its employees. That year, however, company management decided
that such information would be communicated to employees through
group meetings. The employees were informed by letter froni the Ex-
scutive Committee that they could ask any questions they wished on any
subjeet, financial information included. Management would answer

their questions in Employee Information Meetings.

36
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This lottorl to the employees, dated April 15, 1953, read:
Dear Employee:

You, as an employee, are naturally interested in Ansul--its past,
present, and future. Therefore, management wishes to make this
information available to you. Through the cooperation of your de-
partment manager, a series of small group meetings have been
planned to discuss the Ansul ''goings on''.

Undoubtedly, from time to time you've heard other people ask,
'""What is Ansul's Financial picture ? "=«'""Why do we make certain
purchases ?''=-='""What plans do we have for the future?"

Perhaps you have questions along these or similar lines. If so,
will you please let us know about them to help us prepare for these
meetings. Simply jot down your questions on the attached sheeat

of paper, seal it in the provided envelope, and return it to your
department manager. It is not necessary to sign these sheets.
Your department manager will turn these envelopes over to us.

We will attempt to answer your questions during the course of
the meetings.

We look forward to hearing from you and talking with you in the
very near future.
Yours truly,
EXECUTIVE COMMITTEE
The 'attached sheet of paper'' mentioned in the foregoing letter
differed slightly for salaried and hourly workers. The salaried em-
ployees were asked to coniment and ask questions on company and

divisional operations while the hourly workers asked questions on these

same things plus departmental operations.

1This letter, other correspondence, meeting notes, designs and
schedules included in this chapter are taken from Ansul files and records.
When this type of material is quoted in this chapter, no footnotes will be
used.
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These "quostiomuiru"z were simple, including only a word
or two to induce questions, words which referred to divisions, i.e.
Finance, Research and Development, Sales, Manufacturing, and Others.

Such a deiuge of questions resulted from Management's offer
that answering these questions at Employee Information Meetings would
have b.oix an impossibility. Although some questions were retained for
the group meetings, most of them were answered in a series of mimeo-
graphed answer sheets distributed before the meetings so that thi em-
ployees vo‘uldA be prepared for diacﬁuions. More than thirty mimeo-
graphed pages bn legal-sized 8 1/2 x 13 péper were required to answer
all of the questions submitted.

Questions from employees covered the following broad range:

Employee Benefits, Employee Compensation, Employee Seniority,

Facilities and Equipment for Employees, Company Personnel, Train-

ing and Development, Production Operations, Construction and Expan-

sion, Future of Products, Management Operations, Company Finance,

Policy, Ansul's Economic Future, and Miscellaneous.

The answers to questions were often informative. For example:

Question: What plans does Ansul have in case of a deflation or de-
pression?

Answer: The primary job of top management is, and probably will
remain, the survival of the business. At Ansul, we believe empha -
sising survival of the business will benefit more people than any
other effort we can put forth. Any steps we take during a deflation
or depression will be based on what will best promote this survival

zSoo Appendix, Questionnaires 1 and 2.
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and therefore serve more people. We will use all of our ingenuity
to provide as much steady empleyment and as much incentive te as
many persoans as possible.

A New York firm, "Econemetrics', helps us in our overall
economic planning. This firm regularly sends us its predictions
and the reasons why it makes these predictions. Every three
months one of the firm's economists comes to Marinette to dis-
cuss such problems as our shert, medium, and long-range planning.
"Econometrics'' brings tegether all its available data plus predic-
tions from other well-known economic seurces. This informa-
tien helps our management get the feel of what's ahead and helps
us plan accoerdingly. At a receat meeting with an "Econometrics”
representative, we adopted a bread 12-point program to meet any
nation-wide decline in business. You might call this 12-point pro-
gram an "Amti-Depression Plan'.® We are intensively studying
this entive pregram and have already started werk om several of
its points. The best economic information available tells us busi-
ness will decline between now and 1956, After 1956, an upturn is
expected. And se we are werking hard te be prepared. The group
working on this pregram includes the Executive Committes, man-
asgers of divisions and key departments.

$The 12-point program is attached.

Answers were often concise, te-the-peint. Feor example!:

Quastion: The company is penny-wise and pound-foolish. Why
let our contrasts (and pay mere) when there are men {n the
company whe san deo it cheaper?

Answer: We try to do all the werk we caa with our ewa people.
We do occasionally have work done by eutsiders, bBut eanly on
these sonditions:
1. We do net have the necessary equipmen .
2. We can have it done cheaper because of specialised equip-
ment of the outside firm,
3. W e camnet got the work done in time eurselves.

Semetimes there was an attempt te clear up misconceptions.
Feor example!

Question: Why dees Ansul hire people (whe charge a large amount
for their services) for help on such a problem as furnishing the
lebby of the sales office? Is a company of this sise justified in
having a designer like Raymend Loewy determine color of drap-
eries and wils and the type of furniture? Dom't we have people

at Ansul whose choeices would be just as good, and who would

save us money besides ?
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Answer: When we furnished the sales offices we believed it was
important to make them both attractive and comfortable. Attractive
because of our many visiters. (These visitors are mostly important
customers). Comfortable so that work efficiency could be at the
highest possible level. We recognised that color and furaishings
influence customers and influence eur owa employees' abiuty to
produce.

So we asked the Raymond Loovy people for some broad advice,
We did s0 because we felt the Loewy organisation was better qual-
ified te give advice than anyene in sur own company.

Actual selections of drapes, furniture, color of walls, etc.,
were made by Ansul employees guided by the Loswy suggestions.
By following these suggestions, we were able to furaish the office
for less money and de it attractively. Also, the sales office has
a great deal of versatility and can be used in many different ways.
This, m. u a bouﬂt of the Loovy advice.

Comperisons were made for clarification. For example:

- There were many questions asked abeut the number of engineers
‘and technical people at Aasul...and just what their jobs were.

Answer: To summarise, eur engineers and chemists are held
responsible for the follewing functions and operations: [This
answer included a list of how many and what kind of engineers
and technical persoms were included in Production, Research
and Development, and Maintenance. In addition, the answer
attempted to show why these men were needed. /

The need for sngineers and chemists to preovide the company
with new and improved products and methods, as well as to keep
quality of product and procedures at the highest level, is obvious.
Any product has a limited sales life--competition takes care of
that--so it must be impreved and eventually replaced with soms-
thing else if the business is to go successfully. Additional new
products and new uses are required te provide a suitable grovth
rate for a business. 8e, technically trained psrsennel are need-
ed to take care of product obsolescence and to provide the toels

- with which to grow. :

References wars made to other sources. Fer sxample;

Question : Explain more about our special insurance benefit for which
we do not have to pay any premium. I understand that we receive
a certain part of our wages for lest time accidents or sickness wp
to a certain period of time. The lost time accident mentioned is

'~ being incurred outside of work as an aute injury or anything similar.
What are the benefits of this insurance? '
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Answer: The best answer to this question is contained in a

booklet which covers our sickness and non-work accident insurance
plan, which can be obtained from the Personnel Department. In
brief, the plan does this! the company will pay 50 per cent of

your regular earnings starting on the first day in case of an ac-
cident--on the fourth day in case of sickness, and the pay will
continue for a period of 26 weeks.

Three pages were used to illustrate the problems of developing a
specific Ansul product. Part of this follows:
Question: What is the complete story on the drier difficulties?

Answer: When a company brings out a new product it is hoped
there'll be no trouble in making it or in its use by the customer.
Especially in its use by the customer.

This is a typical procedure for bringing out a new product.
Usually models of the product are made up and laboratory-tested.
Then, depending on the product, a field test is usually made which
tests the product under actual customer conditions. At the same
time production processes are planned, manufacturing equipment
is obtained and special tools are made, if necessary. The next
step is a pilot production run. In this run sufficient quantities
are preduced to find out if the manufacturing processes and con-
trols are adequate to produce a uniform product, maintaining the
quality desired. Finally the product is ready to be shipped to the
customer.

As we've mentioned, it's hoped there'll be no trouble during
this procedure. This is rarely the case, however. Frequently,
despite careful planning and testing, trouble pops up in production
or in the products’ use by the customer.

For example, one of the oldest and largest automobile manu-
facturers is having serious trouble with the engines of their latest
cars after they are driven about 2,000 miles. Another automobile
manufacturer is having trouble with his fender dies. The fenders
pplit opea when they are made and must be welded together (and
the weld ground off) in order to stay in productiorn. A large elec-
trical company is having serious trouble with its new hearing aid.
The company has learned that after the hearing aids are worn for
a few months the moisture of the wearer's body ruins the unit.

We have similar experiences with new products we've brought
out in the past...

One question asking for an explanation of the large cost of the company

pension plan invoked an answer that was two pages long and very detailed.
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The explanation was made clear through the use of cost figure samples.
In addition to such extensive printed matter, ten separate meet-
ings were l_uld for salaried and hourly workers, with approximately forty
members in each group. The procedure, the same for both salaried
and hourly meetings, was as follows:

Members of the Executive Committes made a brief presentation
concerning their own areas and then answered questions from the
floor. These Executives were the President, Treasurer, Vice
President for Sales, Vice President for Research and Develop-
ment, and the Vice President for Manufacturing. During these
meetings questions were encouraged verbally or on blank cards.
The meetings were about 40 to 50 minutes in duration. It was
discovered through follow-up [asking supervisors what their sub-
ordinates® reactions were_/ that employees felt management
""had nothing to hide'' and was definitely trying to give people
straight information about the company. Employees also said
that all the answers were not as complete as they would have
liked, but.that management was willing to face and answer any
question, 3

For additional information, a report "How Did We Do In 537"
was used in the December, 1953 issue of the company magasine.
Sales figures, product plans, and company policies were discussed.

B. Mmjoment Meeting_l

In December, 1953, plans were under way for an early 1954
managerial meeting. Members of management were asked to fill out
qucatiomiru‘ 80 that their thinking could be incorporated inte meest-

ing plans.

3Ansul Chemical Company, Communication History , A Report
of Ansul Chemical Company (Marinette, Wisconsin, 1958), pp. 3-4.

45ee Appendix, Questionnaire 3.
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I1. 1954

A. Management Meetings

In January, eighty-seven members of management, including
forsmen, attended two meetings at a local country club. The president
began the opening discusssion followed by the Finance Chairman's
statement and various reports on major events and accomplishments
by members of management. Following dinner, different lupor\.rhorl
asked quc-tionl of the top management group. It was felt that such
meestings would bo advantageous to the supervisors in acquh-ing more
information for use in the Employse Information Meetings.

As follow-up, a short post-meeting que stionnaire> was distrib-
uted to the peoﬁlo who had attended the management meetings. An ex-
tensive mimoographod report was prepared from the answers. Multi-
ple-choice question responses were classified; percentages of Tesponses
from dﬁioront areas were noted; and the two open-end questions invoked
rup#nun that were recorded on twelve pages. It was felt that, by using
this meeting data, management was in a better position to impart infor-
mation to subordinates.

B. Employee Meetings

Top management people were the communicators again this year.
They included the President, the Vice Presidents for Sales, Research

and Development, Manufacturing, and the Treasurer.

5See Appendix, Questionnaire 4.
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Their material primarily covered the broad company operations.
Prior to the separate group meetings for hourly and salaried
people, a printed excerpt about the past year's operations was
taken from our company magaszine and distributed to all as prep-
aration for the meetings. /[ This was the company magazine story,
"How Did We Do In '53' mentioned earlier.] In the hourly group
meetings employees were encouraged to submit questions on cards
or ask them from the floor as was done in the first group meetings
in 1953.6
There were not many questions, usually no more than eight or ten per
meeting. The assumption by management was that this was due to the
extensive answering of questions the previous year, that the great back-
log of unanswered questions had been taken care of in the 1953 mimeo-
graphed information. Thus, no attempt was made in 1954 to mimeo-
graph and distribute answers to questions.

Another change this year was the decision to have a summer
meeting in June. This was a short meeting of only one hour and was
held out-of-doors, The salaried people and the hourly psople met to-
gether in three groups. This was a ''geographical' breakdown by
buildings rather than a divisional or departmental breakdown. Each of
the five members of the Executive Committee gave a short presenta-
tion concerning their area of responsibility. Questions from the em-

ployees were sncouraged but there were foewer questions than in the

February meeting.

6Ansul Chemical Company, Communication History, loc. eit.,
p- 4. »
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C. Management Meetings 7

In December the president called an Executive Committee Meet-
ing to consider the Year End Employes Information Meeting. A sum-
mary of suggestions and tentative design on the coming meeting was
given out to the committee members prior to the meeting. A change
in approach to the meeting design was indicated. The reason for this
change was that, after the 1954 ;nutings, employees expressed the
opinion that the general information from top management did not
satisfy some of their questions. Thus, a new meeting plan can be

noted in the summary which follows:

The tentative plans for the year end meeting as it now stands are
so constructed that each worker will get the Ansul Story ranging
from the general to the specific. The thinking which prompted
this design is based on several pdints:
1. If just given the general pitch, as in the past, there is often
a lack of interest or understanding.
2. For some time we have wanted to involve Division and
lower level management in the reports.
3. We do not have adequate place to assemble the total work
force.
4. We want as little down time as possible and still havs an
effective meeting.
It is felt that the tentative design satisfies all four of the peints. It
is: Place-Division Areas-Each division or natural work unit will
meet a8 a body at a designated spot in their division's area...

Resources Place Topic Time
R.C. Hood Division Area Greetings- Program 10 min.
outline-Hoped for outcomensn.

e may be noted that management meetings are considered quite
exten sively in this chapter. The reasons for this are: (1) they are, to
some extent, Employee Information Meetings because managers in-
volved are employees of the company, and (2) they point out the elaborate
plans for the regular Employee Information Meetings during the early
stages of their development in Ansul's communication system.
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" Resources Place Topic Time
One Exec. Division Area Sales, profits, fin- 5 min,
Committee ancing, Capital
Member improvements, labor

picture, summarize
1953-54, project
1954- 550

Division Division Area Production, budget 40 min.
realization, manpower,
new products, equip-
ment, purchase or re-
pair, summarize 1953-
54, project 1954-55,

Depart- Work area Production, budget 30 min.
mental realization, manpower,
Foremen new products, equipment,
(Hourly workers) purchase or repair, sum-
Department marizse 1953-54, project
Heads R 1954-55. (On departmental
(Salaried workers) basis)

Total Timc.f........ 100 min.
Plans were made so that higher management psople would leave the
scene of the meetings after taking their designated time on the pro-
gram,

Additional planning was done so that the final outline that was
worked out for the 1956 Employee Information Meeting was not only an
outline but alse a management briefing session. After Executive Com-
mittee members had discussed it, the outline was given to divisional
managers and they, in turn, passed it on to department supervisors.
Thus did explicit information on meeting design move down communica-
tion channels to those whoe would be newly involved in the meetings.

The December issue of the company magasine, Fuse Plug,
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carried "Let's Take A Look at 1954', For the first time in Ansul's

history, an anmual report was distributed to all employees.

III. 1958

Employee Mestings

The schedule prepared in late 1954 was carried out in February
Employment Information Meetings. Department managers received
the following requests prior to the meetings, requests which placed
some ronpon'sibilitfon them and their foremen.

Enclosed are copies of the Year End Meeting schedules. Prior
to the meeting time for your areas, you are requested to:
1. Inform all of the people in your general areas as to the
time and place of your meeting.
2. Make any necessary arrangements for visuals, chairs,
stc., in plenty of time before the meeting.
3. See that all of the people in your general area receive a
copy of the program on the eve of your meeting.
4. Hold a final briefing session with your foremen so that
they are entirely familiar with the plan and schedule.

As planned in the schedule, prepared in late 1954, there was
approximately a fifteen minute overview of the company operations
for the past year and the outlook for the new year by the president.
He was followed by a Division Manager, in each division, who conducted
about a thirty minute portion of the meeting.
As a foremost resource on divisional operations, he [the division
manager_/ was in a position to interpret them to his men and re-
late them te broad company operations. Budgets, production

records, improvements made, manpower needs, etc. are examples
of topics discussed by division managers.8

$Ansul Chemical Company, Communication History, loc, eit.,

p. 6.
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The final and most important-change in the procedure for this

year was the thirty minute meetings of the foremen and departmental
heads with work groups.

There are many things about a worker's job and the depart-
mental operations which the division managers do not know or
wholly understand. Therefore, the foreman or departmental su-
pervisor was called upon to interpret the departmental operations,
plans, and progress to his group of employees and relate them to
the ever-all division situation. The attempt here was to bring the
total company picture down to understandable terms as it directly
affected the worker on the job in a situation most familiar to him. 9

Follewing these meetings, approximately twenty-five persons

were pollcdm

to determine their reactions to the change in design.
As was stated earlier, the reason for this change was so that employ-
ees, who claimed they were hearing only from top management,would
be satisfied. The meetings were still large ones made up of complete
divisions but, after the president and division head spoke, the meeting
broke down inte small department or work groups. Thus, the poll was
an attempt to get the reactions from a cross section of the people, both
as to divisions and the types of jobs they held. From these reactions,
company management deduced that:

Hourly workers- are anxious to hear about their own d‘opartmontl

and what is in store for them as to employment, promotions, re-
aumerations. They are interested in the ''bread and butter' ac-

tivities.

Salaried Technical workers- are most concerned with the future
plans of their division and the company operations (especially the
activities of other divisions). They feel they are pretty well
versed on their own departments on a day-by-day basis.

bid. : 10Questions asked in this polling are
not available in Ansul records.
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Salaried girls -like to hear about changes affecting their group,
and the more interesting and spectacular activities in other parts
of the company.

In May, not long after the results of the February meeting had
been tabulated, a memo was distributed to urge preparation for the
next Emi:loyoo Information Meeting. Conclusions drawn from the
polling are evident in the last sentence of the memo.

Within the next three weeks another information meeting will be
held. It will be somewhat similar to our February moeting, ex-
cept that less time will be devoted to the company and divisional
presentations and instead more time given to our department.
This change was based on your suggestions which followed our
last meeting. o

Along with this memo, which was given to all employses, went
an extensive printed report which began with a comment by Robert Hood.

This report from your Executive Committee will highlight what

has happened at Ansul during the first half of 1955. You'll read

how Sales is doing and why...how Manufacturing is holding the

line on costs...how Research and Development is unearthing

new products. ..what Finance has to report on our financial position.

As an employee of the company you probably have a good idea about
what's going on in your department and section. This report at-
tempts to give you that same familiarity with the operations of

the entire company. Read it, study it, ask questions. The better
informed you are, the more effective you can be in your job. This
is in your own best interests. You can make the company more
successful in the future, just as you have made it more successful
in the past year.

Six mimeographed pages followed this introduction and included infor-
mation from Sales, Manufacturing, Research and Development, and
Finance.

In June separate meetings were held for (1) hourly employees,

(2) male salaried employees, and (3) female salaried employees.
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Different approaches to these three audiences were noticeable, based
on the polls taken after the last meeting.

In the hourly employees' meetings there was a general ''greeting"
by Robert Hood and an Executive Committee member. Both division
heads and department supervisors then gave general information about
the company. The department head used some of his time to get infor-
mation in the form of suggestions and complaints from the workers.

With salaried male employees, the Executive Committee mem-
ber gave information on the company ending with the following words:

These are our general interpretations as we sees it on a company
basis. To make sound interpretations we nsed your opinions
based on your experiences and knowledge.

We want to ask you:

Are there any ways in which your department ofﬂcioncy can

be improved ?

What i{s your thought on the salaried turnover?

Do you have any ideas which you feel could help the company

picture ?

What are your thoughts on the salary evaluation?

How do you think reorganisation has affected your area?

8o that you are talking with the people who are best able to under-
stand your answers, we want you to now discuss these questions
with your division heads.
The meeting was then turned over for discussion between the division
heads and the people working under them.,

With female salaried workers, simple qucutionnairolu were

issued asking forcpinions on specific things important to women office

workers, i.e. typing pools, promotions, general morale, and efficiency

suggestions. A written analysis of this questionnaire was studied by the

uThi- questionnaire is not available in Ansul records.



51
Executive Committee, followed by a meeting of the committee with
the female workers and their office managers.

12 wers distribut ed to all workers who

In July, questionnaires
had attended the three types of meetings. There were six questions,
all open-end, again aimed at gotting people's opinions on the last meet-
ings.

From eighteen pages of categorised responses (categorized
accordinﬁ to hourly and salaried workers, sex, division) a brief an-
alysis was extracted. It stated that the g(norul reaction to the new
procedure was good on the part of hourly-paid people because they
liked talking to supervisors close to their jobs and their problems.
Genorii reaction on the part of salaried people was mixed. Some of :
them sought moic reassurance about the future of Ansﬁi, and lomi
expressed opix‘xio‘n.l about the need for more new products at a faster
pace. Also, the analysis said: '"There is some evidence that communi-
cation with salaried people in some areas is good enough to make them
feel a less acute need for communication like the mid-year meetings
than in iorfnor years.'" Both hourly and salaried people liked receiv-
ing the written report before the meeting, and most employees folt
they had enough opportunity to get questions in before the meetings. The

analysis ended with the following suggestions for future meetings:

More time between a written report and the deadline for sub-

1254 Appendix, Questionnaire 5.
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mittiag written questions was suggested by hourly-paid people.
Suggestions from salaried people included breaks, and im-
proved rooms for meetings; mere questions from the floor.
The December, 1958 company magasine carried the story,
"Let's Take A Look At '35 and '56." The 1935 annual report was sent

to all employees.

IV. 1956

A. Management Meetings

In January briefing sessions were held for foremen and other

management people to talk over the results of a motionuiuu sent

to employees aleng with a 1955 year end report of the company. Ths
foremen had an epportunity to submit problems that they had had com-
municating to employses threugh the previeus year. A few of the ques-
tions foremen asked were:
1. How ecan we bring out more questions from eur employees be-
fore ths meetings ?
~ 2. How can we bring out mere questions on ether departments for
employees' thinking en departmental and net company basis?
3. How can we deal with toe many questions at the meetings ?
Such questions were discussed betwesn foremen and management with
an attempt to arrive at useful answers. For example, one of the answers
to the last questisa (3-above) was the idea that answering of questions
and giviag information should be en a continuing basis. Foremena should
meet with their employees on a periedic hasis to perform the same fune-

tion as they perform during the year end meetings.

13This questionnaire {s not available in Ansul files.
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B. Employee Meetings

The January Employee Information Meeting was carried out in
similar fashion to those of 1955 except that cost figures and facts were
de-emphasized because of lack of interest in previous years. Manage-
ment, although satisfied with the semi-annual meeting formula, was con-
cerned about the percentage of return of employee questionnaires. Of

the total number of quentiomuiruu

given out to employees after the
January year end meeting, only 13% were returned. This meant that
there was an insufficient number on which to base solid conclusions.
Also, there was widespread feeling among the employsees that very
general answers were being given to their specific questions.

Thus, in the June meeting, a change occurred. Foremen or
department heads called their work groups together and asked them to
appoint a recorder who could take down personal and group questions
in small group meetings.

The supervisor then left the group. The groups were allowed
thirty to forty-five minutes for this purpose. The questions the
zecorder jotted down were placed in an envelope which could be
sealed and relayed by the supervisor to the Parsonnel Department
where they would be broken down by categories. At the beginning
of the meetings, the employees were told that this procedure
would be followed and that complete anonymity was desired. 15

The questions recorded were sent to the Personnel Department

and tabulated. Upon completion of tabulating, different work group

14546 Appendix, Questionnaire 6.

l"’Ancu.l Chemical Company, Communication History, loc.cit.,

p- 7.
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heads were assigned specific questions to answer. Based on the
January analysis, the Executive Committee answered only general
questions and left the rest to the department managers or foremen
who were ''closer to' the problems and thus, more capable of an-
swering them.

Another change in design was the opportunity for division and
department ixeads to call in any re?ource in the company, including
the Executive Committes, to explain questions more e#teiuively if
needed. According to a yearly report on meeting procedure, '"The
mid-year miefing, compared to past meetings,was vastly imp'rovod

and provided better training methods thi-bugh the foreman level, "'16

V. 1957

Employee Mestings

In his meeting with all employees at the beginning of the cal-

ender year, the president (1) gave an overview of the previous year,
and (2) looked ahead at the coming year, at such things as objectives,
expenditures, new products, manpower planning. The same design used
in mid-year 1956 was continued in this January meeting.

This design consisted of brief talks by Management to the people

followed by family-group breakdowns where specific answers were

fed back to the people asking them. A great deal more emphasis

this year was placed on putting across information which Manage-

ment felt was important and not necessarily relating it to ques-
tions which were asked by the people.

lensul Chemical Company, "Employee Mid-Year Meeting An-
alysis, " 1956, pp. ! 2. (Mimeographed.)
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Since the divisional and departmental meetings were left to
the discretion of the division managers, again it was suggested to work
groups that the President, the Executive Committee members, and
others, be available to the divisions as resource persons. In 1957,
two divisions, Chemical Manufacturing and Maintenance, used the
suggested resources more than the other divisions did. Maintenance
was particularly involved in communicating information on the company
through resources. Observation 17 on company morale indicated that
foremen in these divisions seemed more progressive and other employ-
ees more satisfied.
Besides the regular method of c#lling in resources, data from
the president's January report were distributed for use in group meetings.
Following the January meetings, survey results were analysed
and certain observations made by the Personnel Department. These
were:
1. The value of the general meetings {s being questioned by an
increasing number of employees.
2. There was an expression of general satisfaction toward the
small, departmental meeting.
3. The need for more visuals and written data both preceeding
and following the general meetings was voiced.
4. The need for seeing and hearing more from the Division Man-
agers was expressed.

In November plans were made for an extensive Employee Infor-

mation Meeting. An illustrated booklet, ""A Report to Employees, ' re-

"Tho Maintenance Division Head and other menbers of the Exec-
utive Committee made this observation.
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viewing operations for 1957 and looking ahead to 1958, was sent to each
employee at his home. After this, employee group discussion '"Ques-
tion-Development Sessions, ' the same as in 1956, were held to get
questions which were categorized by the Personnel office and fed back
to divisions and area heads later in the month.

During the week of December 2nd, foremen met with their work
groups and answered these questions. A panel discussion was utilized
in the Finance area instead of a regular question-answering session.

It was made up of the three department heads in the Finance Division
whose purpose it was to explain different company matters to their per-
sonnel and to stimulate questions from them.

18 were distributed on a selected area

Follow-up questionnaires
sample basis s0 as to cover approximately one-third of the employees.
The similarity to questions asked the previous two years is noticeable,
but this questionnaire was much more extensive. Employees were asked,
among other things, what parts of the year-end meetings were most in-
teresting and meaningful, whether or not the ''Year End Report" sent
to their homes was clear and helpful, and whether or not the group ques-
tion gathering method was giving them ample opportunity to report
questions. In addition, they were again asked what suggestions they
had for changing or improving future meetings. At the end of the ques-

tions was an adjective check list designed to be an objective measure of

attitudes toward the Employee Information Meetings.

mSoo Appendix, Questionnaire 7.
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Two extensive analyses, one qualitative, one quantitative, were
made up after the November meetings. The qualitative report listed
the following purposes for the analysis: (1) to throw some light on em-
ployees' feelings about the meetings; (2) to point out areas of misunder-
standing and concern; (3) to examine relationships between certain vari-
ables and employees' attitudes toward the meetings; and (4) to suggest
ways to impreve future meetings.
Certain deductions about the communication factors in the meet-
ings included:
1. Where communication within the work group is good, the value
of the meetings is questioned.
2. When questions were answered satisfactorily, the meetings were
seen as a success and valuable.

3. When talks were directed to the specific group invelved, they were
well-received.

In addition, this analysis included separate summaries of answers re-
ceived in the six different divisions.

The quantitative analysis contained raw follow-up questionnaire
data with the different questions and comments broken down into sep-
arate departments. Some of the recommendations suggested from this
analysis were:

1. Continue the same general approach to Year End Meetings.

2. Encourage smployees to use their supervisors to answer questions
when they arise.

3. Management should be more conscious of time during meetings.
Don't let them drag out,

4. Consider wsing more outside sources and visuals during meetings.

5. Consider making attendance at Year End Meetings optional.

6. Supervisors should point out purposes of Year End Meetings.

7. Concerning questions:

a. Point out that questions aren't mandatory.

b. Allow people to sign their names to their questions if they de-
sire.
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VI. 1958

A, Managemont Meetingi

It will be noted that this year, following some of the above ree-
ommendations, Ansul management de-emphasized the planned Employ-
ee Information Meeting and left it up to supervisors to communicate as
necessary to their subordinates.

Manufacturing, the largest area at Ansul, handled mid-year
communication in the following way. After a Board of Directors' meet-
ing, Manufacturing management met to determine ways and means of
using the data developed by the Board for mid-year objectives. This
was followed by an elaboration of specific plans in each area.

The Chemical Division met as a group in June, followed by
further meetings held at the foremen's discretion, using resources
from outside the division. The Mechanical Division broke up into
small groups and panel discussions composed of managers and fore-
men were used instead of outside resources. The Maintenance Di-
vision started out with foremen meeting with their departments, then
with division managers, followed by a total division meeting with out-
side resources.

B, Employee Mestings

The Manufacturing Vice President reported that the meetings,
as mentioned above, averaged about two hours per division. His was
the only division reporting meetings. Other areas, if they held meet-

ings, did not report them. Meeting plans were left up completely to
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to division and department heads. Top management did not ask for
records of meetings because they felt the responsibility should be left
up to employees and their supervisors who had been made conscious of
communication channels through previous Employee Information Meet-
ings.

In December Robert Hood spoke to all employees (450) for about
fifteen minutes, about 1958 and plans for 1959. He talked about new
product plans and their market possibilities. Because some personnel
were laid off in 1958, he mentioned this change.

Work-force wise, you might be interested to know that a year ago
we had 557 people and now we have approximately 493. We tight-
ened our belts, we eliminated some functions and we modified
others. This, as I said in my letter, will be a continual job we
will have to do to meet the problems ahead. We feel we are effic-
jently organized to do the job. 19

He indicated that the outlook for 1959 was a positive one, that business

seemed to be improving slightly. He spoke of the new Ansul International
at this meeting.

Another area that you will be hoai'ing a little more about as
the year goes on is the new corporation that we're going to form
called Ansul International. This is another effort on our part to
do a job in the foreign market which is changing very rapidly.
More and more companies from the United States are building
plants all around the world. It is toward these markets that we
are primarily aiming our efforts. Ansul International will
handle all our export operations, will do our billing and handle
all the sales effort outside the United States. We want to take
our present products and see if we can get more payoff for tham
by selling them in markets abroad. We think this may be a good

wRebcrt C. Hood, Speech before Ansul employees, Year End
Meeting, December 19, 1958, p. 2. (Mimeographed.)
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opportunity to increase the total growth of the company. 20
Mr. Hood's speech was the extent of the Information Meeting

that December. There were no opportunities for discussion or ques-

tions from the floor.

VIII. 1959

Again Employee Information Meetings were left up to the de-
cision of division and department heads. Ansul's records hold no in-
formation on such meetings. 21

As was pointed out in Chapter II.Z2 one reason for the de-em-
phasis of extensive planning for Employee Information Mestings in
1958 and 1959 was that such planning took work time away from produc-
tion efforts. Due to economy measures, because of a loss in profit
and sales, managers were less involved in meetings themselves and
did not call as many meetings as formally for their subordinates. In

addition, although some departmental or work group meetings were

held, records of these meetings were not kept.

IX. Conclusion
The foregoing material in Chapter III has covered the develop-

ment of the Employee Information Meeting and pointed out the extensive

20rpid. , p. 4.

21Tpe conclusion of this chapter contains information about such
meetings, information derived from interviews held in August, 1959,

2254¢ Chapter II, p. 28.
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planning on the part of Ansul Management to make these meetings as
useful as possible to its communiéation system. The attitude survey
made in August, 1959, 23 elaborates further on pertinent information
related to this typs of communication. Additional analyses and evalu-
ations based on records and interviews follow.

A. Questions & The Employee Information Meeting

In 1953 Ansul Management told employees they could ask any
questions on any subject relating to the company. The response to this
offer was ovorwhilming. As mentioned earlier, thirty mimeographed
pages worvo needed to answer the questions from employees. The ex-
tent of detail of some of these answers was shown earlier in this chap-
ter. 24 1953 was not only the beginning but also the biggest year for
such answers. Nllanagnmont'fnll the need has not appeared since to
be so great.

In regard to these questions, one of the managers interviewed
in August, 1959, commented that when employees were able to ask
questions on any subject from the outset, this caused '‘the dams to be
opened wide.' He pointed out that 2 company management eften makes
value judgment decisions which are not readily explainable in the prac-
tical, factual language the worker uses. Thus, from the beginning,
there was a need for specific answers when workers wanted to know

why management had made certain decisions. It was not always possi-

235¢¢ Questionnaire results, Chapter IV.

24544 PP 35-42 .
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ble to answer such questions in a manner which workers accepted.
Thus, the employees' reactions were often that management was
""beating around the bush' or was not answering at all. This attitude
is shown in comments made by employees in 1957 following an Employ-
ese Information Meeting.

Announce publicly in advance what questions won't be answered
and save us the frustration and embarassment of asking them.

Most of the information given the employee by management dur-

ing the year end sessions was already known by most of us or would
be given without any hesitation to any person or group were they
interested at any time. I have heard from several areas that the
year end meeting is a waste of effort on the part of management

as far as the employee is concerned...

Many employees have asked questions pertaining to themselves
and their relatienship to fellow employees in like jobs. The an-
swers, while honest and forthright, have been answered in a gen-
eralised way. This in many cases does not satisfy the individual
since management interpreted his question erroneously or was not
specific in the individual's eye leaving a feeling that management
evaded the issue. This employee invariably goes back to his job
and discusses the question and answer with his fellow workers,
all the while presenting his side of the question and failing to look
at the answer as one being what management honestly thought to
be the issue in question. This then leaves more than one employ-
ee with the feeling that his question was not answered properly.
This individual will not rise during the meeting and clarify the
question!

Such comments as the above point out the problems that management
has faced in attempting to answer questions.

Uatil 1957 there was a continued attempt to find out what em-
ployees wanted to know and to answer accordingly. Employees' ques-
tions and post-meeting comments were the bases for the changes in

beth questiennaire design and meeting procedure. Management plans
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seemed to be highly flexible. There was a de-emphasis on the mass
meeting after two years because the cmployoéo began to favor small
departmental meetings. In 1956, when employees asked for more
specific information, the Executive Committee assigned specific
""quastions to answer' to those who could do the best jo.b of answering -

thom.zs These answers were given in face-to-face discussions.

B. Employee Information Meetings

When economic conditions in 1957 necessitated a stricter reg-
ulation of time, management tried to utilize meeting time to best ad-
vantage.

A great deal more emphasis this year was placed on putting across
information which management felt was important and noz necessarily
relating it to questions which were asked by the people. 2

Throughout its history, the Employee Information Meeting has
been used not only for information getting and giving but also as a '
"training method" for supervisors. For example, in 1954 the follow-
ing approach was used when notes on a management meeting were handed
out to management personnel.

These notes were compiled at our management meeting several
weeks ago. The purpose of the meeting was primarily to review
and discuss Ansul management philosophy and operating principles.

We have attempted no neat summaries nor have we tried to
draw any broad general conclusions. These notes are offered,

2534¢ pp. 53-54.

26Anlu.l Chemical Company, "Employee Year-End Meeting An-
alysis, ' 1957, p. 1.
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more or less, as food for thought. We who write this and you who
receive it are management; and in reviewing the problems brought
up at this meeting we are, in a sense, reviewing our individual per-
formances...

Responsibility for meetings with their subordinates in turn
placed responsibility on shoulders all the way down to the foreman
level. It was necessary for supervisors to be well prepared on all
aspects of company operation.

Axulynu of the Employes Information Meeting carried out by
Personnel to determine changes were taken into consideration from
meeting to meeting. For example, the following recommendations
were suggested after the January, 1957 meseting evaluations. 27

Based on those observations, we would suggest that the present
design be altered in the following ways:

1. Bring in the president for talks to the employees once a
year at the beginning of the calender year. The following
information could be disseminated to the employees;

a. An overview of the preceding year covering such things
as profits and goals and their attainment; product plan-
ning efforts, etc.

b. A look ahead at the coming year covering such things as
objectives, planned expenditures, new product status,
etc.

2. Leave it to the discretion of the division managers as to
how often (if at all) they wish to hold divisional and/or de-
partmental meetings. This would mean that a mid-year
meeting, as well as a year-end meeting, would be entirely
up to the individual division managers.

3. Continue to use the president, area heads and others as re-
sources in meeting if requested by the divisions.

4. Follow the president's talk each January with distribution
of company data which could be used in divisional meetings
for discussion.

8. To illustrate, the following diagram shows how this might
work in a division which decided to hold one divisional

270ther evaluations (or observations) can be found on p. 57.
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meeting sometime during the calender year:

President's / Division and/or Department meetings held
Talk at discretion of Manager S
Resources used at discretion of
Managers N
s
January January

Distribution of Company Data
This change in design has distinct advantages:

1. The divisions will no longer be carrying out a 'project",
but.rather will set up divisional and departmental meet-
ings based on needs as they perceive them.

2. Communication and interaction of family groups will op-
erate on an on-going basis based on needs which have long
been an objective of preceeding employee meetings. 28

These recommendations were carried out in the late 1957 and

the 1958 meetings. As mentioned earlier, different work groups
held separate meetings in late 1957 according to their needs. In De-
cember, 1958, Robert Hood spoke to the entire company in a mass
meeting, but small departmental meetings met at the discretion of

supervisors.

C. Substitutes for the Employee Information Meeting

A few years ago there were several extensively planned Employ-
se Information Meetings a year. What has taken the place of these?
Several answers to this qnoationlarcz (1) a yearly objectives meeting,
{.s. the December, 1958, meeting when President Robert Hood spoke

to all employees assembled together, (2) Information Newsletters (see

28 Ansul Chemical Company, "Employee Year-End Meeting An-
alysis, " 1957, loc, cit., pp. 7-8.
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below), and (3) smaller departmental and divisional meetings (see
below).

Newsletters of 1959 included (1) those sent out by the President
along with employee dividend checks to all Ansul employees, and (2)
those sent out by the Vice President of Manufacturing to employees
of the Mechanical and Chemical Manufacturing Divisions. The forﬁur
reviewed developments of different products and pointed out some of
the problems involved in the ''prefit picture'' for 1959. The latter were
primarily information letters for production people, giving up-to-date
information on various products. The first letter sent out by the Vice
Pfolldont )in February, 1939, included the following introduction.

For some time now I have felt a need to tell you more specifically.
about the events and happenings which affect our company, and in
particular those things which will have a direct bearing on those
of us in the Manufacturing Area.

This, then, will probably be the first of many letters which I will
try to write to you at fairly regular intervals. The intent im send-
ing it to the home is to provide you with information which you
can discuss directly as a family, since these things affect not
only our company, but the families that are concerned with Ansul.
At this point, I might say that the information in this letter, while
not confidential, should be treated the same way you treat per-
sonal information about your own family, that is, you don't dis-
cuss it too much with outsiders.

While basically these letters will deal primarily with the problems
of Manufacturing, there are many other things about the total oper-
ation which will be of interest to you. Here are some of the types
of general subjects I would like to cover: sales, change in organi-
sation, general business conditions, new designs and developments,
community relations. Of course, I can not always know the whole
picture, and the viewpoint I will be giving you will be the one as I
understand it.

Reports on smaller divisional and departmental meetings were
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obtained from managers interviewed in August, 1959. It was found
that information meetings are h;ld more often in divisions which are
made up of hourly werkers than in divisions made up of salaried em-
ployees. One of the reasons for this is that there is a greater fluctua-
tion in job duties among the hourly workers and a greater need to com-
municate information on these changes. One other reason for this in
a division such as Finance is that many employees are young women-
and the employee turnover is considerable. It is difficult to get the
girls interested in meetings, one Finance manager said, and this is
one reason why the meetings are held only once a year at the present
time. One manager mentioned that the Employee Information Meeting
is not so important in Finance because there is a closer relationship
between members, and questions are discussed daily. Also, since
much new information is related to Finance, the girls know about it
through typing letters or making out new orders. However, another
manager in this division feels that the large annual meeting is impor-
tant to Finance because it gives his people other departments’ views
and an important tie-in with other areas.

In the divisions concerned with production, several managers
told of different types of smaller meetings that are taking the place of
the mass meeting. One manager said that staff meetings are held eight
to ten times a year in his office. Whenever there is a change of policy
or new and useful information , he calls a meeting of his staff. There

are seldom any questions; he is the major communicator. This manager
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believes the bulletin boards serve as a good source of information for
the greater percentage of employees.

Another manager said his foremen hold meetings in the plant
once a month. This meeting takes a half-hour to an hour and is a
question-answer session. The foremen do not allow the discussion
to get out of hand so that the meeting is an excuse for getting out of
work. If the discussion does go ‘'off on a tangent', he said, the meet-
ing ends and any answers to questions are given later.

One manager feels that hourly workers at Ansul often do not
know what they want. Many of the company's hourly employees came
out of World War II and directly to work in the plant. Because of the
small turnover, not many employees in these divisions have worked
elsewhere and have no other system with which to compare Ansul.
Because their frame of reference is so shallow, he commented, they
m‘ay not realize any advantages to such a democratic system as Par-
ticipative Management and thus tend to be overly critical. Also, this
manager stressed, informality of small meetings may be a negative
rather than a positive factor. In his department's meetings no report
is written up or put on the bulletin board. '"And, if this were done, "
he added, 'possibly the meetings' data would be more useful to the
workers. They would have a chance to re-read their discussions. Of
course, this might also lead to loss of spontaneity at the meetings and
therefore to less successful discussion. "

There was a consensus among managers that small department
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meetings could successfully be held more often. They stressed, how-
ever, that time was a factor at present. Although not as much infor-
mation is communicated in smaller meetings as in the large Employee
Information Meeting, the managers feel the information is more mean-
ingful in the smaller meetings.

There is a budget allotment in the Personnel Budget for Employ-
ee Information Meetings in all divisions. One manager said that he
had not used much of his 1959 allotment. He holds staff meetings with
his foremen each week but does not make demands upon them to do like-
wise. 'In 1957-58,'" he said, 'four foremen held meetings of one to one
and a half hours each per month., Now, one foreman has been holding
a half-hour meeting once a month and the others do not hold any.'" How-
ever, this manager felt that the communication process between worker
and foreman was good. He questions the value of the mass Employee In-
formation Meeting because he feels workers are uneasy about asking
questions, and there are always a few who will ask questions just to em-
barass management.

One member of top management is of the opinion that department
and division heads do not hold enough meetings with their employees.
"The goal of the Employee Information Meeting planning between 1953-
1957 was to set a climate for smaller departmental or work group meet-
ings, " he said. "Without pressurs to do so, most supervisors do not
hold meetings.'" The fore

The foregoing has pointed out some of the i mplications of changes
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that have come about in the Employee Information Meeting specifically,
in Ansul's communication system generally. The question with which
we will be concerned in the next chapter is: What do Ansul employees
feel about the changes, the present program, and their place in that

program?



IV. THE RESEARCH DESIGN

The Purpose

The dual purpose of this study is (1) to describe and evaluate
a specific method of communication-~the Employee Information Meet-
ing--at Ansul Chemical Company, and (2) to survey the attitudes of
uniployoon and managers toward the Employee Information Moethig
and the cdmpany'c general communication program. Previous chap-
ters hﬁo do;li ﬁrith qualitative materials: a description of tﬁo meet-
ings and an evaluation based on interviews with Ansul managers. This
chapter chuiﬁc‘n and analyses quantitative data acquired from ques-
tionnaires answered by .insul p@rionncl.

Frofn a study of Ansul records, meeting reports, magasine
excerpts, newsletters, and speeches, the following general hypothesis
was derived: |

Physical conditions--age, sex, education, years of experience with
the company, and work group affiliation--are significant factors in
determining the attitudes of Ansul employees.

The separate parts of this hypothesis suggest several attitude
assumptions. They are:

1. The older the Ansul employee, the more favorable is his attitude
toward the Employee Information Meeting and Ansul's general com-

munication program and the more positive is his belief in his part
in influencing decision-making within the company.

71
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2. Male employees are more favorable in attitude toward the
Employee Information Meeting and Ansul's general communication
program and more positive in belief in their part in influencing
decision-making within the company than are female employees.

3. Employees in supervisory positions are more favorable in
attitude toward the Employee Information Meeting and Ansul's
general communication program and more positive in belief in
their part in influencing decision-making within the company
than are non-supervisory employees.

4. The lenger an employee works at Ansul, the more favorable is
his attitude toward the Employee Information Meeting and Ansul's
general communication program and the more positive is his be-

lief in his part in influencing decision-making within the company.

5. The more education an employee has, the more favorable is
his attitude toward the Employee Information Meeting and Ansul's
general communication program and the more positive is his be-
lief in his part in influencing decision-making within the company.

6. Hourly workers are more favorable in attitude toward the Em-
ployee Information Meeting and Ansul's general communication
program and more positive in belief in their part in influencing
decision-making within the company than are salaried employees.

The Procedure

In August, 1959, the researcher spent three days at Ansul Chem-

ical Campany in Marinette, Wisconsin, in order to distribute question-

naires to Ansul employees and to interview Ansul management.

Prior te her arrival, company management placed a memo,

explaining her presence at the company, on bulletin boards through-

out Ansul buildings. On the first morning after her arrival, an addi-

tional meme was sent to all employees:

TO ANSUL EMPLOYEES:

Within a few days you will receive a questionnaire entitled
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"Communication Survey Questionnaire.'" This i{s a survey which
I am doing as part of my graduate study at Michigan State Uni-
versity. 1 hope to find out about your attitudes on the Employee
Information Meeting and other methods of communicatxon tn
your Ansul program.

This questionnaire will not ask you to sign your name, but
it will ask for your age, length of service with the company, job
title, etc. This information is necessary because [ will be classi-
fying opinions according to age, sex, education, work position,
number of years with the company, and work group affiliation.

Such personal information will be treated as confidential material
and will be used only for statistical classification.

Since 1 probably will not have a chance to talk to all of you
personally, I want to take this opportunity to tell you that I will
greatly approcnte your help

GLADYS STRAHL

During the first day at Ansul, the researcher circulated around
the company buildings and talked to a number of employees. Arrange-
ments were made with division and department managers to distribute
questionnaires to their subordinates at convenient times the following
day. A schedule for interviews to take place during the three days was
also set up at this time.

Since most managers had asked to receive questionnaires for
their subordinates before working hours began, and since Ansul's sum-
mer working day begins at 7 a. m., most questionnaires were distributed
by 6:45 a.m. the following morning. Exact conditions under which em-
ployees filled out questionnaires are not known by the researcher. Plans
were that employees would be given questionnaires by their supervisors
to fill out before the working day began. Some questionnaires were re-
turned personally by individual respondents to the researcher who was

located in the Personnel office; others were collected in large quantities
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and brought to the Personnel office by a manager or other employee.
Promptness was such that most questionnaires were returned in the
morning and very few remained out overnight.

1 were used.One was distributed to em-

Two questionnaires
ployees and supervisors i.e. foremen, lead men and department man-
agers. The other was designed for middle management and differed
slightly in question wording.

The questionnaire distributed to employees included three sec-
tions: (1) Personal data, (2) Opinions about Ansul's Employee Informa-
tion Meeting and other methods of communication, and (3) Opinions
about decision-making. The eighteen questions included in (2) and (3)
were of three types: Two-way, Multiple-choice, and Rank Order. From
her study of Ansul, the researcher believed that Ansul employees
would have well-formed opinions on the communication system and
on decision-making. In order to have definite opinions expressed in
the answers, few ''neutral positions' were included. No 'no opinion'
answers were used.

Cuestionnaires to middle management also asked for personal
data and included eight questions of the same three types as used in
employee questionnaires.

Out of 383 questionnaires distributed, 297 were returned. Of

these 297, twenty-one were rejected by the researcher because per-

1See Appendix for copies of these questionnaires, Questionnaires
8 and 9.
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sonal data necessary for classification was not included.

Questionnaire Data

The McBee Key Sort was used to process statistical data.
Questionnaire answers as well as independent variables (age, sex,
work level, number of years with the company, education, area or
work group affiliation) were coded and this information punched on
Keysort notched cards. It was then possible to correlate each answer
to the independent variables in order to show their relationship. Each
of the resulting tables contains all the answers to a particular question,
and most tables are inclusive on one page, facilitating comparisons.
Each column is numbered (1 to 24) to allow reference from the Inter-
pretation of Data which follows the tables. The table containing data
from managers' questionnaires is found on the last two pages of the
table.

The statistical measurement used throughout the tables is a per-
centage score which shows how the various independent variables are
distributed with respect to frequency of response to questions. Each
table is brokea down into two cells or parts, i.e. the individual variable
"age' includes the two parts "'younger'' and ''older'’, The tables are
checked for verification by indicating whether or not there is more than

a ten per cent difference in frequency of response between these two parta.z

2The researcher is aware that more extensive measurement of
this data, rather than the 10% criterion, could have been made. Advice
was sought and the conclusion reached that the 10% criterion would be
adequate for the purposes of the study.
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In the Interpretation of Data which follows the tables, this ten per-

cent difference is considered, the results are checked against the

hypothesis, and the observation '"'Hypothesis verified- Yes'' or'tly-

pothesis verified -No'" is made.

hypothesis are noted as having '"No significant difference. "

Responses which do not verify the

The Interpretation of Data should be referred to in reading

the tables.

QUESTION I

TABLE I

DO YOU GET ENOUGH INFORMATION ABOUT THE COMPANY ?

Work
Ago Sex Level
Super-| Non
Younger Older Male |Female| visory| $Vf57y
(5) (6) {7) (8)
25 or| 26-38 | 36-45 | 46+
Wl @ | e | @

Niveooo 54 71 78 56 196 63 27 232
Yes...... | 54% 51% 70% 61% 59% | 60% 81% 57%
Not.ieean 4] 45 26 36 37 35 15 39
N.A.2....| 5 4 4 3 4 5 4 4

Total... {100% | 100% [100% [100% | 100% | 100% [100% | 100%
Number of
Years with Company Educational Level
Sheorter Longer lower Higher
4yrs.| 5-9 10-14 | 15+ | Non H.S. | Some |Colege
or lass H.8. |Grad |[College| Grad
9) (10) (11) (12) (13) (14) (15) (16)

N...... | 89 T2 55 43 78 123 33 25
Yes...... 65% 54% 60% 56% 60% 55% 52% 88%
NOoteeeooo 30 42 38 37 35 42 39 12
N.A.coows 5 4 2 7 5 3 9 cee

Total... | 100% | 100% [100% [100% [100% [100% [100% [100%

.No Answer. This abbreviation will be used in all tables.
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TABLE I -Continued

Anab
M. M, IMD&D |Chem. Pred. | C.5. |Fin. PLPP | Sales
D.m. e 0 e Cl M. R&D Minto
17) (18) (19) (20) | (21) (22) | (23) (24)
Nieveooo 109 19 25 17 34 27 -] 23

Yes...... | 61% |[58% |60% | 39% | 853% | 37% | 100% | 78%

Ne....... | 3% 37 40 3 44 86 13

N.A...... 4 ) 6 3 7 9
Total... |100% {100% [100% | 100% | 100% |100% [ 100% [ 100%

PAMbreviations of areas are as follows: M. M. (Mechanical
Manufacturing), MD&D (Mechanical Design & Develog meat), Chem.
Prod. (Chemical Products), C.8. (Corperate Services), Fin. (Financs),
P& PP (Personnel & Plant Protection), Department abbreviations are:
C.M. (Chemical Manufacturing), R&D (Reseazrch & Development), and
Maint. (Maintenance).

TABLE 2

QUESTION 2
FROM WHAT S8OURCE DO YOU RECEIVE MOST OF
YOUR INFORMATION ABOUT THE COMPANY ?
Please Rank 1-2-3-4-5 in order of impor-
tance to yeu. (l-Most important to
5- Least important)

Super-| Non

Younger Older Male | Female|visory %‘:%‘,’;

(%) (6) (1 {8)

280r |26-35 |36-45 | 46+
At 2) | (3) |4
N.......| 54 71 78 56 196 | 63 27 (232
Annual EIM :
Rankl,..| 4% | 18% | 15% | 11% [13% | 11% |11% |13%
2..] 9 7 1
3..{ 9 14 19 18 16 13 22 15
4..] 18 14 22 14 18 13 26 16
s..] 52 31 21 12 24 41 19 29
N.A..| 11 16 18 27 20 13 7 18
Total....| 100% |100% |100% | 100% |100% | 100% |100% [100%
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TABLE 2 -Continued

Work
Age Sex Level
Super-| Non
Younger Older Male | Female|visory “":;
® | ®) | () |8
'.2}8::‘26-35 35-45 46+
(2) (3) (4)
Wasidiiico | 946 71 78 56 196 63 27 232
Bylle ‘ —
aras
Rank 1...| 4% 4% 3% 6% 5% | 1% |... 5%
2... 24 18 119 | 11 18 19 11% | 19
3...) 24 23 | 21 12 20 21 22 20
4. 31 28 | 14 32 r § SRS | 19 25
5..., 6 e SR 16 9 41 13
N.A...| 11 16 - | 18 | 27 20 13 1. . 138
“Total....| 100% | 100% _ 100%  100% |100% 100% |100% |100%
EIM with [
supervisor | | | | |
Rank 1.. % | 29% | 29% | 32% | 29% 13% | 52% | 22%
40| 90 24 26 9 20 | 29 19 23
3...] 19 | 14 13 16 14 19 11 16
.. 28 |8 8 5 t. | ¥ 11
s...| 11 | 11 6 11 10 | 1 11 |10
- N.A. 1) |16 | 18 | 21 20 I 13 T |18
Total...., 100% | 100% | 100% | 100% [100% | 100% [100% |100%
Other i B ‘ '
Employees l ‘ i r
Rank 1...| 63% | 22% | 17% | 14% | 22% | 45% % | 30%
$ird 58 11 17 11 12 6 30 9
$::d 1} 17 11 4 11 11 7 12
4... 4 14 20 14 16 3 26 13
- BRRER, 20 17 30 19 17 23 18
Bl 3 16 18 27 20 13 7 18
Total....| 100% | 100% | 100% | 100% |100% | 100% [100% [100%
Employee i | ‘
Letters f f
Mm.omor:? |
Rank 1...| 11%  10% | 17% | 13% | 11% | 17% | 19% | 12%
... 88 | 34 15 25 21 24 19 22
3...| 26 17 18 23 19 24 29 20
4... 17 25 18 7 18 14 22 17
N B 13 8 14 5 11 8 4 11
N.A... 11 16 18 27 20 13 7 18
Total..../ 100% [ 100% [ 100% | 100% [100% [100% [100% |100%
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TABLE 2 -Continued

Number of
Years with Company Rducational Level
{__Shorter Longer Lower Higher
dyre. I 5-9 10-14 | 15+ Nog H.S. | Some |Collsge
rless &:0i |arad [College| Grad
(9) (10) | (11) | (12) | (13) | (14) | (15) | (16)
N.voowo 89 72 (1] 43 78 123 33 ) § )
Annual E
Rank 1...| 10% 17% 20% 2% 20% 11% 12% o
2..4 10 5 13 9 L ] 11 18 4%
S5..] 14 17 16 17 13 17 18 16
4... 1 11 1% 18 28 13 17 18 28
5... 39 28 22 14 17 33 28 44
N.A.. ] 16 18 11 30 32 11 13 [ ]
Total....| 100% | 100% |[100% | 100% | 100% [100% | 100% [ 100%
Bulletin ]
Boards
Rank 1...| 2% 4% 5% 7% 4% T% ces e
2... 19 17 22 14 19 21 15% 8%
3...| 22 21 24 .9 17 20 21 28
4... 32 19 24 21 18 31 28 20
5...| 9 21 14 19 14 10 21 36
N.A...| 16 18 11 30 32 11 19 8
Total....J 100% | 100% | 100% | 100% | 100% |100% | 100% | 100%
EIM with
supervsor
Rank 1...| 14% 31% 24% 40% 21% 20% 34% 52%
2...| 28 28 20 9 21 24 18 32
3...] 16 13 20 12 15 17 15 4
4...| 18 5 9 7 6 12 12 4
5...] 11 ] 16 2 5 16 9 cee
N.A...| 16 18 11 30 32 11 18 [ ]
Total...../100% | 100% [100% | 100% | 100% [100% | 100% | 100%
Other
Employees
Rank l...| 40% 22% 24% 14% 14% 34% 34% 28%
2...| 7 13 16 12 9 10 12 24
3...| 11 13 11 9 5 16 vee 20
4...1 9 19 16 12 19 11 15 12
$...| 17 18 22 23 2l 18 24 8
N.A...| 16 18 11 30 32 11 18 8
Total.....|100% |100% [100% | 100% | 100% [100% | 100% | 100%
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TABLE 2 -Continued

Number of
Years with Company Educational Level
Shorter Longer | Lower Higher
4 yrs.| 5-9 |10-14 | 15+ Non |H.S. | Some |College
H.S. |Grad | Collegd Grad
@ oo [oy oz | jog |8 |ae)
- YTY 89 72 55 43 78 123 33 25
Employee
Letters from
Managemeni
Rank 1...| 17% 8% 16% 7% 9% 17% 6% 12%
s | RO 22 18 26 15 23 28 24
.. 31 20 18 23 18 18 33 24
4...| 18 22 22 2 14 18 15 28
$.0u| B 10 15 12 12 13 3 &
N.A...| 16 18 11 30 32 11 15 8
Total,....[100% [100% |100% |100% | 100% [100% | 100% |100%
Area
M,M. MD&D |Chem. Prod. | C.5. | Fin. | P& PP |Sales
Dept..... C.M. R&D | Maint
(17) [(18) [(19) [(20) |(21) I[(22) |(23) |(24)
Noilsseo |399 19 25 17 34 27 5 23
Annual EIM
Rank 1;.. | 18% 11% 12% 6% 9% 8% | 40% |...
B...| 12 5 12 12 3 . 20 13%
3...] 23 ree 12 6 6 11 20 22
4...] 10 32 16 29 18 22 sy 22
$...| 18 42 32 41 23 52 20 35
N.A...| 19 10 16 6 41 7 8
Total, .. .. 100% |100% |100% |100% | 100% |100% | 100% |100%
Bulletin
Boards
Rank 1l...| 3% 11% 8% 12% 3% 4% . ook
2...| 16 11 20 29 21 37 4%
B.5:180 26 12 29 20 15 20% |22
4...| 29 16 40 12 3 22 40 35
8.. 13 26 4 12 12 15 40 31
N.A...| 19 10 16 6 41 7 o 8
Total,... (100% |100% |100% |100% |100% |100% |100% |100%
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TABLE 2 -Continued

Area
M.M. | MD&D|Chem. Pred. | C.8. |Fin. | PkPP|Sales
Dept..... C.M. R&D | Maint
(17) _[(18) [(19) [(20) [(21) [(22) [(23) |(24)
N....... |109 19 25 17 34 27 $ 23
EIM with
Supervisor :
Rank 1...| 19% 42% 36% 65% 27% ... 40% 26%
2...]| 28 27 24 17 10 19% |... 39
3...| 14 11 24 veo 9 26 40 13
4...| 6 L ] 12 10 37 20 L ]
5...| 17 L ] 3 11 9
N.A...| )9 10 16 6 41 7 coe ]
Yotal.....[100% |100% 100% [100% [100% [100% |100% | 100%
Other ’
Employees
Rank 1...| 27% 26% 20% 18% 12% 63% 20% 30%
2...| 7 27 8 18 9 15 e 18
3...] 6 27 12 29 9 11 coe 13
4...117 [ ] 8 18 17 .o 40 18
5...| 24 ) 36 11 12 4 40 18
N.A...| 19 10 16 6 41 7 [ ]
Total.... [100% [100% [100% [100% [100% [100% |100% | 100%
Empl o yee
Lett ers fram
Management
Rank 1...|14% ... 8% |... 9% [ 19% |... 35%
2...|22 21% 20 17% 18 22 80% 18
3...| 17 26 24 24 18 30 20 22
4...|18 32 20 24 11 11 13
5...110 11 12 29 6 11 4
N.A... |19 10 16 6 41 7 8
“Yotal.... |100% |100% |100% |100% |100% |100% |100% | 100%
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TABLE 3
QUESTION 3

IF YOU HAVE SOMETHING TO COMPLAIN ABOUT,
WHOM DO YOU MOST OF TEN COMPLAIN TO? (Mark only one)

i “Work
Age Sex Level
Male | Femal ¢Super-| Non-
Younger Older visory 8":"
s | © |m |Bfe
R5 or |26-35 |36-45| 46+
‘ @ [ | @ |
N.vo.ioo | 54 71 78 56 196 63 27 32
Employees
in Wk. Group 39% 18% 14% 5% 13% 37% 11% |20%
Your Super-
vigor.... | 57 78 82 89 84 57 89 76
Mgm., above
supervisor|... 1 -t 1 1
Employees
outside
Wk. Group 2 1 1 1 1
N.A...... 2 3 3 2 1 5 r 2
Total.... {100% |100% |100% | 100% | 100% [100% [100% [100%

Number of
Years with Company Educational Level
Shorter Longer Lower Higher
4yrs. | 5-9 |10-14| 15+ | Non |H.S. |[Some [College
br less LS |Grad [College | Grad
(9) (10) |(11) |(12) |(13) |[(14) [(18) 16)
MWesoooono 89 72 55 43 78 123 33 25
Employees
in Wk. Goup| 29% | 21% 7% 7% 12% 22% 15% |28%
Your Super-
visor...| 65 78 87 88 83 74 79 72
Mgm. above
Supervisor. |... 1 5 1 1
Employees
outside
Wk.Group | 1 2 1 1 3
NelA:doaesas 8 4 L 3 2 3
Total..... 100% (100% |100% | 100 100% [(100% [100% (100%
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TABLE 3 -Continued

Area
M.M.| MD&D| Chem. Prod. | C.S. |Fin. |P&PP | Sales
Dept..... C.M. | R&D | Maint
(17) | (18) 1(19) [(20) |[(21) |[(22) [(23) |(24)
Nessosos | 109 19 25 17 34 27 5 23
Employees
in Wk.Gr 3% 21% 8% 35% 12% 55% 20% 5%
Your Super
visor....| 91 79 92 65 82 45 80 87
Mgm. above
supervisor.|... o 6 5 4
Employees
outside
Wk. Group 1 oo 4
Total.... [100% | 100% | 100% |100% |100% {100% (100% |100%
TABLE 4
QUESTION 4

WHICH EMPLOYEE INFORMATION MEETING DO YOU MOST FAVOR?
(Mark only one)

Age Sex Work Level
Super~-| Non-
Younger Older Male |Female|visory| S{¥5¥Fy
(5) {6) (7) (8)
215 or |26-35| 36-45 | 46+
L L@ [ | @
Mo 200000 54 71 78 56 196 63 27 232
Meeting with
Division. | 22% 21% 8% 23% 17% 17% 30% 17%
Mass ]
Meeting. .| 4 10 6 9 6 8
Meeti ng with
Wk.Group
&supervisor| 68 68 86 68 74 72 70 73
Mahioesos. 6 1 ca's .ok 2 5 oy 2
Total.... |100% | 100% | 100% (100% |[100% [100% [100% |100%
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TABLE 4 -Continued

Number of
Years with Company | Edusational Level
Shorter Longer | Lower Higher
4 yrs. | 5-9 10-14 | 15+ Non |H.S. |Some |College
or les H. Ed Grad | College | Grad
@ lao lay oz [ l0e [as)  |oe
Weesssann |89 72 55 43 78 123 33 25
Meeting
with
Divsion.. | 16% 20% 20% 16% 14% 19% 15% 28%
Mass
Meeting. . | 10 4 5 9 12 6 6 4
Meeting
with Wk.
Group &
‘supervisor | 71 75 75 75 74 73 78 68
) PN 3 1 2 1
Total.... [100% |100% |100% [100% |100% | 100% | 100% [100%
Area
M.M. [ MD&D|Chem. Prod. | C.S., | Fin. | P&PP | Sales
Dept..... C.M. R&D | Maint |
(17) ((18) 1(19) [(20) |(21) (22) 1(23) |(24)
Wisansias |09 19 25 17 34 27 5 23
Meeting
with
Division . | 12% 21% 16% 18% 12% 30% 40% 35%
Mass
Meeting .. | 7 12 6 9 11 .o 4
Meeting
with Wk,
Group &
supervisor 81 74 68 76 79 52 60 61
B s o0 o la o0 5 o 7
Total. ... {100% [100% | 100% |100% {100% |100% |100% |[100%




TABLE 5

QUESTION 5
IF YOU WERE TO ASK QUESTIONS AT YOUR EMPLOYEE INFORMATION
MEETING--EITHER THE ANNUAL MASS MEETING OF YOUR WORK

GROUP MEETING--WHAT PERCENTAGE OF YOUR QUES -
TIONS WOULD BE ANSWERED?

Age Sex Work Level
Super-| Non-
Younger Older Male |Female|visory | vis rl;'.
(5) (6) (7) (8)
'{5 Or 126-35 |36-45 |46+
0 @ (e |«

IR 54 71 78 56 196 |63 27 232
All,100%.. | 24% [29% | 18% |27% [26% | 19% |22% |24%
"wh..... | 29 34 40 31 35 | 32 48 32
50%. ..... 15 20 27 23 Il |24 30 21
1 P 15 13 11 14 14 9 15
None..... 1 1 3 1
N.A... 17 3 3 5 4 13 2 e 7

Total 100% [(100% |100% [100% (100% |[100% |100% |100%
Number of '
Years with Company 'Educational Level
Shorter Longer Lower Higher
4yrs. | g_ x Non |[H.S. |[Some |College
or ml il e e dl.5 iGrad [College| Grad
(9) (10) i(11) 12) [(13) ((14) [(15) 16)

W.oiicise | B9 72 55 43 78 123 33 25
All,100%.. [ 27% [17% |29% | 28% ([25% |21% |21% |44%
7%%...... | 32 40 34 28 27 32 52 44
50%...... | 17 18 31 19 28 23 9 3
298 coesn |11 22 4 18 15 14 12 4
None..... 2 1 1,
Wikiiisei l 3 3 2 7 4 9 . 6

Total... [100% -[100% [100% [100% [100% [100% [100% [100%
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TABLE 8 -Continued

Area .
M. M. | MD&D | Chem. Prod.| C.S. | Fin. |P&PP |Sales
Dept..... C.M. | R&D | Maint
(17) {18) (19) (20) {21) (22) |[(23) (24)
N..o....| 109 19 25 17 34 27 -] 23

All, 100%..| 21% 16% 16% |35% | 29% |[30% |... 39%
5% ......| 29 47 36 41 29 18 100% | 82

50% ......| 25 16 32 12 18 30 ces 9
25%. ..... | 18 11 16 6 12 111
Non.....l z L LR N L

LR AN J LN ) 00

NIA..‘...I s 10 LK 6 lz ll ¢ 0 @ o o0
Total...| 100% [ 100% {100% (100% [100% [100% [100% |100%

TABLE 6

QUESTION 6
DO YOU FEEL THE COMPANY'S MANAGEMENT ANSWERS
YOUR QUESTIONS AS BEST THEY CAN?

Younger Older Male !'omalJvhory super-
® 6 |m |W”

295 0r [ 26-35 [36-45 [46+
a8 | (2) |3) 4) -
Niveeooo 54 71 78 56 196 63 27 232
Yes...... | 61% 60% 71% 80% 68% 68% 89% 66%
NO coesee 26 34 28 18 30 19 11 | 29
N.A..... 13 é 1 2 2 13 e
Total...| 100% |100% [100% [100% | 100% [100% [100% | 100%

Nuﬁbor of

Years with Company Educational Level
Sherter Longer Lower Higher
4yrs. g9 10-14 | 184 | Non |H.S. |Some [College
or less H.S. |Grad ([Collegp| Grad
9 luo oy oz | 89° jag  |as) | (16)
N.eeveoo| 89 72 55 43 78 123 33 28

Yes......| 68% | 62% |69% |[77% | 71% |64% |67% | 84%
No.......| 22 35 29 21 27 28 33 12
N.A......| 10 3 2 2 2 8 4

Total...| 100% [100% {100% |[100% |100% ]100% [100% |100%
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TABLE 6 -Continued

Area
M.M. MD&D|Chem. Proc. |C.S. Fin, |P&PP |Sales
D.m. " c. M. R&D M'aint
(17) [(18) {19) (20) (21) (22) (23) (24)
N.voeooo | 109 19 25 17 34 27 5 23
Yes...... | 68% 53% 76% 76% 68% 52% 80% 82%
N® iiis o 29 47 24 24 29 22 20 9
N.A..... 3 e A ieis 3 26 e 9
Total... | 100% {100% {100% |100% |100% |100% [100% |100%
TABLE 7
QUESTION 7

WHAT KINDS OF INFORMATION HAVE YOU RECEIVED FROM
EMPLOYEE INFORMATION MEETINGS?

a. Information about the over-all company program?

Age Bex Work Level
Super- | Non~
Younger Older Male |Female visory v'i“orl;
(5) (6) {7) {8)
25 yre] 26-35 |36-45 | 46+
wdeetl 2 (3 | @)

' P 54 71 78 56 196 63 27 232
B8 -vves o 89% 99% 94% 91% 94% 90% |100% 93%
B s v ne < 1 3 2 3 2 s 59 2
Wailhivesos 7 A 3 7 3 8 > e 5

Total, 100% [100% (100% |100% |100% |(100% (100% |l00%
Y Num“:;:;mL Educational Level
Shorter Hlﬁlur Lower | Higher
4yrs. ﬁog H.S, |Seme [College
P' less 5-9 10-14 |15 + r . |Grad |[College| Grad
@ o oy oz |83 e as ue

Nisviosiv e 89 72 55 43 78 123 33 25
Yes..... oo | 90% 99% 97% 88% 88% 96% | 97% 96%
NOo ...evs 3 1 i 5 4 1 3 4
NeAioosos 7 A 3 7 8 3 e 4

Total... [100% (100% (100% [100% |100% [(100% [100% [100%




TABLE 7 -Continued

Area
M.M. [ MD&D|Chem. Prod. | C.S. | Fin. | P& PP |Sales
Dept..... C.M. |R&D |Maint
(17) (18) (19) (20) (21) (22) (23) (24)

Mesiansan 9P 19 25 17 34 27 5 23
Yes.......| 94% |95% 88% 88% 924% 48% |[100% |100%
W oo s vi 3 4 6 30
MWolhsionnies 3 5 8 6 6 22

" Total... | 100% [100% {100% |100% |100% 1/100% |100% [100%

b. Information about your own job?
Age Sex Work Level
ST B
Younger Older Male l‘ounﬂ visory
(5) (6) (7) (8)
“1‘.'5. 26-35 (36-45 |46+
(1) (2) (3) (4)

Nisiiiesd B8 71 78 56 196 63 27 232
Yes.......| 24% | 34% |47% [37% | 39% [30% | 33% | 37%
Noe.......| 52 44 32 26 26 45 37 38
N.A. .....| 24 22 21 37 35 25 30 25

Total... | 100% [100% [100% [100% [100% |100% |[100% ([100%
Number of
Years with Company Educational Level
Shorter Longer Lower Higher
d4yrs. | o 1 ° H.S. |Some |College
or less e o b %ﬁd Grad |College| Grad
(9) (10) |(11) j(12) [(13) |(14) [(18) [(16)

Niesooss 89 72 55 43 78 1123 33 25
YOB.iso . 38% 36% 36% 35% 41% 33% 39% 36%
MWOicooise 43 40 40 21 18 47 40 56
Mevaysoe 19 24 24 <4 41 20 21 8

Total. 100% |(100% [(100% [(100% |100% |100% |100% [100%
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TABLE 7 -Continued

Area
M. M, | MD&D | Chem. Prod.| C.S. | Fin. |P&PP |Sales
Dept..... C.M. | R&D |Maint
(17) 1 (18) 1(19) |[(20) [(21) [(22) [(23) [(24)
Niceoooo [ 109 19 28 17 34 27 5 23

Yes...... | 35% | 47% 44% | 35% 35% | 26% |80% | 35%

No...... 37 37 28 53 30 48 20 48

N.A...... | 28 16 28 12 35 26 17
Total... |100% [ 100% [100% | 100% {100% [100% [100% |100%

¢. Information about the work of other divisions ?

Age Sex Work Level
Super-| Non-
Younger Older Male |Female vigory a‘r::; i

(5) (6) (7) (8)

Z5OF | 26.35 |36-45 | 46+
(pess | (2) (3) (4)

Neossoso 54 71 78 56 196 63 27 232
T00...... 69% 62% 65% 54% 61% | 68% 63% 62%
Ne ...... 13 20 12 3 13 11 7 13
NeAiooooo 18 18 23 43 26 21 30 25

Total... [100% [ 100% |100% | 100% |100% [100% |100% |100%

Number of
‘ x..:. M Educational Level
Shorter Longer Lower Higher

4yrs. No .3. me e
'ry less ,"’ 10- 14 15+ g‘:.g‘ Grad c‘n.’ Gru?
L (9) | (10) 1(11) [1(12) [(13) |(14) 1(15) I(16)
N.......| 89 72 55 43 78 123 33 25
Yes...... [ 64% | 67% | 67% | 47% | 49% | 72% | 64% | 60%
No...... 18 11 7 9 6 11 18 28
N.A...... | 18 22 26 44 45 17 18 12
Total... | 100% [100% |100% | 100% [100% [100% [100% [100%

Area
M.M, |MD&D|Chem. Prod. |C.S. Fin. |[P&PP |Sales
Dept..... C.M. | R&kD |{Maint

(7) [ (e) [(19) [(20) (21) [(22) [(23) {24
N.......| 109 19 28 17 34

Yes.......| 62% | 79% | 64% | 59% | 53% | 48% |100% | 78%
Misnvssne| 10 11 4 18 12 30 13
Wk iiteial 28 10 32 23 38 22
Total... | 100% |100% |100% | 100% |100% |100% |100% |100%
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TABLE 8

QUESTION 8

DOES YOUR SUPERVISOR CALL AN EMPLOYEE INFORMATION
"MEETING OFTEN ENOUGH?

Age Sex Work Level
Male | Female Super-| Non-
Younger Older visory :?,’::;
s (5) (6) (7) (8)
2507 126-35 |36-45 | 46+
el | {3) (4)

W ssaiiai 54 71 78 56 196 63 27 232
Yes.... 50% |[46% [50% | 54% | 47% | 57% | 67% | 47%
BBssyses 37 48 47 46 48 37 33 47
Balssoeso 13 6 3 A A0 5 6 ca's 6

Total. . 100% |100% [100% | 100% |100% | 100% |[100% |100%
Number of
Years with Company Educational Level
Shorter Longer | Lower Higher
4yrs. o H.S. | Some |Colleg
orloos| **Y [1PM8 E{.E‘, Grad |Collegel Grad
(9 10) {11) {12) {13) (14) [1(15) (16)
Wesoaosnl BY 72 55 43 78 123 33 25
Yes....... |  54% [51% [ 42% | 49% | 49% | 47% | 49% | 64%
Me.isiness| 3 43 58 49 47 47 48 28
N.A ......| 9 Yo 2 4 6 | 3 8
Total.... 100% |100% |100% |100% | 100% | 100% |100% |100%
Area
M.M, MD&D| Chem. Prod.|C.S. Fin., |P&PP (Sales
Dept. .. .. C.M, |[R&D |Maint
(17) ((18) [(19) [(20) [(21) |(22) [(23) [{(24)
Nievesooo [109 19 25 17 34 27 5 23
Yes....... | 43% |63% | 48% [59% | 59% | 44% | 40% | 61%
NOisvoeses | 49 32 52 41 41 48 60 35
Nodiissssosl 8 5 v hbs 8 4
Total....[100% [100% |100% |100% [100% |100% |[100% |100%
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TABLE 9
QUESTION 9

HOW MUCH TIME DO YOU THINK YOU SHOULD SPEND IN
EMPLOYEE INFORMATION MEETINGS? (Mark only one)

Age Sex Work Level
Younger Oider |M™i¢ '[Pmalg g?.’::; "3“0:{7'
{8) (6) {7) (8)
TP OT 136-35 (36-45 |46+
() (2) _1(3) | (4)
- OTRPeT 54 | 71 78 56 196 |63 27 [232
More than
wedonow. | 34% |41% |40% |39% |41% |32% |19% |41%
Same......| 51 48 57 56 52 57 75 51
Less......| 6 10 3 5 5 6 3 6
Rliscc...l 9 T Y S PR 2 5 3 2
Total....|100% |100% |100% [100% |100% [100% |100% |100%

Number of

Years with Company Educational Level
Shorter Longer Lower Higher
4yrs. Nomn | 8, |Some |[College

or less| 5=9 |10-14 |15+ 1H.8, |5 04 |college| Grad
@ oo lan loa |0 08 08" lae
Weoesonsos 89 72 55 43 78 123 33 25
More..... | 33% 43% 44% 37% 41% 40% 45% 16%
Same..... | 57 49 47 61 56 51 46 76
Less..... 4 7 9 2 3 6 6 <
N.A...... 6 1 v Y ase 3 3 =
Total... [100% |100% [100% [100% [(100% [100% [100% [100%

, Area .

M. M, (MD&D | Chem, Prod.]| C.S. | Fin. |P&PP |Sales
Dept. . .. C.M. | R&D [Maint

£17) [(18)  |(19) [€20) i(21) [(22) |(23) [(24)
Mevosss . (109 19 25 17 34 27 5 23

More..... | 42% 32% 36% 29% |(41% |41% 60% | 26%
Same..... | 51 58 60 59 56 45 40 57
Less..... 5 5 4 12 3 7 13
T 2 5 NI Y
Total... [100% [100% [100% [100% [100% 100% [100% [100%
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TABLE 10

QUESTION 10
WHO BENKFITS MOST FROM THE EMPLOYEE INFORMATION MEETING?
Rank in order of importance 1-2-3-4-9.
(1 ~-Most impertant to § - Least importaat)

Age Sex Work Level
Super- | Non-
Yeunger Older |Male MJ visory “F,"'
6L ) |m |
Ef_ 26-35  [36-45| 46+
(2) N (&)
N....... | 84 71 78 86 |19 63 a7 [as
Salaried
workers, .
Rankl... | 4% | 6% | 2% |... 3% | 3% | 4% | 3%
2... |17 18 s 7 12 14 11 13
3... |17 14 18 20 17 17 18 17
s... |20 18 26 11 16 16 4 18
S5... |18 24 14 23 2s 13 33 20
N.A... | 27 20 22 | 3 27 3 30 29
Total... |100% | 100% |100% | 100% | 100% | 100% |100% [100%
Department '
mmanagers _
Rankl... | 13% | 7% % °% % | 14% % "%
2... |22 a4 27 16 23 21 18 23
3... |12 21 14 11 16 11 22 14
4... |22 21 19 28 24 12 26 22
... | ¢ 7 1 ... 3 | S 3
N.A... | 27 20 32 39 27 37 29
Tetal... |100% | 100% |100% | 100% | 100% | 100% iei 1
Tep man- ‘
agement -
Rank1l... | 24% | 24% [ 26% | 23% | 26% | 19% | 22% | 24%
2... |10 6 7 7 s 4 7 7
3... |1 s 9 7 9 s 11 )
4.. | 6 17 3 3 s s s s
s... |22 28 |23 18 22 24 22 23
N.A... | 27 20 32 39 27 37 30 29
T Tetal... | 1 100% | 100% | 100% | 100% | 100% | 100%
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TABLE 10 -Continued

Age Sex Work Level
Super+ Non-
Younger OldoJ Male| Female| visory| "’:"‘
) | © | m | BT
25 or
(1)less zhis _3@45 tﬁ*
Wiiois 54 71 78 56 196 | 63 27 232
Hourly
workers
Rankl. . 30% | 41% | 28% |21% [32% | 25% |37% [31%
$.. 5 7 7 11 3 5 3 3
. 2 7 2 7 o 1 ‘e 4
4... |13 8 8 4 6 14 15 7
s |28 17 23 18 21 18 15 21
Meh... |27 20 32 39 27 37 30 29
Total... |100% |100% |100% |100% [100% | 100% (100% |100%
Foremen
Rank1l,.. |[... 3% 3% % % |... 4% 3%
8. 21% | 24 23 20 22 21% | 26 22
s.. 33 31 |23 16 26 27 22 27
4.. 11 17 12 16 14 12 18 13
5... | 8 5 7 2 6 3 6
N.A... |27 20 32 39 27 37 30 29
Total... |100% | 100% |100% | 100% (100% | 100% |100% |100%
Number of
Years with Company Educational Level
Shgrter Loglor Lower Hilhor‘
4yrs. e g Non (H.S. |Some |College
lor Joss| 37 10014 10¢ NS |Gvad (Colegs | Girad
@ loo) jay gz (@3¢ |0 |08 06
Msvssvvel 89 72 55 43 78 123 | 33 25
Salaried
workers
Rank1l... | 2% 4% 5% % ... 5% 3% 4%
at-< 1.3% 13 11 12 5% 12 18 28
2. |49 19 14 21 13 17 28 16
.. |2t 18 22 16 20 21 9 20
Eic 1M 21 24 9 22 17 18 20
__ N.A... |34 25 24 35 40 28 24 12
Total... |100% | 100% |100% | 100% |100% |100% |100% (100%
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Y .‘“!:ﬁb;:;ﬁ“ y Educational Level
Shorter Longer Iﬁawor - I:_:[mr e
4 yrs, on |H,S. me ollege
orylou -9 10-14| 15+ H.S. \Grad College| Grad
© a0 |an oz |3 [oe | as) |06
Noveeoooh89 72 55 43 78 123 | 33 25
Department
managers
Rankl,,. | 12% 8% 4% 7% 8% | 10% 6% 8%
i A 27 18 | 23 24 22 24 20
3... | 14 14 24 7 10 19 13 12
4... | 18 22 27 26 18 19 24 36
T 4 3 2 2 9 12
N.A... | 34 25 24 35 40 28 24 12
Total,.. | 100% | 100% | 100% | 100% |100% | 100% | 100% | 100%
Top Man-
agement |
Rank l... | 24% | 24% | 25% |25% |22% | 25% | 30% | 24%
2... | $ |9 7 : 3 12 8
5.. |10 r 'S 5 13 6 6 12
il 11 B B 9 7 9 g
R4 28 24 | 23 11 28 19 36
MoA... | 34 25 24 |38 40 28 24 12
Total.,. 100% L 100% | 100% | 100% |100% | 100% | 100% | 100%
Hourly 1 [
workers | |
Rankl...  27% | 35% l 36% [23% |23% | 30% | 34% | 52%
his'l 8 17 9 8 7 9 4
%.. | § 4 | 4 7 6 & |8 8
4.. | 10 P iR 7 1 12 9 8
B... (21 s | 22 19 22 19 24 16
N.A... | 34 25 | 24 Y 40 | 28 24 12
Total, .. 100% | 100% | 100% |100% |100% |100% | 100% | 100%
Foremen E
Rankl... [... | 3% 5% 7% 8% 1% 3% | ...
2... |22% | 20 31 16 18 26 12 24%
3... |28 31 22 26 17 27 31 44
K 13 16 14 9 12 13 21 16
... | ® B 4 7 B z 9 4
N.A... |34 25 24 35 40 28 24 12
Total.... (100% | 100% | 100% |100% |100% | 100% | 100% | 100%
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Area
M,M, |[MD&D | Chem. Prod.] C.S. | Fin. | P&PP | Sales
Dept. . ... C.M. |[R&D |Maint
(17) [(18) (19) (20) ({(21) [(22) |(23) |(24)
Besiooos. 109 19 25 17 34 27 5 24
Salaried
workers
Rankl... |... 10% ... 6% 3% 7% | 20% 8%
2... | 1% |1 12% | 18 ¢ 11 40 22
3... | 10 37 36 12 20 15 |... 22
4... | 24 21 16 29 9 15 40 13
5... | 26 e 12 6 15 22 13
N.A... | 29 21 24 29 47 30 - 22
Total... | 100% |100% 100% | 100% |100% | 100% | 100% | 100%
Department | ;
managers |
Rank1l... | 10% | 11% 8% 6% 3% | 1% |. 13%
2... | 26 16 16 23 29 26 il 13
Beas | B 5 20 12 6 18 40% 4
4... | 15 47 32 18 15 15 40 31
xfogt S | 12 5 20 17
N.A... | 29 21 24 29 47 0 -ty 22
Total,.. | 100% | 100% |100% | 100% | 100% | 100% | 100% | 100%
Top man-
agement
Rankl... | 25% | 16% |20% | 29% | 29% | 33% |... 13%
%os IR 11 8 6 3 15 40% | 17
o 1" 5 B 3 4 20
e 4 12 ¢ 7 20 4
5... | 17 47 36 24 12 11 20 44
N.A... | 29 21 24 29 47 R R 22
Total... | 100% |100% | 100% | 100% | 100% | 100% |100% |100%
Hourly
workers
Rank1l,.. | 31% | 42% | 32% | 12% | 15% | 15% |100% | 44%
Bees | & 11 12 12 6 11 4
s 1 @ . 8 18 6 7 9
& | Bnetere P 6 T 17
5... | 22 26 16 | 29 20 22 4
N.A... | 29 21 24 29 47 30 AP 22
Total... |100% |100% |100% | 100% | 100% | 100% |100% |100%
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TABLE 10 -Continued

Area
M. M. | MD&D |Chem. Prod. | C.S5. | Fin. |P&PP |Sales
Dept. .... C.M.| RkD |Maint
(17) ((18) 1(19) |(20) [(21) 22) [(23) |(24)
Biouninie oo 4 109 19 25 17 34 27 5 24
Foremen
Rank 1. . 4% " 16% | ... 3% ...
D 25 32 28 12 9 11 20 35
.. 27 32 E 47 18 30 40 30
4.. 11 10 16 12 20 18 40 9
S.. 4 5 12 - 3 11 . ~
N.A.. 29 21 24 29 47 30 sa b 22
Total. 100% |100% 4100% | 100% [(100% [100% [100% |100%
TABLE 11
QUESTION 11

DO YOU BELIEVE YOU SHOULD TAKE

PART IN THE DECISION-MAKING IN YOUR DEPARTMENT ?

e

A'. T Sex Work Level
Super-| Non-
Younger Older Male |Femalevisory 31‘1’:{;
% (8) (6) (7) (8)
o B88|26-35 [36-45 | 46+
) __1(2) _[(3) (4) :

Noveeoooo 34 71 78 $6 196 63 27 232
Yes.......| 69% |87% | 714% | 78% |81% | 68% | 93% | 76%
NOisuivesne] 22N 11 21% 20 16 26 7 19
Wokhosisiaal -9 2 5 2 3 6 5

Total....|100% [100% [100% | 100% [100% [(100% [100% [100%
Number of
Years with Company Educational Level
Shozter Longer Lower ____Higher =
B | 5-9 [10-14 15+ (BB, |Gty (Collegs Grad
(9) {10) (11) (12) ui!i (14) (15) (16)

Banidnsos . 89 72 55 43 78 123 33 25
PR o0 1% |[78% [80% |88% (79% |75% | 70% | 96%
RO vsossoess 23 19 15 12 17 19 27 “
N.A... 6 3 5 .8 e 6 3 s 28

Total. 100% (100% |100% |100% |[100% [100% |100% |100%
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TABLE 1l -Continued

Area
M. M, &D| Chem. Prod. C.S. | Fin. | P& PP |Sales
Dept. . ... C.M. |R&D | Maint
(17) ((18) [(19) [((20) |(21) ((22) [(23) |[(24)
Neveeoo.. 109 19 28 | 17 34 27 5 23
Yes.......| 69% |68% | 88% | 65% | 88% | 89% |100% | 91%
NO..oovess | 26 21 8 35 9 7 ; 9
Woke,suisl. B 11 I T 3 4
Total... |100% [100% |100% |100% | 100% |100% [100% |100%
TABLE 12
QUESTION 12

HOW OFTEN DO YOU HAVE AN OPPORTUNITY TO MAKE SUGGESTIONS ?

A Sex Work Level

ge
Super- Non-
Younger Older Male |Femalevisory :rf::;
(5) (6) (7) (8)
’{‘Tvr-.-. 26-35 | 36-45 |46+
i e e -
Bessoses | M4 71 78 56 196 63 27 232
Veryoften.| 24% |19% | 18% | 16% | 18% | 22% | 33% | 17%
Often. .... 43 48 55 57 52 46 59 50
Seldom... | 24 31 24 25 28 22 8 29
Never. ... 2 1 1 2 ‘s 1
BWedhs 2 ¢ 0 o0 7 1 3 2 1 8 Y 3
Total... | 100% |100% (100% [(100% | 100% |100% |100% |100%
Yo;rl%b&::{vny Educational Level
Shorter Longer Lower Higher
aless|5-9 [10-14 |15+ |}°B. |BH.S sc'.'ﬁ:'l Coleg®
@ oo oy oz (@ oe  |os  oe)
M.0as . 89 72 55 45 78 123 33 25
Very often.| 21% 20% 13% 21% 13% 18% 21% 40%
Often..... 44 51 58 53 58 45 52 56
Seldom 28 25 27 26 28 30 27 4
Never 1 1 R s o0 1
BMadhs o 2500 6 3 2 Y 1 6 5.4 b
Total. 100% [100% [100% [100% |100% |[100% [100% |100%
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TABLE 12 -Continued

Area
M. M, MD&D|Chem, Prod.| C.S. Fin, | P& PP |Sales
Dept. ..., C.M.| R&D | Maint '
(17) 1(18) ((19) [(20) | (21) [(22) |(23) |(24)
Woioosioi 189 19 25 17 34 27 5 |23

Very Often.| 14% | 11% | 12% | 29% | 21% | 22% | 20% | 44%
Often..... | 46 68 68 | 59 50 |48 | 40 35

Seldom..., | 37 16 20 12 26 19 1vis 17
Nmr-.-; l LR v o0 " ey e “ zo L]
N-Aco.co- 3 . ' . 0. [ XX 3 1 zo ‘
Total.... [100% [100% |100% |100% |100% |100% |100% |100%
TABLE 13
QUESTION 13

HOW OFTEN DO YOU NAKE IUOGESTIONS ABOUT YOUR OWNJOB?

Age Sex Work Level

Super-| Non
Younger Older Male |Female visory visory

(5) (6) {7) (8)

"Z5 0T [36.35 |36-45 | 46+
a®®® l2) " (3 [1e)
AT 84 |71 |78 | 56 1196 |63 |27 |232
Very often. | 7% | 24% 10% 11% 15% 9% 19% 13%
Often..... |67 |47 (33 |& |49 |e |70 |4
Seldom... (30 (28 (38 |46 |34 (38 |11 |38
Nows.... | 7 $¢ Yoot 2 1 5 Lo, 2
5 A T W 1 ] 3
Total... |100% |100% |100% |100% |100% |100% [100% |100%

Number of

Years with Company Educational Level
Shorter er Lower Higher
o H.S. |Some |Colle
hyre. |5-9 |10-14 |15+ g-g Grad (College [Grad .
(3°° wey oy luz) (4) _l0s)  l(e)
MWeconsnseosl B9 72 55 43 78 123 33 25

Very often. | 14% 18% 11% 14% 13% 10% 6% | 40%
Often..... | 39 46 54 49 4t 48 61 40
Seldom. .. 37 34 33 35 45 33 30 20
Never.... 4 1 PP 2 1 3 3 .o
T SeTer 6 1 2 6
Total... [100% (100% [100% [100% (100% |100% (100% |[100%
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TABLE 13 -Continued

Area
M.M. [MD&D| Chem, Prod. C.S8. | Fin. | P&PP |Sales
Dept..... C.M. | R&D | Maint .
(17) _ ((18) 1(19) [(20) (21) | (22) [(23) |(24)
Novevosso|109 19 25 17 34 27 | 8 23
Very often.| 12% 5% 8% | 18% | 18% 4% |... 39%
Ofien......J 43 88 86 35 50 53 20 4“4
Seldom.... | 39 32 36 47 29 30 80 13
Never.....| 4 vee - lewe 4
N.Aooooooo| 2 '3 3 7 4
Tetal..... 100% |100% [100% |100% |100% [100% |100% |100%

TABLE 14

QUESTION 14

DO YOU FEEL YOU CAN MAKE SUGGESTIONS ABOUT YOUR

JOB AT ANY TIME?

® ) Sex Work Level
Super-| Non-
Younger Older Male (Femalgq visory “ﬁ:
{5) (6) (M) (8)
'{f’{' 26-38 [36-48 [46¢
N‘ig % 78 "1‘5? 196 63 27 [a32
Yes...o0so [ 89% [80% | 89% | 88% | 5% |89% [100% | 84%
Nocvevaoos |1} 18 6 9 11 11 vee 13
NoA.ivoes |oan 2 ) 3 4 o ‘o 3
Total... [100% (100% |[100% [100% [100% [100% [100% [100%
Number of
Years with Company Lducational Level
Shorter Longer |leower !ﬂ Higher
4yrs. Non 3. |Some [Callege
or less| 59 [10-14 |15+ é& Grad [CollegdGrad
9 oo oy |az) [0 joe - |as)  |(16)
Niceesooo| 89 72 33 43 78 123 33 r{ ]
Yes....oc. | 89% 81% 3% 1% 2% 86% 91% 9%
Noe........| 11 1% 11 ] 13 12 9 4
N.Aiviawe |eos 4 4 4 [ ] 2 ‘o .o
Total... [100% [100% [100% [100% [100% {(100% [100% [100%
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TABLE 14- Continued

Area
M. M., MD&D | Chem. Prod. C.S. | Fin. |P&PP |Sales
Dept..... C.M, | R&D | Maint
(17) ((18) [(19) ((20) [(21) [(22) [(23) |[(24)
e sa2a200 109 19 25 17 34 27 5 23
Yes.......| 82% 84% 96% 88% 79% 89% |100% |100%
P 15 16 6o 12 15 11 T
Nehoovose 3 4 6
“Total.... |100% [100% [(100% |100% |100% |100% [100% [100%

TABLE 15

' QUESTION 15
IF YOU WERE TO MAKE A SUGGESTION ABOUT THE COMPANY
(New Product Idea, Change in Production, etc), DO YOU FEEL IT
WOULD BE CONSIDERED BY COMPANY MANAGEMENT?

Age Sex Work Level
Super- Non-
Mal Fe ™
Younger Older e mﬂ* visory| auper.
(8) [ (6) | (D (8)
25 0T 126.35 |36-45 |46+ | l
M e 3 @ |
B 54 71 78 56 196 | 63 27 |232
Yes.......| 54% | 55% | 50% | 63% | 57% | 54% | 82% | 53%
Wi 31 39 39 23 34 30 11 35
M 15 6 11 14 9 16 7 12
Total. . . . . 100% [100% |100% |100% |100% |100% |100% |100%
Number of
Yesre with Company Educational Level
Shorter Longer |Lower Higher

d4yrs. | ot Non H.S. [Some [College
orless |57 [10-14 | 15+ IH.8. (o4 [College| Grad
9 (10) (11) (12) [(13) (14) [(18) [(16)
N........[89 |72 |85 |43 |78 J23 |33 |28
Yes....... | B6% | 51% | 55% | 56% | 54% | 45% | 70% | 84%
No........[30 (35 (3¢ |28 (32 |a&1 |21 |16
W Keorsoiol M | @ -l dwe 194 - lag 3

Total....[100% [100% [100% [100% |100% (100% |100% i&&f
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TABLE 15 -Continued

v Area
" [M. M, [MD&D| Chem. Prod.| C.S. | Fin. | P& PP [Sales
D.”O ® 000 C- Mc R&D M.m‘

(17) _ [(18) [(19) [(20) |(21) ((22) | (23) i(24)
N.oeeooo.|109 19 28 17 34 a7 [] 23
Yes....... | 50% [ 83% | 52% [76% [383% | 855% | 80% | 66%
Ne........ | 42 37 36 12 32 30 20 17
N.A.vuoeo | 8 10 12 12 18 15 17
Total... (100% [100% [100% [100% (100% |100% | 100% [100%
TABLE 16
QUESTION 16

DO YOU FEEL YOU HAVE A PART IN SETTING UP YOUR
PERSONAL JOB GOALS ?

Age Sex Work Level
mmr-
Younger Older |Male |FemalqVisory| U or;-
($) {6) 1) {8)
2907 126-35 [36-45 |46+
e 2% e it
Noceeooo | 54 71 78 56 196 63 27 232
Yon.......| 82% 58% $3% [52% [ 5%% [ 73% |01% | S7T%
No,cessoss | 13 38 38 41 38 21 8 37
N.A...... ] 4 10 7 7 é 11 6
Total... [100% [100% [100% [100% [100% [100% [100% ]100%
Number of
Years with Company Educational Level
Shorter Longer Ils;owor Higher
4yrs. on H.S, |Some [College
orlses (3-9 [10-14 |15+ (E-5. 1o 4 ICollege| Grad
(9) 1010y j(11) [(12) 1(13) |(14) [(18) [(16)
Nevevoooo} 89 72 [1] 43 78 123 33 23
Yes.......{73% [58% |44% | 54% 1% [ B7%H | 67% | 88%
No........q 21 36 47 37 41 | 34 30 12
N.A.......} 6 é 9 9 | 8 9 3
Total....|100% [100% [100% [100% [100% [100% [100% [100%
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TABLE 16 -Continued

Area
M.M. | MD&D | Chem. Prod.| C.S. | Fin. |P&PP |Sales
Dept..... C.M. | R&D | Maint
(17) [ (18) [(19) [(20) [(21) [(22) [{23) |(24)
N....... | 109 19 25 17 34 27 | 8 23
Yes...... | 48% | 58% |52% | 76% | 56% | 93% |100% | 74%
Wi isens | 4 32 40 24 38 7 17
Woks aivsie 8 10 8 6 9
Total... [100% | 100% (100% |100% |100% |100% [100% |100%
TABLE 17

QUESTION 17

WITHIN YOUR OWN WORK GROUP, ABOUT WHAT PERCENTAGE
OF THE DECISIONS CONCERNING THE WORK GROUP

ARE MADE BY EMPLOYEES?

Age Sex Work Level
Super-| Non-
Younger| Older |Male |Femaleyigory FHPOX:
(5) 6) (1 )
7?.2{ 26-35 |36-45 | 46+
(1) (2) (3) (4)

Nosooss. | 54 71 78 50 196 | 63 27 |232
All, 100%.. | 9% 4% 3 ... 4% 5% 4% 4%
5%, ...... 11 14 22 5% | 13 16 11 14
50%....... | 35 25 21 25 24 32 41 24
25%....... 24 35 33 39 38 19 41 32
None...... 8 16 13 20 14 14 3 16
RGP 13 6 8 11 7 e 10

Total,.. |100% |100% |100% |100% |100% |100% ,100% |100%
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TABLE 17 -Continued

Number of
Years with the Compan Educational Level
Shorter longer |Lowenx = ?‘hora o
4 vyre. Non H.8. ome ollege
cr loss | 7 [10-14 | 184 H.S. |Grad | Collge| Grad
49 lgoy  uan  laa () U4 las  lae
Nicioooos 89 72 1] 43 78 123 33 25
All, 100%..| 9% | 1% a% 2% .. 4% 6% | 16%
T9%.cceeee | 117 18 13 14 12% 13 9 36
50%....... | 29 | 24 18 30 23 27 24 24
25%....... | 31 33 42 28 36 33 37 24
Nome......| 9 18 16 16 19 12 21
N.A ooeoa ] 11 6 9 10 10 |11 3
Total.... 1100% [100% {100% (100% {100% [100% | 100% [100%
. Area |
‘ M. M, MDD | Chem. Prod.| C.8. | Fin. | PuLPP |Sales
Dept..... C.M, |R&D (Maint
(17) |(18) (19) {20) 21) (22) |[(23) {24)
N.eeeooo|109 19 ri) 17 34 27 $ 23
. All, 100%..| 2% [... 12% [... 11% |... 17%
T5%cceeees | 12 16% % 23 9% 7 60% 26
$0%.......| 20 37 24 23 kY 3 41 c oo a2
25%..c0...| 38 37 44 30 20 4 40 18
Nou...... 21 ‘ 12 ‘ 24 cee se e 4
NA. cooee] 7 $ 13 ¢ 15 . 7 13
Tetal.... [100% |100% [100% [100% [100% [100% | 100% |[100%
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TABLE 18

QUESTION 18
WHO HAS THE MOST TO SAY ABOUT HOW YOUR JOB WILL BE
CARRIED OUT? Please Rank 1-2-3.
{1 -Most Important to 3 - Least Important)

————————————e T T T T T —_—
Age Sex Work Level
Super-| Non

Younger Older Male | Female|visory :r.’::;

(5) | (6) (1) __1(8)

ss |26-35 [36-45 | 46+
Jﬁ_lm___rm (4)
No RE R R 54 ) & 71 7. 56 J:l" ‘3 27 32

Yourself

)

% | 16% | 6% | 22% 4% |15%

Rankl... | 22% 20% |14
2... | 0 29 |23 20 ( 28 | 27 30 27
3... |35 44 (51 |39 42 45 |22 |46
Bl o6, 17 1 tam a8 7|12
Total... | 100% 100% 100% | 100% | 100% | 100% |100% |100%
Top Man- | | i 1 i 1’
agement \ : \
Raskl... | 17% | 23% | 14% | 1% | 17% | 16% | 8% | 18%
... |17 (2¢ (38 (28 |2v |20 (18 |29
3... /60 46 36 |36 |42 |49 |80 |4l
Bfe.. | ¢ | 1 12 |25 | 14 o 7. |12
Total... | 100%  100%  100% | 100% | 100% | 100% [100% |100%

Your
Supervisor
Rankl... | 55% |53% |(60% | 45% | 53% | 56% |45% | 55%

... | 39 37 27 30 32 38 48 32
3. . LA ] 3 l L l L A LR l
N.A... 6 7 12 25 14 6 7 12

Total... | 100% [100% [100% |100% | 100% | 100% (100% (100%
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TABLE 18 -Continued

Number of
Years with Company Edunastonal Javes
Shorter Longer Lower Higher
4yrs. Nog H.S. | Some [College
less| 5-9 |10-14 | 15+ | B2 | Grad | College| Grad
@ oo lay |oz @ e |as)  |0e)
00 i%33..] B9 72 55 43 78 123 33 25
Yoursélf
Rankl... [20% | 17% | 11% | 23% 8% | 15% | 21% | 56%
8. |36 28 31 26 19 33 30 24
3... | 46 44 45 30 50 44 43 16
A .. |8 11 13 21 23 3 . 4
Total,.. |100% | 100% |100% |100% | 100% | 100% | 100% |100%
Top Man- ‘
agement
" Rankl... | 19% | 18% |14% | 14% | 22% | 15% | 21% 8%
Deve | 30 29 31 16 28 30 |21 16
Disw- 48 42 42 49 27 47 52 72
N.A... | 8 11 13 21 23 3 o 4
Total... |100% | 100% |100% |100% | 100% | 100% | 100% |100%
Your :
Supervisor
Rankl... |53% | 54% |62% |42% | 47% | 62% | 52% | 32%
B:.. | 98 32 25 37 30 29 42 5¢
FUBGA S 8 3 1 8
na .. 'S 11 13 21 23 3 o 4
Total... |100% |100% |100% |100% | 100% | 100% | 100% | 100%
o Area
M. M. |MDED | Chem. Prod.] C.5. | Fin, | P&PP |Sales
Dept. . ... C.M. | R&D | Maint
17 18 19 20 21 22 23 24
TR | oot St St L T S e L
Yourself
Rankl... | 10% 5% 4% |42% | 12% | 37% | 20% | 52%
2... |20 42 44 29 27 37 20 22
3... |99 48 40 29 29 19 60 17
N.A... |11 5 12 32 7 9
Total... |100% |100% |100% |100% |100% |100% | 100% | 100%
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TABLE 18 -Continued

Area
M.M.| MD&D| Chem. Preod, | C.S. | Fin, | P& PP |Sales
Dept..... C.M, | R&D | Maint
(17) [ (18) [(19) [(20) |(21) [{22) |{(23) |{24)
i .. 9 |39 25 17 34 27 g 23
Top Man- | é
qomout ‘ |
. Rankl... | 25% | 11% | 20% | 12% | 15% 8% |... 4%

Beeo |38 | 37 |20 (23 |18 |11 |60 113
Do |29 |47 (48 | 68 |35 (T4 |40 |74
N.A... | 1] $ LIS sl | 08 L% .. 9
Total... |100% | 100% | 100% | 100% | 100% [100% | 100% |100%
Your ] R ‘[ ‘ E
Supervisor ‘ | !
Rankl... | 55% | 79% | 74% | 47% | 41% |48% | 80% | 35%

2... | 34 16 | 24 47 24 45 20 52

3. L L LA L 6 3 LR L ‘
N.A... 11 5 12 o0 32 7 sss 9
Total... [100% (100% [100% | 100 100% [100% | 100% [100%

TABLE 19

RESULTS OF COMMUNICATION SURVEY QUESTIONNAIRE TO ANSUL
MIDDLE MANAGEMENT

Question Answer Score Percentage
1. How often do employees Very often..... 4 24%
come to you with questions Often......... 6 38
or witk information, in Seldom......,. 6 35
prefcrence to their Never........ 0
immediate supervisor? N.A.......... 1 6
‘ Tl ivasves . At 100%
2. From what source do Management at

you get most of your your level... $ 29%

information on the Subordinates. . 1 6

company ? Management

- above you... 7 4]

Grapevine. ... 1 6

Moo onsions 3 18
Total..... e 17 100%
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TABLE 19 -Continued

Question Answer Score Percentage
3. What amount of infor- More than you
mation do y ou feel get now. ..... 4 24%
you need te perform Less thaa you
your job? get now,..... 1 ()
Same as you
Kot now...... 12 70
Total..... 17 100%
4. Do your subordinates
give you adequate in- Ye®. .coacnen 13 76%
formation about thelr ~ No...ocversee 3 18
jobs ? N A, coooeonos 1 [
‘ Total..... 17 100%
Is this information . o ~ ‘ : 3
acecurate ?. Always....... 7 41%
Sometimes.... 9 - 83
‘.m‘““‘...- 00 L
! Nmt..-..... LI } v o
N.A oiaooooss 1 [
_Total..... 17 100%
3. Whe benefits mest from 8core in Mean R;nkin‘f

the Employee Informa-  Salaried

tion Meeoting ?. - workezs.... 2.4 or Rankl
- Department
Mmanagers. .. 3.20r Rank 3
Top manage-

ment. covees 3c‘ or R“k‘
Hourly workers 2.4 ox Rank1l
Foremen...... 2.7 o Rank 2

- NoAoooo(3)
6. De you feel empleyees
want informatien that Score - Percentage
fsn't pertinent to their h £ 7 TR T ) 8%
own job situation? - N®.eeoosossnns 2 12
Total..... 17 100%

€Because of the small n, or number of scores, no attempt
is made to show percentages for this Raank Order question. Rather,
2 mean ranking {s used teo show the average score for each category.
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TABLE 19 -Continued

Question v Answer . Score Percentage
7. Has "Participative More
Management'' made independent. .. 9 3%
employees more oz Less
less independent on indopeandent. . . 6 38
their jobs ? No Change..... 2 12
Total..... 17 100%
8. Has 'Rurticipative
Management'' made the More flexible... 12 70%
employes more or less Less fiexible... 2 12
flexible on his job? Ne Change..... 3 18
7 100%

Tot‘l.'.... l

Interpretation of Data

Table I

With enly one exception, Finance avea (Column 22), employees
were faverable ia their opiniens cencerning information about the
company. Hdwovo:. there is a rather large percentage of "No"
respoages for a company that has attempted for several years to
give eut considerabls information on the company to empleyees.

Age : The elder age group (Columns 3 & 4) are more faverable
than the younger age group (lk 2). Hypothesis verified -yes.

Sex: Ne sigaificant difference. Hypothesis verified -no.

Weork Level : Supervisers (7} are more favorable than non-super-

visozs ({8).  Hypothesis verified -yes.

Number of Years with Cemﬁugs Employees who have beea with

the eoui,a.ny longer are net more favorable. Hypothesis verified -no.

It is interesting to note that the data shews that those employees work-
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ing four years or less (9) are most favorable, those working five to
aine years (10) are least favorable.

Educational Level: The employees with the most education are
not more favorable. Hypethesis verified -no. Note here that college
graduates (16) are highly favorable, the non-high school graduates (13)
rank secend.

Area: The categery "area” has net been broken down in the
table inte hourly versus ulutd werksrs even though the interpreta-

tion of this data will assume this hreakdewn.

The reasen for this is
that every area is aot all hourly or all salaried but ingludes both. Of
these areas, M. M. (Mechanical Mamufacturing), C. M. {(Chemical Man-
ufasturing), and Maint. (Maintenanse) are made up almest completely
of hourly workers. MDKD (Mechanical Design and Development( and
R&D (Research and Development) include abeut half hourly empleyees.
Nens of thass four areas vary sigaificantly in their respenses to this
question. Fian. (Finanse -Celumn 23), made up of salaried werkers
exclusively, shows the least faverable respense te this question, dut
P&PP (23) and Sales (24), alse salaried, are highly faverable. Hy-
pothesis verified -ne.

Table 2

Since Ansul has attempted to make the small Empleyes Informa-

tion Meeting significant as » communication channel, it can be assumed

35e¢ Appendix for breakdown en areas inte hourly and salaried
workers.
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that this answer would be mest favorable of the five. Employee letters
from managemens recently have beon wsed among hourly workers.
Bulletin boards are net emphasized as a communication channel as
much as the letters and mestings. Auv mentioned in earlier chapters,
the annual Empleyee Information Meeting has become much less impor-
tant. Other employees, or the '‘grapevine”, is not as favorable a
method of communication when other channels of communication are
available.

The u;i incidence of 'No Answer" ia this question may be due
to the respondent misreading the quttha and -;rkhj oaly one answer,
the one he folt most important, rather than ranking the five, In these
cases, a "Ne Answer" response was coded.

Age: With the one exception of the youngest group (1) which
zanks "Other Employses' abeve other seurces, the "Employse Infor-
mation Meeting'' "has the most favorable response as tep rank. The
“Annual Informatien Meeting" falls sigaificantly low in 1-2-3 ranks. 4

Sex: The females (6) rask 'Other Empleyees" abeve other
seurces while the males (5) give firet place te "Employes Information
Meeting with Superviser. " Over-all ranking (1-2-3) is highest for
both sexes in the "Lmpleyee Information Meeting" and "‘I:n,hyu
Newsletters. " B

Work Level i Supervisors (7) rank "Empleyee Information

Moeting" highest, non-supervisors (8) rank "Other Employses" high-

4Due to the extensive ranking nscessary in this type of question,
there will be no attempt to test the hypothesis on Questions 2, 16, or 18.
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est Agaia, however, both give sver-all top ranking to "Employes
Information Meeting'.

Number of Years with Company: Short-term workers (9) raak

'Other Employees"' at the top while bu-t.m mployou (2) place

"Empleyee hlomtion M«th." first. The "Other Employees"”

. mqoiy is rated fairly high by all. "Ansual Employee Information

Moeting" is rated lowest by those having werked at the company ever

fifteen years (12). |
l:duutmul Lavel: The m-u.h lehul ‘nduu (13) yanks

the uugory "C’thcr Empleyses" hvor than, "Annual Em’lmo Mor-
matiea Mnth;“ highor than, the higher edusated grn’o. Workun
with seme conop or college .rulutn {15 & 16) rank "Employee
Information Meeting" very high but alse give '"Other Empleyees" sig-
aificant appreval.

" Axea! Finanse (22) highly favers ‘Other Employses” as sources
of information. Other areas give it censiderabls ranking alse. "Em-
ployes h!ouuation Mestings" rank very high with the research greups,
MD&D (18) and R&D (20) and fairly high with all ether areas except

Finance (22).

| ‘Tabh)
The faverable respense te this question would bs "Your Super-
viser" since the company has tried to impreve communication channels
between supervisor and subordinates. All groups except Finance (22)

show a favorable response in this respect.
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Age! The older the worker, the more he complains to his
"Supervisor' and less to "Employees in his ewa Weork Group'. Hy-
pothesis verified ~yes.
Sex: Males complain more to their ''Supervisors' than do
females. Hypothesis verified -Yes.

Work Level: Supervisers complain to '"Supervisers'’ more

often than do men-supervisors. Hypethesis verified- yes.

Number of Years with Company: The longer a werker is with

the company, the more he complains te his '"Supervisoer'. Hypethesis
verified ~yss.

Educational Level ! The lesser educated the worker, the mere

he complains te his "St)orvhor" rather than to "Employees in his own
Work Group. " Hypothesis verified ~-no.

Areat Hourly werkers, u,“uny‘ in the manufacturiag areas,
hin a slightly more favorable respense than salaried employses.
Agaia, Finance area (22) is significantly differeat. Hypothesis verified-
no. | |

Table 4

The favorable resonses here would be the '"Meetings with Werk
Greup and Superviser”. The ethers are not unfaverable but since em-
ployees showed a preference for the smaller meetings, this has been
emphasined above the ot&u. All gi«’o do show a pro!ormollar the
"Work Group Meeting", their ucenﬁ choice the "Divuonal. Meeoting",

and their third the '"Mass Meeting. *
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Age: No significant difference. Hypothesis verified -no.
‘Sex:’ No significant difference. Hypothesis verified -no.

Work Level: No signiﬂcaxit difference. Hypothesis verified -no.

Number of Years with the Company: No significant differsnce.

Hypothesis verified -no.

- Educational Level: No significant difference. Hypothesis verified-

 Areai Heurly workers are more favorable toward the "Werk
Group Meeting'' than the salaried o;aplayan. ’Hypothuio verified -yes.
Table s
A iavorsblo ruponu u 'ﬂﬁ or sbow. Rnulu -hov all poup-
are ughly h.vaubh in thoir rupouu to thio quutton.
Age: No .unificant dﬂformo. Hmthuu nrtncd -n0.
80:: ’rho mlu {$) are more favorable than the females (6). .
Hypothuu nﬂlhd -yes.

Work cholx !upcrvinu (1) are mors favorable tha.n non-

supervisers (O). Hypothesis verified -yes.

Number of years with the Commt No significant difference.

Hypothesis nriﬂo‘ ~no.

Edncathnul Level: The bottcr educated pornml are more fav-
onbh than hn sdusgated peopl.. Hypnthuu verified —yo-. “
Ar.n. With tho m-ption of theo (22). salaried omployeu--

Sales (24). PhPP (23). and R&D (20)--aro more !avorable than hourly
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workers. Hypethesis verified -mo.

Table 6

Siace company management has attempted, primarily through
the Employes Information Mooting, to answer all questions, the "Yes"
responss 18 a faverable ons te this quastion. All groups shewed highly
faverable respenses.

Aget The older workers (3k4) are more favorable than the
younger ones (1 & 2). Hypethesis verified -yes.

Sex: There is no difference in '"Yes” responses but it is inter-
esting te note that there were fewer "Ne' responses and mere '"No An-
swer” yesponses on the part of the females. (6) Hypothesis verified- no.

Weork Level: Supervisers (7) were more faverable than non-sup-

ervisers (8). Hypethesis verified ~yes.

Number of Years with the Companyt No significant difference.

Hypothosis verified- ne.

Educational Levsl: The higher educated are not more favorable

than the lewer educated. It is interesting to note, alse, that the highest
oducated (16) and the lowest “ﬁmul (13) are more faverable in their
responses thax the ether twe groups. Hypothesis verified -me.

Areat With the exception of Finance (22), the salaried smployees
are slightly more faverable than the heurly workers. Hypothesis verified-
no.

Table 7

>

This question has three parts. The high incidence of "No Answer"
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responses in parts b and ¢ evidently occured because respondents mis-
understood and filled in only part a.

There are favozable respenses to a and ¢ (information about the
company program and divisiens) and an ‘dﬂwrnbu respoms e to b (in-
formation about their own jobs). Since the questionnaire did not spech
fy what kind of Empleyee Information Meeting, it can be assumed that
respondents meant all types.

Agel' a. No significant difference. Hypothesis verified -no.

b. There is a more faverable attitude on the part of
older workers (3&4). Hypothesis verified ~yes.
¢. No significant difference. Hypothesis verified ~wo.
Sex: a. No significant difference. Hypethesis verified -no.
b. Ne significant difference. Hypothesis verified -no.
c. No significant difference. Hypothesis verified -no.

Work Level:

a. No significant difference. Hypothesis verified -no,
b. No significant difference. Hypothesis verified -mo.
¢. Ne significant difference. Hypothesis verified -mo.

Number of Years with the Company!:

a. Ne significant difference. Hypothesis verified -no.

b, No significant difference. Hypothesis verified -ne.

¢. There is less favorable attitude among the longest-term
workers (12) but this difference seems primarily to be due to the great

number of "No Answer" respenses in this group. Hypothesis verified -ae.
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Educational Level:

a. No significant difference. Hypothesis verified -mo.
b. No significant difference. IHypothesis verified -no,
' ¢. The nen-high scheol graduate or least educated growp
(13) in least faverable but again, this seems primarily dus te the great
number of "No Answer" respoases. IHypothesis verified -no.
Arsata. All areas are very favorable with the exception of
Finance. Hypothesis verified «no.
b. Finance is least favorable, PLPP most favorable,
The remaining areas show little differencs. Hypethesis verified -ne.
c. All areas are favorable with little significant differ-

ence betwean hourly and salaried. Hypothesis verified -no.

Table 8:

Aasul managers have beea mmqod » hold Empleyee Infor-
mation Meetings whenever they foel their employees md them. Thus,
the "Yes" roWo is hvoublm | ranr;blo :um-u te this ques-
tioa are slightly nu lnqunt than ufavouuo respenses. :

Age! No muncm difference. Hypothesis verified -ne.

Sex: Females (6) are mere faverable than males (8). Hypothesis
verified ~no. | | | |

Work Level: Supervisers (7) are mere faverable than nen-super-

visers (8). Hypethesis verified -yes.

Number of Years with the Company: Shert-term smployees (9&10)
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are more favorable than long-term employees (11&12). Hypothesis

veriiied ~no.

Educational Level: The college graduate (16) is more favorable

than the other three groups. There is little differer.ce between the
lowest (13} and the two other higher-educated greups {14&15). Hy-
pothsais verified -no.

Area: Two hourly greups, M. M, {17) and C. M. (19), ars least
favorable. Also less favorable are salaried employees in Finance (22)

and P& PP (23). Hypothesis verified -no.

}Tal.no 9

If to "stay tlu same" {s }co‘ul".o:ud a favorable positien, with
"mozre" or "less’ en each side, thni are ﬁon employess favoring
the "status que"” rather than desirous of a change. However, it is |
important to stress that & high percentage of employees feel they
should have mere meetings.

Agei No significant difference. Hypothesis verified -no.

Sex: No significant diﬁonp«. Hypothesis verified -no.

Work Level: Supervisors (7) are more favorable than non-super-

visers (8). Hypothesis verified -yes.

Number of Years with the Company: Those employees whe have
beexn at Ansul the longest (12) and the shortedt times (9) are mere favor-
able thana the others. Hypothesis verified -no.

Educational Level: College graduates (16) are more favorable
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than the others, but the non-high scheel graduate (13) {s more faver-
able than the other two greups. Hypethesis verified «ne.

Azeat Of salaried werkers, Finance (22) and P& PP (23) are
least faverable of the "status quo'’. Sales (24) are highly favorable.

Of hourly workers, MDD (18) and Chemical Products {19&20) are
most desirous of maintaining the "status quo". Hypothesis verified-ne.

‘Tabh 10 ’

Because Auul management has smphasised the Employee In-
formation .M’n(ting for its benefit te employess, bvqrgbh responses
woulgl bo that the workers, hou;ly and ‘u_h.riod. benefit from the meet-
ings. Th high he;dcuo‘o{ '"Ne mycr" may be dus to misreading,
a8 in Table 2, and possibly toa roluétmo to answer as te what others
geot out'obl the meetings. |

Age: '"Hourly workers" are ranked highest, "salaried werkers'
lmof by moest ages. 'Teremen' do nct scale as ﬁih_h Rank 1 as
dees 'top management'' but rank better than 'top management' in
RanksZ -3-4.

Sex: Females (6) rank 'department managers" higher than
de males (5). Males raak "top mu’ug.m".nt". "hourly workers", and
"foremen" significantly higher thaa do the females.

Work Level: Again "hourly workers' are raaked highest,

'mu is no attempt to prove hypothesis on Rank Order ques-
tions. '
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"salaried werkers" lowest. Supervisers raak '"hourly werkers' higher
than do ROR-SuPervisers; nen-supervisers rank 'tep management"
higher than deo supervisers.
Number of Years with the Company: Again 'hourly workers",

“salaried werkers, " "foremen', and 'tep management” receive similar
vankings to those mentioned under Age and Sex abeve. In ranking “hourly
workers”, the oldest and the youngest groups are less favorable than the
twe groups between.

Educational Level: Again "hourly workers"”, "walaried workers',

“foremen", and ‘top management” receive similar rankings te these
mentionsd abeve, Alse, the better educated a worker, the higher he
zanks '"hourly werkers, "

Areai Sems heurly workers (M. M., MDD, C.M.) raak them-
selves faverably as benefiting frem Employee Information Meetings
while others (Maintenance) rank thamselves unfaverably. Agaia "sal-
arisd werkers" ar: net ranked faverably, 'Fcremen" and "tep man-

agement” receive similar rankings as those mentioned above.

Table 11

Because of Ansul's Participative Management philesephy and an
interest in bringing decision-making dewn to ths lewest pessible levsl,
a favorable response to this question ie 'Yes'". All groups responded
faverably. |

Ags Although the 26-35 age group (2) is mere favorable than the |
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285 years or less group (1), there is no significant difference between
older and ysunger age groups, Hypothesis verified -no.
Sex: Males are mere faverable in their responses than fomales.
Hypeothosis verified- yes.

Work Level: The supervisers are more favorable than non-

supervisers. Hypethesis verified -yes.
Number of Years with the Company: The longer an employes

has worked at the company, the mere faverable {s kis attitude. Hy-

pothesis verified -yes.

Educational Level!' The sellege graduate {16) is mere favorable
than the 'othr three groups. Again, the noa-high scheel graduate (13)
ts move faverable than the high scheel graduate (14) and employes with
a;no c‘lhgo }trn.hhg (15). Hypothesis verified -no.

Area: Salaried workers are somewhat more faverable than hour-
ly werkers. Twe groups of hourly werkers (Maintenance and Chomical
Mcﬁrh;) are more faverable than hourly workers ia Mechanical
Manufacturing. Hypethesis verified -no.

Table 12

Ansul has attempted to insorporate goal-setting inte the 'vork
life of empleyses. Favorable responses to this question indicate that
empleyees feel they have an eppertunity to make suggestions. 'Oftea"
and "very eften" are faverable respenses.

Age: Older workers (3&4) are mo¥e favorable than younger
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workers (1k2). Hypeothesis verified -yes.
Sex: Ne significant differense. Hypothesis verified -mo.

Work Level: Supervisors (7) are more favorable than non-

supervisers (8). Hypethesis verified -yes.

Number of Years with the Company: No significant difference.

Hypethesis verified -no.
Educational Level -The college graduate (16) is most faverable

but thore is not & sigaificant difference botween the other three groups.
Hmhnu voruhd

Areat The slight d!l(crmo ln the totals of hwublo respenses
Nl«u M tvo hourly ;m’u o M. M, (17) and Maint. (ll( and ene sal-
aried (mp. l‘hauo(zz) rank hut favorable. nypothuu verified «no.

Table 13:

The previeus question asked if the opportunity to make suggestions
was available. Question 13 asks how often employees make suggestioas
about their own jobs. Again, favorable responses are "Often" and "Very
often™,

- Ao’ Ne significant differense. Hypothesis verified -no. It is
interesting to notice that the oldest (4) and youngest (1) of the four groupe
are least favorable.

Sex: Males (5) are more faverable than females (6). Hypothesis
verified -yes.

- Work Level: Supervisers (7) are more favorable than non-
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supervisors {8). Hypothesis verified -yess.

Number of Years with Company: The total of favorable respenses

of long-term workers { 11&12) is more favorable than the total of favor-
able respoases of shert-term werkers (9% 10). Hypothesis verified ~yes.

Educational Level: The more educated the worker, the more

favorable is his response. Hypothesis verified -yes.
" Area! The only significant difference in favorable responses
is that P& PP (23) is the least favorable of the groups while Sales (24)

is the most favorable. Hypothesis verified -no

Tabl. 14
| 'rh pM quotun uhd how ohuon’hyo“ make sugges-
tiens. Qunun 14 asks if the omplyyon feel they can make suggestions
abut their jobs at any tims. Thus, a faverable respense weuld be '"Yes'.
All greups are significantily favorable in their respoasses.
: ﬁl.!l Ne Qiplﬁcut difference. Hypeothesie verified -no.
Sex; Ne¢ significant difference. Hypothesis verified -no.

| Werk Level: Supervisors (7) are more favorabls than nem-

sepervisors. Hypothesis verified -yes.

Number of Years with the Company! No significant difference.

Hypothssis verified -ne. Note that the lengest-term (12) and the short-
sst-term (9) workers are most favorabls.

Eduecational Level: The better educated the employes, the

mere favorable is his response to this question. Hypothesis verified ~yes.
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Area: The only significant difference in favorable responses
is that PuPP (23) is the least faverable of the greupe while Sales (24)

is the mest faveradble. Hypethasis verified -ne.

Table 13

Because the company has urged employees te participate in the
company goals, they should have the eppertunity te make suggestions.
Thus, ‘ﬁu“ zesponses are faverable. All groups answered faverably
although the difference ia frequency between "Yeos" and "No' respenses
is not significant in all groups. The high incidence of "Ne Answer" may
indicate that respendents are net answering because they have ne defiaite
faverable-unfavorable opinien and seek “a middle ground" which is not
supplied in the answers.

Age: No significant difference. Hypothesis verified -mo.

Sex: No significant difference. Hypothesis verified -no.

Wezrk Level: Supervisers (7) are more faverabls than non-

supervisers (8). Hypethesis verified -yes.
Number of Years with the Company: No significant difference.

Hypothosis verified -ne.
Educational Level: Higher-educated peeple (14, 15, & 16) are

mere faverable than lower-educated people (13). Hypothesis verified- yes.
Arvea: Salaried workers, with the exception of Finance (22) are
mere faverable than heurly werkers. Hypothesis verified -no.



124

Table 16

Persenal job-setting geals for every empleyse has heen em-
phasised by Ansul management. The faverable response is "Yes".

Agei Ounly the yeungest greup (1) is more favorable than the
othars. u”.mm vorified -meo.

Sext Females (6) aze mere faverable te this response than
males (3). Hypoethesis verified -ne.

Weork Lovol: Supervisers (7) are mere faverable than men-

uporvuon m ltmhnh verified oyn.

'Mhr ot Years with the c.:upglx The shert-term empleyees

{9&10) are meore unublo than the lu.atom employees (11&12). Hy-

Mhnn verified -
o

l:(nuthul Level: The ughn the Mu‘. the more favor-

able is the rum. nypthuu verified -yes.
Area: The salaried vorhn are more positive ia their response

thanm are the hourly werkers. Hypsthesis verified -no.

Table 17

With emphasis upon persenal geal-setting, the larger perceatage
of decisions within a work greup sheuld be made by nen-supervisery
pezsennsl. A faverable respeanse weuld be $0% or ever. Net all
responses to this question are faveradle.

Aget Thore were more unfaverable than favorable respenses in
this eategory. The older the smpleyes, thes less faveralile is his
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attitude. Hypothoois verified -no.
Sex: There were more faverable than unfavorable respenses in
this greup. Females had more favorable responses than males. Hy-
pothesis verified -no.

Weork Level: Supervisors had more favorable respenses than

did mon-supervisers. Hypothesis verified -yes.

‘Number of Years with Con’xpayt All groups hd mere unfavorable

than favorable respenses. Slight differences wirc that leagest (12) and
shortest-term (9) employsss were mere faverable than other groups.
Hmtluu m-um -no,

l:duatioual Lovolt With the moptiu d tho collogo .rm

mn were mere u(anubh thu ﬁvoubh rn’oun. m couo.o
.n‘utu (16) were m uly ughor-od‘uud gtnp vxm was faverable.
| Hnuhuu vnm“ ~ne, |
Arxeat The hourly workers , M.M.(l?j. C.)l.(".). lnd m.
(21), had more ﬁ!gvoublo than faverable respenses. Othr groups

were faverable. Hypothesis verified -no.

Table 18

The pregram of job evaluatioa and decision-making should lead
to a cleser bend between supervisor and suberdinate. Thus, favesah)e
responses would inglude "Superviser' and "Self" as important in de-~
termining how jobs are carried sout. Most employees ranked their "Su-

perviser” abeve "Self", seme with mere significant difference than



126

others. ''Self’" appeared most frequently in second place and 'top
management'' in third.

Age: The older greup ranked their '"Superviser' higher thaa did
younger employees. The younger employees ranked both ''self" and
"Top management" higher than did older empleyees. There was not a
significant difference between top ranks on “self" and '"Top mgomn".b

;So_g_:i Females were more faverable in ruﬁhg their supervisors
and themselves then were males. There was net a significant difference
between top ranks on "Self" and "Tep management”.

~ Work Level: Noa-supervisory werkers ranked their "Sapervisers™

highest while supervisers ranked "Self" highest. “Top'mm'omu"
was ranked significaatly low by supervisers.
Numbez of years with Company: Long-term employees ranked

"Self" higher than did shert-term employees. Short-term employees
raaked '"Superviser” higher. There was no significant difference be-

tween top ranks on "'Self" and "Tep management™.

Educational Level: Significamt differences were that college
graduates ra;bd "Self” higher than their "Supervisors' aand non-high
seheool pdutu ranked "Top management™ over "Self. " The ether
twe greups did net differ in top ranking "Self* and ‘Top management. "

Areai Significant differences were that Sales ranked "Self",

abeve "Superviser' and heurly workers (MM, MD&D, and Maint)

6Thou is no attempt to prove hypothesis on Rank Order questions.
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ranked "Top management' above "Self".

Table 19

1. Managers answer that employees coms to them more eften
than net with qultw and for infermation. Employees, bﬁﬁr.
fdaponddd that they did net complain to members of management
above their supervisers (Table 3). It is possible, since the questions
were not correlated, that omplbf“.' de go te managers above their
{mmediate superviser with questions and for informatien but nof with
‘complaints. o |

2. Although the greatest aumber of managers get information
from management ahove them, a rather large percentage alse acquires
‘{aformatie from management at their level.

3. Approximately three-fourthe of the managers folt infoermation
was adequate in the "status que". Approximately one-fourth preferred
s change to more information.

4. Managers answered favorably that suberdinates give them
adequate information abeut their jobs but‘ claimed this information was
more accurate “sometimes" than "always".

S. i{mgeu believe the workers, "salaried" and “hourly”,
benefit most from the Employee In!ormatioh Mootinﬁ. Second in raak
are “foremen", they claim.

6. A large percentage of managers feel employees do want infor-

mation that is not pertineat er that they do not need.
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7. Most favored response is that employees are "more inde-
pendent'’ because of Participative Management. Slightly less than
half of the managers, howsver, feel they are 'less independent”, and
few specify "no change".
8. Almost three-feurths of the managers felt Participative Man-

agement made employees more flexible in their jobs.

Summary

The results of this quoitwro data have bon'htor,imd
ncor'dh'v tol th. relationship bctvm Mrm uc’uun' variables.
htorpcmt‘un has shown vhctlur'. or aot tho hypothesie was verified by
the respenses. Further interpretation of this muorhi will follow in
Chapter V whno.cornmm will be made between quantitative and

qualitative materials.



V. CONCLUSION

This conclusion te the study will shew relatieaships between
the report material concerning Ansul's commmunication system and
participative management pregram reviewed earlier and the epinicas
of Ansul employees and managers shown in questionnaires and inter-

views.

Appresch
Since the survey questionmaires were based on celiscted data

about Ansul's communication systeam and ite participative management
program, the questions include the satire scepe of the study. Fer this
reasen, these questions will be used as a basis for discussion of the

interrelationship between statistical data, interview resuits, and com-

pany regords and reperts.

Discussion
Question 1 ! Do you get smough information about the company ?
(Answers -Yes or no)

If Ansul's formal communication system was effective in the past

or is effective at the preseat time, the assumption can be made that
statistical results will shew favorable or "yes' responses. This
assumption is verified (Table 1). Since the question implies information

129
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frem any source, and since the next question shows a high rating for
"Other Employees' as a source of information, it is possible that l@
of this information is received through the informal asseciation of the
"grapevine’. However, the mext question alse points eut the ever-all
high ranking (lm "l:-’uy“ Information Meeting with Supervisor' se
Mltmwmnh ;rmmdwomtm comaes frem
this seurge.

Qacthn 3: From what seurece io you recsive nut of your infor-~

mmn about the company ? jAn\nn -Annual Empleyse h!orwm

Meeting, Bulletin Beards, Employes Information Meeting with Super-

visor, Other Employses, or Employee Letters from Managemaent.)

Because of recont emphasis, it was assumed that the "Em-
ployes Informatioa Meoting with Supervisor' weuld receive a higher
ranking than the "Annusl Empleyes Information Mesting”. This assump-
tion was verifisd (Table 2).

" The high rank given 'Other Employses" by all groups surveyed
may be dus partly to the fact that ne matter how elaborate a system of
tonnl muha. informal channels will always function te some
exteat. lntorvtﬂu with managers. thod that they felt participative
mgmnt M lod to some mr-unmnluuu or excessive feed-
iult. ) ¢4 mn is a great deal of mootrumd discussien, this could
be one reasen why ''Other Empleyses” unk se high. Prebably sigaifi-
cant, also, is the fact that all l:-ploy« Mormttoa Meetings, even

meetings with supervissxs, have boon used loss and less the past two
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years. As mentioned earlier (Chapter I, p. 2)
The de-emphasis of the mass meeting, a fow years ago highly
significant in Ansul's communication program, has meant that the
Employee Information Meeting has becoms almost non-existent
for some emplayees. Feor others, information meetings en a
small group scale still have important communication valus...
The mtinu themselves have changed rulu;uy ; the employ-
ees ! axposure to mestings have differed.

The "Annual Empleyee Information Mesting” received a lower
rating than "Employes Information Meeting vl}h Supervisor’ and
"Other Employees'. This is net surprising since the last annual
meeoting (Ysarly Objectives Mesting, Chapter III, pp. $9-60) ﬁl in
December, 1938, and lasted only fifteen minutes. "Empleyee Letters
from Management” received its highest rating from Sales, a salaried
ares. Yet the Empleyese Nowsletters of 1939 were primarily for pro-
duction people frem the Vice President of Manufacturing. "Bulletia
Boards" received the lowest rating of the five. Actually, enly one
manager interviewed belisved Bulletin Beards wers a goed seurce of
informatien (Chapter III, pp. 67-68).

Most managers interviewed indicated the need for mar ¢ small
departmental or work greup meetings if time would allow them (Chap-
ter LI, pp. 68-69). Within the Finance area, one manager theught the
"Annual Employee Informa tion Meeting' best for his people because it
gave them information on ether divisions and tls entire company epera-
tions as well. Several ether managers in this area did not think the
meetings were imperative. They stressed the difficulty of getting em-

ployees interested in meetings, partially blaming this on the fact that
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many Finance area employees are young women and the employee
turnever in this area is considerable. Threughout the survey, how-
ever, empleyees from the Finance area have responded less favorably
than any others. Feor example, they have expressed the opinions that
they (1) depend on other employees for information (Taﬂo 2); (2) com-
plain to sther employees rather than te their superviser (Table 3); and
(3) are one of three areas which had more "ne” than "yes" responses
when asked whether supervisers called Employes Infornm tien Meetings
often encugh. (Table 8) |

It s curious to nete, alse, that in the "Number of Years with the
Company" category, the employses who have worked the longest at An-
sul and have been available for the mere extensively planned Annual
Employee Information Meoting of several years ago, gave the "Anmual
Employee Information Moeting” its lowest rating.

Question 3t If you have semething to complain abeut, whom de
you most often complain to? (Answers: Employees in your owa work

Jroup, Your suparviser, Member of Management above your supervisor,

Employess outside your own werk group.)

I statistical results of this question are an adequate indication,
a superviser is a highly impertant communication channel for com-
plaints. A large percentage of respondents in every group answared
"Superviser” te this questioa (Table 3).

The reasen why "Member of Management Above your Supervisor"
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is included as a possible response is because the presideat and top
management members of the Operations Committes kave heen avail-
able te groups as reseurces for several years. The possibility that
employees might complain to these resource people was assumed. It
was not a valid assumption.

. Question 41 Which employee information meeting do you most

favor? (Answers: Meeting “vith division, Mass meseting with everyone

in the company, Meeting with work group and supervisor.)

- The evelution of the Employes Information Meeting from an
annual mass meeting to a divisienal maeeting te a small work grewp
maeseting cams about because of the desire for these changes expressed
by a majority of empleyses. As eslaborated in Chapter 1II, Ansul man-
agement distridbuted "Follow-up Meeting " questionnaires, analysed
suggestions, and provided changes in the Employees Information Meet-
ing as often as onry six months. Thus, the cta.t_inlul results of this
question should shew the preferences for the meeting with work group
and supervisor hecause this is what the mpby_ou asked for. Without
exception, all groups show this preference. (Table 4)

Questions 5 & 6: (3) If you were to ask guestions at your Em-~

ployee Informatien Meeting~-either the Annual Mass Meeting or your
Werk Greup Meeting--what percentage of your questions would be an-

swered? (Answers: 100%, 75%, 50%, 25%, Nens.) (6) Do you feel

the company's management answers your questions as best they can?

(Answers ~Yes or No.)

L e
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All groups surveyed showed consistently favorable responses
to questions 5 and 6 (Tables 5 and 6). However, as reported in Chap-
ter III (pp. 61-62), employees have complained in the past because man-
agement's answers were not specific enough. Management found itself
with seme problema when it allowed any questions to be asked by em-
ployees because not all questions were answerable in a specific.enough
manner to satisfy all empleyees. Thus, the assumption may be made
that, because employses are presently further removed {rem regular
Employes Informatisn Meetings where extensive answers were attempted
by management, they may be more tolerant in their attitudes toward
these answers.

Question 7: What kinds of information from Employee Informa-

tien Meetings have you received? (Amswers: a. Information abeut the

over-all company program? Yes or No. b. Information about your own

Jeb? Yes or No. ¢. Information about the work of other divisions? Yes

or Ne.

As the Employes Information Meeoting evelved from the mass
meeting format, information derived from these meetings changed
as well, The meeting emphasis en the work group of recent years
has net eliminated company and divisional information but has made
such information available mainly through reseurce people. In 1958
only a few divisions used suggested reseurces. It was expected that
empleyess were receiving hlormtion primarily abeut their own jobs

in their own work group meetings.
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Respondents to this question claimed they received information
about the company and division programs but not en. their owa jobs,
(Table 7). There may be several reasons for such answers: (1) the
respondexnts are using only the Annual Empleyes Information Meeting
(l..o. the Objoétlyo- Mesting held in December, 1958) as a frame of ref-
erence; A(z) tho lo‘_v resource persons vhé have been used over tho past
foﬁ Iyguo have N‘n highly effective; or (3) the supervisors are em-
’huhla‘ comp;ay and division rather than work greups ia the few
motlnu th.y heold, | |

Questions § & 9 (t) Does your uprvlur uu an Employee

Information Meeting often eneugh? (Answers: Yes er No.) (9) How

much time do you think you should spead in Employes Information

Meotings ? (Auwou -More than we deo now, Same as we do now, Less

thnvodom )

Survey results show ealy a slightly mere frequeat response to
A T thax to "n0" in Question § (Tabh 8). Because so many responded
"n"--th.t tnh' uporvinn do aet eall Employ« ln{omuu Meetings
often Qnoqh--lt is wﬂont that a considerable number of employees

| desire more Employse Information Meetings.

In question 9, a slightly greater percentage of employees prefer
to keep, rather than to change, the "status (uo” (Table 9). It is impor-
tant to notice, however, that a considerable number of employees Islt
they should han more meetings. Since some departments presently

hold mothp only Once a year, sometimas less, it is ut surprising
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that employses, who became highly meeting-conscious a few years ago,
presently iadicate a desire for more meetings.

Question 10: Whe benefits most from the Employee Information

Meeting? (Answers: Salaried workers, Department Managers, Top

Management, Hourly workers, Foremea.)

In 1955 several different mesting approaches were utilised for
three audiences: (1) hourly employees, (2) male salaried employees,
and (3) female salaried employses. (Chapter III, PP. 49-51) Meeotings
were specifically designed for different needs so that the greatest benefit
te each group could be achieved.

Teday, whan there is an Empleyee Information Meeting, there
i{s individual atteation for differeat greups frem the supervisors who
should be closest te the greup's problems. Thus, this questioa, if an-
swered favorably, should show that workers are receiving considerable
benefits. Managers' questionnaires (Table 19) showed that managers
felt that "hourly workers"” and “salaried workers" received more benefit
frem meetings than anyone else. In mest cases, hewever, employees
rated 'hourly werkers" highest but “salaried werkers” lowest (Table
10). It is possible that this is due te the fact that mere Employee Infor-
mation Mestings are held among hourly than among salaried employees.

It is interesting te note that, while ether hourly werkers rate
themselves as benefiting favorably from the meetings, the Maintenance
Division dees net, However, accozrding te a 1957 repert (Chapter III,

p. )
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Maintenance was particularly invelved in communimla. infor-
mation en the company through resources. Observation on com-
pany morale indicated that foremen in this division seemed more
progressive and other empleoyses more satisfied.

Evidestly maay woerkers do net fesl they personally benefit
from Emplay“ Inlormtion Moctiqn as mch as top management,
dcputmat m‘or-. and lormn. Aquh top management hu
bou prtic‘hrly aaxious te mho the vholc eo-uauaintion pregram,
| u’“hny m l:mployu w.r-mm Muth;. mtuhgm to the nen-
uporvinry vorkou. one utogory of un-nporvinry worlur--tho
salaried on’by‘u-- is rated lov hy Anul persennsl. |

Qu“ttn llz Do you bcum you -h«u tako )art in m docluon-

mkh‘ in your department ? (Anwous Yu or Ne.)

Auul refers to its prtictmlvo MARAGOMENt Program as & means
by which its workers have an epportunity te aid ia decision-making be-
cause duhicu are breught dewn to the lowest possible level. How-
ever, it is well te recall that there is some evidence that mplo}on
aio not clc‘n on tho.toml "participative mn'cmu" and 'decision-
making" (Chapter II, pp. 32-33.) As nur«d in 1954, mgcu were
‘Mh. to define ’nporly m terms of their new phuooophy of man-
um. In & mimeegraphed co" of utn ona -mgomnt meeting
held in April, 1954, the following comment was made: "Lowest’ level--
word 'iﬁnt‘ ts i) conc.oind. Rosuy means decisions are respensib-
ility of persons with the p?oblom. " And, accerding to Robert Heod,

the implemsntation of a decision, not making a decision, is the core

of the participative management philosophy (Chapter II.‘ p. 32).
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Although managers as well as employses may net be sompletely
clear en vhut is expected of them in decisien~-making, the statistical
results of Question 1l peint out the employses' desire te take part in
decision-making in their departmants. (Table II, p. 97.)

Questiens 12, 13, and 14t (12) How often do you have an oppor-

tunity to make suggestions? (Answers: Very Oftea, Often, Seldom, and

Never.) (13) How eoften de mum nlpouou about your own job?
(Anms;u ‘ch often, Often, Seldom, and Ncnr.) g}l?q De ;2" fesl

you can make suggestions shout your ewn job at any time? (Answers:

Yes oi 86.) |

R;smioo to these t&n «nuou iouonhg oppoMty. Itoo
quency and freedem te make suggestiens are faverable. (Tables 12, 13,
and 14.) The researcher concedes M‘ if there had beon & mere Mul
’uhioi in Oummu 12 and 13 (i. 0. "aima") the "otiu"' TespoRses
might have been fewer in number. The fact that the greater pereeatage
of u\yl'qno'du answey "du»" rather M "geldem" is cmﬁond
significant, however, and an indication that the respendents, with few
mopti@. l«l they can participate in persenal geal-setting. |

Question 18: If you were te mka.. suggestion about the eompany

(New Predust ldes, Change in Production, etc.) do you feel it would be

considered by company mpmuf (Anmn: Yes or No) |
| Ansul has stressed that all personnel are ''resources’’ hecause
each has individual information ne ene else has, that "it is & ehniia‘o

to management to find ways and means te dtuttvoly bring te bear ve-
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sources , regardless of the hierarchal structure on problem selutioa. "

(Chapter II, p. 15) Thus it is assumed that an employee can make a
suggestion about the company and expect to have it considered by com-
poany management. The ronpomn to this question by all groups are
pdtivo (table 13). |

Questions 16 and 171 Do you feel you have a part in setting up

your personal job goals? (,Anunr‘ox Yeos o‘r No) (17) Within your own

werk greup, about what perceantage of the decisions concerning the work

group are made by mﬁofcn? (Answers: All, 100% , 75%, 50%, 25%,
%) . . ,
Geal-setting was oni of the anﬁo Aasul expected to be effected
by the philosophy of "participative m.mat” « Although there has
| beon loss emphasis the past few years en preoduct investigating teams
and mutual seeking of company goals (Chapter III, pp. 16-17), employ-
oes oﬂﬁaﬂy fesl they have a definite Mo in setting thelr personal
goals and respend favorably to Question 16. With Question 17, how-
ever, eldey employees with longer experience ia the company were un-
favorable concerning the number of decisions within the werk group
made by employses (Table 17). Also, hourly workers showed a disat-
isfaction vtth this situation even though, as mentioned earlier, more
Employee Informatiea uuthn.:whoh decisions might be made, are
held for hourly ﬁrhrt than for ui&rhd.

Question 18: Who has the most to say about how your job will

be carried out? (Answers: Yourself, Top Managens at, Your Super-
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visor.)

It is assumed that a communication program such as Ansul's
should lead to a closer band between n_porv{-cr and subordinate.
Responses te this question verify this assumption, Most employees
ranked “supervisor” highest. Ia ;”t cases, ''self' was ranked second,
"top management” third, an indication, perhaps, that employees do
feel their responsibility to their own jobs.

The !orogoh. eonclusion u- ulod the survey qultlou as a
um for diuuuio: of urny rnulu. intorvuw data, and Aaul
records and reports. Ahhuh this paper has not been essentially a
research ltudp it has included questionnaire data which would be
u‘ohl to th; cempany. It ﬂl. therefore, relevant te include a short
summary of the survey data, The following conclusions can be made!

1. The quitiomtu rvesults are believed to be valid by this
researcher hecause, through Ansul's policies of feedback and employes
surveys, Ansul persennel have had ample opportunity te become famili.
srised ﬂth questionnaires. Alse, threugh the sacouragement of the
pﬂielp'uu;c management philosophy, employees hvo had an eppor-
tuuy to express their personal opiniens; verbally and throuh ques-
tioanaire surveys. Therefore, data gathered by qultiomiru sheuld
accurately express the opinions of the respendents.

2. A general hypothesis significant to the survey was formulated
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after the researcher had studied miscellaneous records, reports, and

other background materials at Ansul Chemical Company. This hy-
pothesis was:
Physical conditions--age, sex, education, job level, years of ex-
perience with the compaay, work group affiliationy- are significant
factors in d etermining the attitudes of Ansul employees.
The following table shows the totals of Yes and No respoases
as te whether or net the hypothesis is verified by statistical data. These

responses were first listed in the Intcr,ritatioa of Data, in Chapter IV.

TABLE 20

TESTING OF HYPOTHESIS

Question Independent Variables
Werk No. of Educa-

Age Sex Letel Years tion Area
leevee  Yeo Ne Yes Ne No No
3...... Yes Yes Yes Yes No Neo
4...... Neo No Ne Neo No Yes
$...... Ne Yes Yes ‘Ne Yes Ne
6é...... Yes Ne Yes Neo Ne No
Teveee. Yo (1) No(3) No(3) No(3) Ne(3) No (3)
2 Ne (2)
$...... No Neo Yeso Ne Ne Ne
9...... No Ne Yes No Neo No
ll...... Ne Yes Yes Yes No No

- 12eeress Yes No Yes Ne No No
13...... Ne Yes Yes Yes Yes Ne
14...... Ne ~ No Yes Ne Yes No
18...... Neo No Yes No Yes Ne
16...... No No Yes Neo Yes No
17...... Neo No Yes No No No
Totals.. 12 No 13 No 13 Yes 14 No 12 Ne 16 Neo

S Yes 4 Yes 4 No 3 Yes S Yes 1 Yes

'I‘h oaly part of this hypothesis that appears to be verified is

M 01 job level, that supervisors tend to be more favorable than non-
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supervisers. The general hypothesis is rejected, however, because
there {s net sufficient eccurence of Yes responses for verification.
Thus, accordiag to these findings, these physical conditions do not
appear to be significant facters in determining attitudes of Ansul em-
ployees.

3. Over-all statistical results show that employees tend to
be faverabls teward Ansul's communication system. Because of work
conditions at Ansul during 1958--layoffs of seme hourly empleyees, a
33-hour work schedule for some werkers, slimination of some salaried
jobe, and managerial erganisational changes--several members of An-
sul's top management indicated that questionnaire results might show un-
faverable epinions teward the company’s communication system. Howe
ever, though the survey suggests that ¢ertain imprevements couldibe
made--1.9. more departmental or work group mestings--responses
are consistenlly favorable toward the communication system.

4. Statistical results shew that, generally speaking, employess
are positive in their attitudes teward their part in the participative
management program. In spite of the medifications and changes which
have reduced meeting timne and emphasis on "participation’, employees
respond that they have eppertunities and freedom to make suggestions
and to take part in seiting their personal job goals.

| A ninbot of managers feel that there is misunderstanding on the
part of the employees as te their definite role in "participetive management'.

The questionnaire survey was net expected to indicate such a misunder-
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standing on this matter. As far as the statistical results show, there

is no such implication.

S. The statistical results of the survey of middie management
point out several positive attitudes that were not observed in the inter-
view situation. The positive results of the philosophy of participative
management were questioned by mest managers interviewed in August,
1959. Questieonnaire results show that managers definitely have epinions
on how participative management has affected employses. While 35%
felt participative management made empleyees less independent, $3%
felt it made them more independent. Seventy per cent of the managers
concluded that participative management made employees more flexible
in their jobs. The researcher assumes that flexibility and independeance
in most job sitwations can be said to be positive attributes and that,
therefore, some of the managers are positively inclined toward these
particular results of the yro.nlm.

The foregoing five points have summarised the results of the
survey of the attitudes of employses and management toward the com-
pany's general communication system and the participative management
program. The purposse of this study was net only to survey these
uuwoy but alse to describe and evaluate a specific method of com-
munication at Ansul Chemical Company, the Employee Informatien
Meeoting. Frem this background study of the Employee Information Meet-
ing, a few summary points are suggested,

1. One of the most significant factors to recall is that of the
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extensive modifications that camse about in the Employee Information

Meeotings between 1953 and 1956, the years covered ia this study. These
involved not only changes in meeting procedure, from extensively-
planned, mass meetings to small-scale work group meetings, but also
changes in responsibility for the meetings, from top management to de-
partment supervisors aad foremsen. Employee Information Meetinge have
ceased to be compulsory for supervisors and have been used less and
less during the past few years. Managers have indicated, through ia-
terviews, that they should take time for more small departmental or
work greup meetings. Employees also have indicated a desire for more
of these meetings. Evidently substitutes have not taken the place of the
Employes Information Meetings. It ia the opinion of the researcher,
therefore, that the Employee Information Meeting should be emphasised,
and encouraged to a greater extent at Ansul Chemical Company.

2. Another significant factor concerning the Employes Infor-
mation Meeting is that salaried workers indicate that they do not benefit
from such meetings. This viewpoint has been shown since the meetings
began and was one reason why, several years ago, Ansul Management
distributed different quoltiox;uiru to salaried employees and held
seperate meetings for them in erder to insight additional interest. In-
terviews with managers in August, 1959, indicated that, at the preseat
time, information meetings are held more often inc divisions and de-
partments which are made up of hmly workers than in those made up

of salaried workers. It is the opinion of the researcher that salaried



145
employees should have an epportunity for mere Employes Information

Meeotings in order that they may tend te realise greater benefits from
them. |

In cenclusien, it is tho op;nlon of the guouchu that Ansul's
cmuth;\ system during the past six years, interrelated vhh
its ,Mlo_n,hy of | Mclpﬂ.n management, has produced oanplqy«n
m are highly Mpnlbd in their company. As Ansul nmgom_ﬁai
has realised, this interest can often lead to such negative coaditions
a8 excessive crmcim and o_gt.,okon opiniens from pouoml. i,
by oxpu”m monn. sven ermc_al interest, the vprhqr is Miqut_h;
that his job u meaningful to umnol! as well as to his employer, can
these pegative aspects, in the long run, be advantageeus? n will be

the place of Ansul management to resolve this question.
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QUESTIONNAIRE 1

1953 Questionnaire Form for Salaried Workers

QUESTIONS AND COMMENTS ON COMPANY OPERATIONS

:!'hun«
R&D
Sales
' Manufacturing
Others

. QUESTIONS AND COMMENTS ON DIVISION OPERATIONS
Preduction
Ordori
Budget
Morale
Expansion
Manpower

Others
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QUESTIONNAIRE 2

1953 Questionnaire Form for Hourly Workers (1)

QUESTIONS AND COMMENTS ON COMPANY OPERATIONS

Finance
RkD

Sales

Others

QUESTIONS AND COMMENTS ON DIVISION OPERATIONS

Productioa
Orders
Budget
Morale
Expansion
Manpower

Others
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QUESTIONNAIRE 2 (Continued)

QUESTIONS AND COMMENTS ON DEPARTMENTAL OPERATIONS

Production

Manpower

Cests & Budget

Jeb Evaluatioa
Job.Olppo'r.tvnnltin

Merale

!mprgnmnt Expenditures
New Predusts

Others
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QUESTIONNAIRE 3

1953 Questionnaire Form for Managers
December 11, 1983
PRE-MANAGEMENT MEETING QUESTIONNAIRE
At our annual mansgement meeting late this month the past fiocal
year's operations will be discussed and future plans outlined. You
evaluated last year's meeting in a post-meeting evaluation question-
najire. With this a s & guide we have drawa up the follewing questions.
Answers to these questions will help the Executive Committes plan the
meeting to meet your requests and needs.
1. You said last year that your understanding of Ansul operatiens
were increased. This year Bob Heod will give (a) an overall
picture of 1953 activities and there will be (b)) & l&nchl report.

In what other areas would you like information?

2. Moest of you felt last year that you did not have adequate prepara-
tion for your participation in the management meeting. What

kinds of preparation would you like to have ?
(a) More advance notice of the meeting ?
(») More information as to hew the meeting will run?

(c) Mere resource people to answer questions resulting from
this questionnaire or frem the floor during the meeting ?
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QUESTIONNAIRE 3 (Continued)

‘ -2-
3. You said last year that in future meetings you wanted to see

priority be given to a discussion of new products and the
ﬂlauui picture?

a. What would you like te knew about new preducts ?

». How do you want the information presented ?

' Straight informational presentatien by Research and
Devslopment

 Disgussion led by Research and Development panel
Question and answer period oaly

Other suggestions:

¢. What would yeu like to know about finances?

d. How de you want the information presented ?
Straight informatienal presentation by the Treasurer

Discussion led by finance group panel

Questionand Answer period only,

Other suggestions:




182
QUESTIONNAIRE 3 (CONTINUED)
-3-

4. Top eperating management has been meeting periodically as
you know, to help better develop our management. It has been
communicated to you that work has been done in areas such as
cost conservation, training and development, etc.

Following is a list of soms of these. Check those which you

would nko to know about.

(a) Cast conservation

(b) Training and Development
{Lateral Movement)

(c) Company organisation.

(d) Salary administration

$. At your suggestion, meeetings were held for employees
last Spring. How do you feel about these meetings ?
(a) We should omit them

() We should have them again

What suggestions do you have for such meetings ?
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QUESTIONNAIRE 4

1954 Questionnaire Form for Managers

POST MANAGEMENT MEETING
APPRAISAL

We will appreciate your respenses te the following questions. May we
have this informatien by Wednesday, January 20.

1. Check the meeting you attended.

3.

4.

Friday

Monday

Boeth

In what area do you work? Please check ons.
Maiaiouuo

Research k Development

Mechanical

Chomical

Sales

Finance

Other

How de you feel about the sise of the meeting you attended ?

About right

Toe small

Toe large

Deo you have specific suggestions ?

What do you feel you got out of the meeting ?
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QUESTIONNAIRE 4 (Continued)

.z.
5. Did you get adequate information at this year's meeting about
company operations that you think are important ?

»Yn.

- Ne

6. Which areas of the company operations would you he mest

interested im learining abeut at next ysar's meeting ?

Thank yeu for your comment. Pleass send them te Dick Drebus,

Personnel Department.
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QUESTIONNAIRE $

1955 Questionnaire Form for Employees

POST-MEETING QUESTIONNAIRE

1. What is your general reaction to this year's Management-Empleyee
Meetings ?

2, Hew de you feel that this meeting compares te the last Employee-
Management Meeting? Why?

3. Was material presented of interest te you and was anything omitted
that might have been interesting?

4. What are your feelings on this arrangement for presenting the
material--Presideat to Department supervisors?

5. Did you have an oppertunity to ask questions?

6. De you have any suggestions for future Employee- Management
meetings ?
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QUESTIONNAIRE 6

1956 Questionnaire Form for Employees

EMPLOYEK YEAR-END MEETING QUESTIONNAIRE

The following questions are designed to bring out your feelings on

ths Year-End Meetings which were held a short time ago. The ques-
tionnaire is anonymous and no names are to be signed. Please an-
swer each question and send to the Personnel Department no later
than March 15, 1957. The questions will be analysed and the next em-
pleyoo maeeting dnl(n will be based on your reactions and suggestieas.

Qu“tion 1 -Hov did you like this lnt Employee Yoar-End Moeeting ?

Question # 2 -How did this meeting compare to the pncodin; meeting ?
Why?
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QUESTIONNAIRE 6 (Continued)
- 2.

Question # 3 «Was the material which was presented of interest to you?
If net, how could it have been made more interesting ?

"~ Question #4 -Do yeu feel that the questions you asked were suitably
answered in the smaller meetings you had with yeur
supervisor?

Question 5 -What other suggestions do you have for improving future
mestings? Please be specific.
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QUESTIONNAIRE 7

1957 Questionnaire Form for Employees

SAMPLE FOLLOW-UP QUESTIONNAIRE

Work Greup

M Hourly

) Salaried
Supervisery

The following questions are intended te tap your feelings en the

Year End Meeotings which were held a short time age. You dea't have
te sign your name on these forms. Ne ene is interested in whe writes
their opiniens but we are interested in what you think abeut the Year
End Meetings. The information gathered will be used te guide your
future Year End Meetings. 5o dig in and write dewn yeur feelings and
suggestions. . - o

1. What parts of the you' ond meetings were mest interesting and mean-
ingful to you?

2. Was the "Year End Report' which was sent te your homse clear and
helpful te you? Please give the reasons for your answer.

3. What material covered was most interesting and meaningful to you?



189

QUESTIONNAIRE 7 (Continued)

-2-

4. What material weuld you like to hear about in future Year End meet-
inge? -

S. Are there any questions which were asked that need further clarifying
or answering? If se, which ones?

6. De you feel that the quesisn gathering methed allowed you te ask
questions which were important te you? If not, please explain.
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QUESTIONNAIRE 7 (Continued)
.3-

7. What suggestion do you have for changing or improving future
meetings ? Please be specific.

8. Hew did this meeting compare to preceeding mestings? Please
give the reasens for your answer.

9. Aay comments about Year End Meetings:
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QUESTIONNAIRE 7 (Continued)
2

CHECK THE WORDS (A8 MANY A8 NECESSARY) WHICH YOU FEEL

DESCRIBED THE YEAR END MEETINGS

Clear_____ Well done

Toolong Straight ferward
Bering Necessary

Valuable Confusing
Artificial Desirable

Inadequate Insingere
l‘orml;_;___ ‘ Frustrating

Useless Helpful

Sincere Unnecessary
Meaningful Interesting
Breadening Adequate

Toe shert Informative
l‘til’yi_ﬁ — Neds improving

Waste of time

Complicated

A.mnhg
Infermative
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QUESTIONNAIRE §

1959 Communication Survey Questionnaire

EMPLOYEE COMMUNICAT ION SURVEY QUESTIONNAIRE

I. Please {ill out the following personal data:

Age ' Sex Work Area
M ¥
Department Work Group
. Job Title Yoail at Anm

Education: Grade 8cheol or less
Some High School
High School Graduate
Some College
College Graduate
Graduate work beyend college
Other education (Specify)

[T

II. What are your epinions about Ansul's Employee Information Meeting
and other metheds of communication?

1. DO YOU GET ENOUGH INFORMATION ABOUT THE COMPANY?

Yes Neo

2. FROM WHAT SOURCK DO YOU RECEIVE MOST OF YOUR INFOR-
MATION ABOUT THE COMPANY? PLEASE RANK 1-2-3-4-§
in erder of importance to yeu. (1 -Most importaat te § -Least
important)

Annual Empleoyee Informatien Meeting

Bulletia Beards
Employee Information Meeting with Supervisor
Other Employees

Empleyee Letters from Management
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QUESTIONNAIRE 8 {Continued)

3.IF YOU HAVE SOMETHING TO COMPLAIN ABOUT, WHOM DO YOU
MOST OFTEN COMPLAIN TO? (Mark ealy one)

Xmployess in your ewn work group
Y@ Supervisor
Membar of m@u abeve your Supervisor

Employees sutside your ewn work greup

4. WHICH EMPLOYEE INFORMATION MEETING DO YOU MOST
FAVOR? (Mark ealy ons)

Meeting with division

Mass Meeting with everyons in the company

| Meeting with work group and superviser

$. IF YOU WERE TO ASK QUESTIONS AT YOUR EMPLOYEE INFORMA-_
TION MEETING --EITHER THE ANNUAL MASS MEETING OF YOUR
WORK GROUP MEETING --WHAT PERCENTAGE OF YOUR QUKS-
TIONS WOULD BE ANSWERKD?

All, 100%__ %% $0% 25% Nene

é. DO YOU FEEL THE COMPANY's MANAGEMENT ANSWERS YOUR
QUESTIONS AS BEST THEY CAN?

Yes » No

7. WHAT KINDS OF INFORMATION FROM EMPLOYEE INFORMATION
MEETINGS HAVE YOU RECEIVED?

Infoermatien about the ever-all company program? Yes- - No

Information about your ewn job? ' Yes Ne

Information about the work of other divisions ? Yes... No

8. DOES YOUR SUPERVISOR CALL AN EMPLOYEE INFORMATION
MEETING OFTEN ENOUGH??

Yes No
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QUESTIONNAIRE 8 (Continued)

9. HOW MUCH TIME DO YOU THINK YOU SHOULD SPEND IN
EMPLOYEE INFORMATION MEETINGS® (Mark Only One)

More than we do now
‘Same as we do now
Less than we do now

10. WHO BENEFITS MOST FROM THE EMPLOYEE INFORMATION
MEETINGS? (RANK in order of importance 1-2-3-4-8, 1-Most
importaat to § -Least important.)
Salaried Workers |
Dmnt M;on
Tep Management |

Hmlj ‘Workers

|

Foremen

111. Ansul refers to its Participative Management program as a means
by which its wo rkers have an epportunity to aid in decision-making.
What cve your epinions about decision-making ?

11, DO YOU BELIEVE YOU SHOULD TAKE PART IN THE DECISION-
MAKING IN YOUR DEPARTMENT ?

Yes No
12, HOW OFTEN DO YOU HAVE AN OPPORTUNITY TO MAKE
SUGQESTIONS ?
Very eften Often Seldom Never

13, HOW OFTEN DO YOU MAKE SUGGESTIONS ABOUT YOUR OWN JOB?

Very often Often Seldom Never

14. DO YOU FEEL YOU CAN MAKE SUGESTIONS ABOUT YOUR OWN
JOB?
Yes No
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QUESTIONNAIRE 8 (Continued)
15. IF YOU WERE TO MAKE A SUGGESTION ABOUT THE COMPANY
(New Product Idea, Change in Production, etc.) DO YOU FEEL IT
WOULD BE CONSIDERED BY THE COMPANY MANAGEMENT?

Yes No

16, DO YOU FEEL YOU HAVE A PART IN S8ETTING UP YOUR
FERSONAL JOB GOALS?

Yes NO

17. WITHIN YOUR OWN WORK GROUP, ABOUT WHAT PERCENTAGE
OF THE DECISIONS CONCERNING THE WORK GROUP ARK MADE
BY EMPLOYEES?

All, 190% : ‘ 5% 50% 25% None

18. WHO HAS THE MOST TO SAY ABOUT HOW YOUR JOB WILL BE
CARRIED OUT ?( PLEASE RANK 1-2-3 , 1-Most important te
3+ Least important) ‘ o

Yourself

Top Manasgement

Your Supervisor
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QUESTIONNAIRE 9

1959 Managers' Communication Survey Questionnaire

MANAGERS COMMUNICATION SURVEY

QUESTIONNAIRE
Age Department
Years at Ansul Work Area

The following questions will help te survey managers' attitudes on
communication at Ansul:

1. HOW OFTEN DO EMPILOYEES COME TO YOU, WITH QUESTIONS
OR FOR INFORMATION, IN PREFERENCE TO THEIR IMMEDIATE
SUPERVISOR?

Yery Often Often Seldom Never

2., FROM WHAT S8OUKRCE DO YOU GET MOST OF YOUR INFORMATION
ON THE COMPANY?

Management at your level

Subordinates

Management above you

Grapevine

3, WHAT AMOUNT OF INFORMATION DO YOU FEEL YOU NEED
TO PERFORM YOUR JOB?

Mozre than we get new

Less than we get now

Same as we get now

4. DO YOUR SUBORDINATES GIVE YOU ADEQUATE INFORMATION
ABOUT THEIR JOBS?

Yes Neo
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QUESTIONNAIRE 9 (Centinued)
$. WHO BENEFITS MOST FROM THE EMPLOYEE INFORMATION
MEETING ? (RANK in erder of importance 1-2-3-4-5, 1l- Most
important to 5 -Least impertant.
~ Salaried workers
Department Managers
Top Management

Hourly workers

Foremen

6. DO YOU FEEL EMPLOYEES WANT INFORMATION THAT ISN'T
PERTINENT TO THEIR OWN WORK SITUATION?

Yes No

7. HAS "PARTICIPATIVE MANAGEMENT" MADE EMPLOYEES MORE
OR LESS INDEPENDENT ON THEIR JOES?

Movre independent
Less independent

No Change

8. HAS "PARTICIPATIVE MANAGEMENT" MADE THE EMPLOYLE
MORE OR LESS FLEXIBLE IN HIS OWN JOB?

More flexible

Less flexible

No Change
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BREAKDOWN OF NUMBER OF EMPLOYELS IN AREA, DIVISION,
DEPARTMENT, AND INFORMATION A8 TO WHETHER OR NOT
THEY ARE HOURLY OR SALARIED PERSONNEL: May 31, 1959,

Ares

Hmlx

Mechanical Manufacturiag Divisien 130
Mechanical Design & Development Division 17
Chemical Preducts Divistoa 80

Hourly Salaried
Chemieal Mfyg. 41 11
Chemical R &D 9 11
Chemical 3ales 10

Cerporate Services 44
Maintenance 44
Purchasing
Traffic
Advertising

Packaging

Plant Pretestion 6
Presideat's Office ’
Finance

Order Department 9

Tabulating Department 11

Accounting Department ]

Credit Department B )

Mail Reem, File Clk.,, Receopt.4

—-O\OO‘

Perseansl 1
Marketing and Product Planaing

Sales, FX, and Refn. Division 9
Ansul Iateramational (Expert Sales)

287

Salaried

23
23
32

™~
tn

l -'ztu

289
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