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ABSTRACT

AN EMPIRICAL INVESTIGATION OF THE EFFECTIVENESS
OF EXECUTIVE DEVELOPMENT FROGRAMS AS PERCEIVED
BY PARTICIPATING MARKETING AND SALES EXECUTIVES

by Wilson L., Trickett

In recognition of the fact that the United States 1is
changing from a production to a marketing-oriented econcmy
and that improved executive talent is urgently needed, a study
was conducted to evaluate the effectiveness of executive
development programs for marketing and sales executives,

The hypotheses tested in this study are:

I, Participation in an executive development program
results in identifiable benefits as perceived by the parti-
cipating executives,

II. Academically-oriented executive development programs
have differentiable advantages over company-oriented executive
development programs as perceived by the executive participants.

ITI, Benefits of executive development programs as per-
ceived by participating executives are enduring.

The first of three phases of the study was an evaluation of
The Graduate School of Sales Management and Marketing (GSSMM),
sponsored by Sales and Marketing Executives International with
headquarters in New York. In 1962 the researcher attended the
entire two and one-half week session at Syracuse, New York, as
an observer during which time he met with faculty, attended classes,
and had mumerous personal interviews with faculty associates and
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executive registrants, He also collected voluntary questionnaire
responses from seventy-four participating executives,

Phase two, initiated in 1964, broadened the basis of the 1962
evaluation. The researcher mailed a refined questionnaire to
marketing and sales executives randomly selected from companies
widely dispersed throughout the United States,

There was no overlap of the executive samples from phases one
and two. The eighty-four executives included in phase two were
classified as company or academically-oriented to provide an
opportunity to test the second hypothesis,

Company and academic programs are differentiated for purposes
of this study as follows: a company program is conducted for the
executives of one company and staffed by company personnel. Even
when the program staff is imported, the curriculum is company-
dominated and designed to meet specific company problems and needs.

An academic program is conducted for the executives of more than one
company and staffed by professional educators. The curriculum, though
university-oriented, is designed to meet both specific and general

problems and needs common to the business experience of executives regard-
less of company affiliation. The geographic location and the physical
facilities are important, but only to the extent that they provide a
comfortable learning environment in which the executives are free of
routine responsibilities. The type of programs participated in was

the basis of classifying the executives as company-oriented or academically-

oriented.
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Based on the number and kind of benefits perceived by the partici-
pating executives in both the 1962 and the 1964 phase, the academic
programs were clearly the choice of the majority.

Phase three of the study, conducted in 1965, was an evaluation
of the continuing effectiveness of development programs for executives,
Data collected from the fifty-nine executives included in this phase are
particularly valuable because these same executives were respondents in
the initial phase conducted in 1962, Thus executive reactions could
be assessed three years after the executives! participation in the
GSSMM.

Phase two provided an opportunity to compare the information ob-
tained in phases one and three with data on a more general sample., The
longitudinal data from phase three of the three-year study furnished a
meaningful assessment of the enduring effectiveness of the programs,
since they supported the findings of the two previous phases both of
which favored the academically-oriented programs.,

Benefits reported by the executive participants include im-
provement in marketing and management techniques, decision making
ability, human relations skills, and increased self-confidence.

An unexpected but highly significant benefit was the discovery
that the individual executive's goal of career advancement was
compatible with the company's goal of stability of employment.
Evidence was found in phases one and two and confirmed in phase
three of the study indicating that the majority of the executives
were achieving upward career mobility within their own companies.
A significant majority of the executives indicated that credit
for their present positions was due in some degree to their

participation in the programs, varying from "Little Credit" to

eBmE 2 % = e s e
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All three hypotheses were found to be substantiated and
tenable; however, relatively little enthusiasm was found for the
company programs when they were compared with the academically-
oriented programs.

The research pointed up certain characteristics apparent
in all of the more successful executive development programs.
Three of these are especially noteworthy:

1. The participating executives had not only the desire
to develop but also the capacity for development.

2. The best-qualified instructors were university faculty
who communicated their knowledge from a background of business
or business-consulting experience.

3. The curriculum was tailored to the executive's daily
employment needs, utilized the best learning techniques, and
involved the executives in an interchange of ideas with both
faculty and participating fellow executives.

Individual executives, sponsoring companies, and program
directors may benefit from an application of the knowledge

detailed in this study.
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CHAPTER I

APPROACH TO THE STUDY OF EXBECUTIVE DEVELOPMENT PROGRAMS

FOR MARKETING EXECUTIVES IN THE UNITED STATES

Background of Executive Development
Programs in the United States

Introduction of business to academic world

The first person to suggest that a university include formal
education for the task of conducting a business was General Robert
E. Lee in 1865 when he became president of what is now Washington
and Lee University. Begun in a humble way in 1868 and called
"Students! Business School", its curriculum was taught outside
the regular college. The first business school of true university
standing was established in 1881 at the University of Pennsylvania
and was called the Wharton School of Finance and Commerce after
its founder Joseph Wharton. In 1898 the University of California
founded its college of commerce, and the University of Chicago
announced plans for a college of commerce and politics. In
1950 the Office of Education of the Federal Security Agency
listed six hundred seventeen schools granting degrees in business
and commerce., Of the one hundred fifty-seven business schools
established between 1898 and 1950, sixty-six were started in the

depression decade of the thirties.l

1Lt. Colonel Lyndall Urwick, Management Education in American
Business (New York: American Management Association, 1954), pp. 14-17.



Attitude of business toward education

American business took little professional recognition of this
unprecedented upsurge in business education except to note that
the educational institutions were the independent suppliers of
a product which businessmen chose to criticize freely. Preoccupied
with their own problems, colleges and universities offering
business curricula acquiesced to this indifferent attitude on
the part of business which appeared to be founded on the whim
of businessmen that skill in business could be learned only by
experience-employing apprenticeship methods. Education was re-
garded as an ornament of little practical value., What really
counted was man's entrepreneurial ability to size up an
opportunity and exploit it to its fullest pot'.exxt:ml.,2
Man in management

The recognition of individual initiative is a healthy
factor which has been repeatedly reaffirmed in American business life.
Although the advent of the corporation has made possible large
aggregations of capital and machines, one point remains clear:
management is still composed of individuals., The first syllable
of "management" is "man," but man must be trained to function
amid the complexities of industrial society. Without the
development of quality leadership the greatest conceivable con-

centration of material resources would be in danger of oblivion,

27bid.



Twentieth century search for executive talent

Recognition that business is people was not enough. There
was need for a change in thinking., Executive develomment at best
is a costly process in which society cannot afford to indulge
without reasonable hope of success. Capable executives needed
to be developed but American businessmen hesitated to depart
from the traditional pattern. Even today a few believe that for
every generation of leaders another will rise to take its place.

Recruitment of scientific personnel through demands of technology

Another approach, not without merit, was to buy executive
talent when it was needed. A willingness to pay the price worked
fairly well until the plan was hampered by a reduction in the
relative relationship between the number of available executives
and the mumber of openings requiring executive talent. Finally,
business did take the initial important step of recruiting a
supply of potential executives., Technological develomment led
some businessmen unconsciously into this step as they saw the
need to acquire the technical and scientific personnel essential
to progress., Some corporations probably realized that they were
not only recruiting scientific personnel but a pool of potential
leaders. Actual recruitment, however, contimued to be on technical
or scientific qualifications, and, to say the least, the process
was a bit precarious since many technically trained men were
given executive responsibilities without any regard for their
preparation for these responsibilities. Those who had a natural
gift for leadership acquired a working knowledge of management

by experience, and those who did not frequently regarded themselves



as failures. This unsatisfactory state of affairs prolonged the
time before the day of reckoning by providing makeshift, and
sometimes urwilling, managers. These tactics unconsciously
adopted as policies largely concealed the fact that potential
leadership personnel who did not possess technical or scientific
training were effectively barred from executive opportunities,
Scientific personnel, perhaps unintentially, became a preferred
group.

Reluctance of business to recognize need for executive development

These circumstances, together with an unwillingness to recog-
nize that management could be taught and a clinging to the exist-
ing practice of trusting managers to develop themselves, found
business with little enthusiasm for executive development programs,

A notable exception to this general description was, the work
of the scientific management movement pioneered by Frederick
Winslow Taylor, Frank and Lillian Gilbreth, Henry Laurence Gentt,
and Harrington Emerson., Their efforts were not entirely un-
noticed by business., Here and there a company studied and
placed in operation executive development programs, but interest
was far from widespread. While the theoretical immortality of
the corporation and the evident brief life span of man are both
widely understood, executives in power seldom relish the con-
templation of these points of view at the same time, If the
executive himself chooses not to plan for his successor, it
would be certain career suicide for a subordimate to endeavor

to do sof



Lack of business efficlency evident in depression years

Something more than the leadership of a few enlightened
corporations or the leadership of scientific management was
needed to break through the crust of traditional attitudes.
The required "something" materialized in a series of events,
the first being the "Great Depression' which began in 1929 with
the stock market crash, Secondly, increased interest in two other
aspects of business became apparent at this time: (a) separation
of ownership and management of the corporation, (b) recognition
that management is a profession requiring both practical and theo-
retical training. Thirdly, government action to restore order in
the economy and its attitude toward organized labor sutsequent
to 1933 placed the American businessmen under some degree of
governmental intervention in their business affairs. Although this
ovoked bitter criticism from many, far-sighted businessmen decided
to try to demonstrate that private business could better meet
socliety's needs without additional regulation. Finally, the
events of World War II, while placing an extra burden of social
responsibility and complexity on business, served not only to
restore business' confidence in itself but also some of its lost
prestige., Depression necessity had forced business to become
more efficient. The pressure of the war years caused industry
to achieve what is probably the most extraordinary increase in
productivity for any five-year period in history. Yet when war
restrictions were lifted, all previous productivity records were

again broken. The all-out effort to produce goods for the war



effort and the induction of young executives into the military
sharply reduced the supply of executive potential.

Escalation of business education by war demands

It was then the Harvard Business School was asked by
the government to start a series of three-month courses to help
production by training sales persons and others, unneeded in
their usual jobs, to supplement the supply of executives. The
school anticipated that these courses would be dropped at the
end of the war; however, demand increased and they were retained
in the curriculum. Other universities followed suit. Even earlier
A, P, Sloan Jr,, Chairman of the Board of General Motors Cor-
poration, had arranged with the Massachusetts Institute of Technology
to take small numbers of young executives with eight to ten years
of experience for a year of training at the Institute. This is
significant because it markes the first practical attempt by
business in collaboration with an educational institution to
take promising young executives away from routine work for a
period of advanced theoretical study. It is even more significant
because the candidates who had demonstrated their promise on the
job were still under thirty-five years of age.

Management development became almost a "sacred" phrase with
the more progressive companies in the late forties and early
fifties, In 1952 the American Management Association published
& five hundred and seventy-six page report entitled The Develop-

ment of Executive Talent. This work gathered together much of the

early experience and includes a review of the programs of twenty-



two corporations, In the same year John Riegel, Director of the
Bureau of Industrial Relaticns at the University of Michigan,
published a study covering fifty anonymous corporations, Some
of the larger corporations which already had established
development programs re-examined what they were doing. Many
companies installed programs for the first time, some with the
help of consultants and some by detaching their own personnel to
study the subject. The most encouraging feature of the early
fifties was that enthusiasm had developed, interest was alive,
and many corporations were willing to seek and apply practical
measures to meet their social responsibilities in the field of
executive development. This was part of the fruition of the
soclal conscience of American business awakened in the thirties.

A still-picture assessment of management development in the
early fifties is enlightening., Although there was considerable
interest, yet it is estimated by Colonel Urwick "that not more than
fifteen percent of corporations employing more than two hundred
fifty persons had an executive development program and that
probably less than ten percent of those employing less than two
hundred fifty persons had a program, w3 Tendencies and attitudes
indicated that for those who had a program there was pressure
for quick results,

Weaknesses of first development programs

Closely associated with the desire for quick results was
the adoption of methodologies and "packaged" programs and the

3,Ib_id__oo Pe 29,



delusion that management development can be bought. In the fifties
many firms, to their sorrow, discerned this delusion. Any consultant
who tries to sell a set of forms and procedures that worked well
for Company X should immediately be suspect as a qualified
consultant, He may qualify as a vendor of patent medicine but

not as a consultant, There are at least two valid reasons to be
advanced in support of this opinion., First, a business is comp-
licated as many times as there are individuals in it., No two
companies are alike, Each must have its own individual program.
Secondly, no program will work unless it is inspired and led by
the executive having the greatest responsibility in the area in
which it is applied. It is what the senior officer "is" and
"does" that counts. One of the dangers is to mistake the systems
and techniques for the thing itself, No firm will have a
development program unless all individuals on the payroll feel
that they are expected, helped, and encouraged to grow on the
present job and into any future job for which they might qualify.
"If and when an organization has that dynamic spirit, it can
forget the mechanics: they will be unimportant, Till it has

that spirit, all the mechanics in the world will not give it

management development. ot

Older executives versus younger in development programs
Another observation of the fifties is the tendency to con-
centrate on older men, This was almost unavoidable because it is

useless to train younger men in ways that are different from older

b1pad.



superiors who still have their ideas rooted in the past., The age
level of those attending the Harvard Business School was observed
to be rising. Because attendance became somewhat of a status
symbol, the older men wanted to go first., The tendency was not
confined to Harvard but was observed generally in the United
States and also in Great Britain, Although industry should do
something for its older men, it should not retard provision for
the younger men who have more years of service left to give after
training. The idea of taking a man from college, virtually
neglecting his intellectual life for twenty years, and then sending
him away for three months of intense intellectual activity is
ridiculous, It is both "too little and too late." The conclusion
of scholarly investigation in the early fifties was that the
advanced management courses were better than nothing, but that
they should be considered only as temporary measures. Both older
men and young men should be planned for in the short and long run
development programs of each individual company.

Awakening of business to its own shortcomings

In summary of management development in the United States
from its inception until the fifties, it can be concluded that
management development itself is not new but that a planned,
thoughtful application of it throughout much of American business
was a new phenomenon which was still not extensively used by the
mid-twentieth century., What was new was a realization by manage-
ment people themselves of their own shortcomings and inadequacies.
This was a healthy mental attitude which laid the foundation for
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a willingness of executives to develop themselves and to develop
their subordinates, This attitude appeared to be genuine, and
as subsequent events have revealed management development as a
whole is no fad.

Financial phase of development programs

Coexisting with the recognition of the need for a program
and a willingness for participation in it is the inevitable
question of finance., Although the concept is not entirely new,
it is only in recent years that educational expense has been
recognized as an investment rather than an operating cost., This
has led to the recognition by business that an investment in
human talent may be expected to yield services over time in
much the same manner as an investment in a machine. Many
authorities believe that a substantial proportion of the in-
crease in the Gross National Product of our nation is due to
improved knowledge and is brought about by continuing education
on the job,

According to DeCarlo and Robinson

If, as appearances indicate, one third to one

half of the increase in national productivity is the

result of advances in science and technology and their

knowledgeable application to the productive process,

then it behooves the large corporations -~ which have

the largest stake in the future of the national economy -

to make a critical assessment of the potential contri-
bution of educational investment to corporate grow‘th.j

SCharles R. DeCarlo and Ormsbee W. Robinson, Education in
Business and Industry. (New York: The Center for Applied Re-
search in Education, Inc. 1966), p. 44,




DeCarlo and Robinson hit the crucial point when they state
Few companies today are making maximum use of

formal and informal educational and treining programs

as an approach to the problem of corporate growth.

Education and training can increase the rate of

growth of the corporation, Jusg as it has the

economic growth of the nation.

As the body of business grows so must the head also grow.
The body of business through the tangible ocutput of products has
established the value of improved technological skill for the labor
force. Because the output of management is less tangible, it is
difficult to measure its effectiveness, This difficulty should
not for a moment be used to discredit efforts to improve manage-
ment skills, Unfortunately on the one hand the lack of ewvaluative
ability has allowed ineffective development programs to masquerade
under the banner of faith in education and on the other hand it
has left wide open the door to censure of all progrems including

those which are successful.

Statement of the Problem

In the early sixties, the researcher became aware of this
need to evaluate the effectiveness of executive develomment pro-
grams, At least three groups have a stake in any effort to im-
prove executive talent: namely, the individual executives, the
employing companies, and the directors of the programs whatever
they may be. Of the three groups, the individual executives are
the most important and it may be that a major cause of failure

6nig,



of executive development programs is the lack of understanding

of the needs of the individual, Business literature does little
to recognize the executive as more than a pawn of business who is
sent to an executive development program because it is fashionable,

Two authors have investigated this problem and a third has
analyzed it and suggested a solution, Edwards writes of his
concern for capable executives who were in danger of "regressing
in their jobs - despite their enthusiastic and conscientious
adherence to a development program.," Such a man is the victim
of the misbelief that good executives can be mass produced by a
magic formulae., He further emphasizes

No program can do magic. People - only

people - can do magic. And that is the point,

There is no push button system. You're interested

not in executive development - not in a program:

you're interested in developing executives - in

people - your people, ;hose who have already worked

well and hard for you.

Although all may not agree that people, important as they
are, can do magic, it is easy to agree that the individual
should be the focal point of executive development.

Daffern in his concern over this problem stated that

Management development as a recognized and
organized activity has gone astray in attempting to

educate people to become leaders.8 What is needed is an
improvement in leadership per se.

7Joseph Dean Edwards, Executives: Making them Click (New
York: University Books, 1958) Pe L,

8Georgo N. Daffern, Management Development in a Lhar_:g%
World (New York, Simmons-Boardman Publishing Corporation, 1960)
Pe VIII.
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Thus expressed, a first impression would be that he is emphasizing
the importance not of the individual but of the job, Later in
his book, however, he cites both Elton Mayo and Henry Laurence
Gantt in support of the importance of recognition of the dignity
of the individual, Obviously concerned with the well being of
all who work, Daffern says
Such a democratic way of working needs leaders,

both to bring it about and to sustain it., And the

first step must be to develop such leaders; leaders

whogbelieve in industrial democracy and who practice

it.

Robert House clearly analyzes the same problem and suggests
a possible solution: Examining the results of four hundred
experimental studies concerned with management development,
he found many programs which "have had little or no demonstrable
or measurable effect on business performance or manager be-
havior, "0

House continues

Disturbing? Perhaps., Disappointing? Most certainly.

Inevitable? Not necessarilyl Only a few rigorous

evaluations of management development have been reported

in the business literature. Very little business money

has been invested in explaining such basic considerations

as what and who should go into a management development

program, But a good deal of rigorous, experimental

evidence can be found in the_psychological, sociological,
and educational literature,ll

91bid., p. XV.

loaobert J. House, "A Conmitment Approach to Management
Develomment", a reprint from California Management Review (The
Regents of the University of California, 1965) p.

Lpya4.



House presents the results of his own analysis to suggest
answers as to why some programs actually develop managers and
improve management performance and others do not. He states

In brief, management development may be viewed
as a process of social influence., Management develop-
ment is explained as a process of change resulting
from imparting information plus selected re-enforce-
ments which are unique to the managerial env:l.rormlent..12

DeCarlo and Robinson point out that
The problem of leadership development is con-

founded by the fact that the members of the "commnity"

are not bound together by a common allegiance to a

particular flag, church, or race. The loyalty of the

members of a business organization is measured by the

depth of their commitment to the work they arelgoing

and by the inherent value they perceive in it,

This point is aptly stated from another angle by Grant
Venn as quoted by DeCarlo and Robinson. "A man's occupation
in American society is now his single most significant status -

conferring role. nl

121pid., p. 16.
13Charles R. DeCarlo and Ormsbee W. Robinson, pp. 42,43.
Wi,
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Statement of Hypotheses

Three hypotheses were developed to guide the research as
follows:

1., Participation in an executive development program
results in identifiable benefits as perceived by the parti-
cipating executives,

II. Academically-oriented executive development programs
have differentiable advantages over company-oriented executive
development programs as perceived by the executive participants.

III. Benefits of executive development programs as per-
ceived by participating executives are enduring,

Description of Research Design

Interest in the importance of the individual to business
was first spawned in the mind of the researcher in 1961 when as
& beginning doctoral condidate he was chairman of a project in
one of Dr. David Moore's classes which investigated executive
problems in managing the "hired brains® of industry.

A practical application of this interest was conceptualiged in
collaboration with Dr. W. J. E. Crissy, Professor of Marketing at Michigan
State University, who suggested an evaluation of the Graduate
School of Sales Management and Marketing (GSSMM) on whose faculty
he had served since its inception in 1953.

This interest was further fostered by the researcher's
reading and study in the area of industrial psychology both
before and during the three year period that the study on
executive development programs was in progress,

As the writing of the thesis neared the final stages of
completion, the researcher heard a lecture in Chicago by Dr. Reed

M, Powell, who along with Dr. Kenneth R. Andrews of Harvard had
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done research and empirical investigation in the area of executive
development, Since evaluation literature in this field is meager
it was encouraging to the researcher to learn from the writings

of both Powell and Andrews and from Powell's lecture that
authorities in the field agreed on the benefits that accrue both
to business and the individual from the recognition and formal
development of human potential on the executive level,

The three year empirical study of executive development
programs was conducted in three phases. Phase one was an
evaluation of a specific development program for marketing
executives and was initiated in 1962, Phase two, begun in 1964,
was an evaluation of development programs participated in by a
totally different group using a randomly selected sample of
marketing and sales executives from companies widely dispersed
throughout the United States. Phase three, conducted in 1965,
as a conclusion to the three-year study, was a re-evaluation of
the specific development program evaluated in 1962 as phase one,
Restricting the sample to only those executives who had partici-
pated in the study in 1962 insured that phase three was gemuinely
longitudinal and avoided contamination of the data.

Phase one began when the researcher first visited the Graduate
School of Sales Management and Marketing (GSSMM) while it was in
session at Syracuse, New York, in June of 1962, arriving before the
first executive participants and remaining at the school until
both executive registrants and the faculty had departed. The
visit provided a full two and one-half weeks for personal
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interviews with the faculty members, faculty associates who were
GSSMM alumni, currently holding top-marketing positions in their
companies, and participating registrants, Since the researcher
shared common living accommodations with the executives through-
out the session, many opportunities were provided for an in-
formal exchange of ideas and opinions, He visited classes and
secured written curriculum evaluations from the executive
participants, On the afternoon before the school formally
opened a special two-hour meeting with the faculty was held

to provide the researcher opportunity to present his plans for
evaluation of the school and to secure counsel.,

The researcher was also a guest participant at the anmual
alumni meeting which was held on the campus while the school was
in session. This occasion provided another excellent opportunity
to present evaluation plans and to receive suggestions and help.
The alumni were interested and cooperative in the research and
were able to provide significant data for the evaluation be-
cause they are knowledgeable and experienced concerning both the
school and the business world., Since the five-week course is
divided equally between two years, both first and second-year
registrants were in attendance each year and are represented in
the study.

A research instrument in the form of a questionnaire was
voluntarily completed by seventy-four executive participants
while in attendance at the school in June of 1962, These

executives represented sixty-one companies in nineteen states,



18

Canada, and three foreign countries., Since their home states
were widely dispersed throughout the United States, most economic
regions were included.

A unique feature of the school was an invitation to the
graduating executives' wives to come to the campus for a special
two-day wives'! session, culminated by attendance at their husband's
graduation exercises, The researcher observed these sessions and
secured an excellent response to a specially prepared questionnaire
for an evaluation from a viewpoint frequently overlooked,

In the second phase of the study the researcher broadened
the basis of evaluation of development programs for marketing
executives by choosing a widely dispersed sample of marketing
executives in upper, middle, and top-echelons of authority in
their companies. Access toward the accomplishment of this
objective was gained by mailing questionnaires in the summer of
1964 to executives whose names and addresses were randomly selected
from the following three sources:

1. Executives holding office or board appointments in
Sales and Marketing Executives' Clubs as listed in "Anmal
Report and Directory Issue, Sales/Marketing Today," October, 1963.

2. Alumi Directory, The Graduate School of Sales Management
and Marketing, prepared by the Alumni Association, revised
Jamary, 1962,

3. lists of sales and marketing executives, maintained by
the Graduate School of Business of Michigan State University
of those who had attended executive development programs conducted
by the University within the last several years prior to 1964,
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Perusal of both the 1962 and the 1964 questionnaires will
reveal that they elicit careful thought on the part of the
respondents and require a quality of expression not found in
the usual check-off type of questionnaire, For this reason a
high percentage of returns was not anticipated nor sought
but each response was considered to be very valuable because
it represented a reply to the initial request executed without
urgent follow-up of any kind., Eighty-four usable responses,
representing not less than seventy-two different companies
located in widely dispersed areas of the United States, were
retained in phase two of the study. There was no overlap of
the executive samples between the 1962 and 1964 phases of the
study. The executives included in phase two reported having
participated in a total of three hundred and fifty development
programs of which one hundred and two different programs were
identified. It is apparent that the executives came from diverse
geographic areas, represented a wide range of companies, and had
attended a large number of different development programs,
Regardless of the title accorded the executive, nearly all
were responsible for the marketing efforts of their companies.

Phase two development programs were classified by the
researcher as either company or academic, based on the nature
of the program, the company or school conducting it, and the
group for which it was implemented.

The company program is one conducted for the executives of
a company and usually staffed by company personnel. Even when
the program staff is imported the curriculum is usually company-
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dominated and is designed to meet specific company problems and
needs. The academic program is one usually conducted for the
executives of more than one company and staffed by professional
educators, The curriculum, though university-oriented, is de-
signed to meet both specific and general problems and needs
common to the business experience of executives regardless of
company affiliation., The geographic location and the physical
facilities are important, but only to provide a comfortable
learning enviromment in which the executives are free of routine
responsibilities. The type of program participated in was the
basis for classifying the executives as company-oriented or
academically-oriented.

This classification of the eighty-four respondents revealed
twenty-one as company and sixty-three as academic; or a percentage
relationship to the total group of twenty-five percent company
executives and seventy-five percent academic executives, Much
of the data was analyzed in great detail, and wherever feasible,
comparisons between company-oriented and academically-oriented
executives were made. In all of the analysis great care was
exercised to guard the data against the introduction of any bias
because of the proportionately larger number of academic executives,
or for any other reason.

Phase three, conducted in 1965, was a follow-up of phasé one
conducted in 1962, The research instrument was a questionnaire
identical to that used in phase two in 1964, Only executives
who had participated in phase one in 1962 were included in phase

three, 1965, to insure a genuine longitudinal evaluation and to
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avoid contamination of data., The purpose of phase three was to

check the perceptions, attitudes, and opinions of the executives
regarding executive development programs to determine whether they
remained substantially the same after an interval of three years.,

The questionnaire responses of fifty-nine executives which represented
eighty percent of the original sample used in phase one were analyzed.
The fifty-nine executives representing fifty different companies
widely dispersed throughout the United States were found to have
participated in two hundred thirty-six development programs from

1953 through 1964, Their classification as company or academically-
oriented executives was based on their program participation; how-
ever, the inclusion of GSSMM left only five who could be classified
as company-oriented,

The use of the 1964 questionnaire in phase three provided
several different ways of checking the data with that of other
phases of the study. Since the questions were identical, the
responses of the 1965 phase could readily be compared with the
responses of the broad general sample of the 1964 phase. The
questionnaire used in phase two (1964) and phase three (1965),
f.hough not identical to that used in phase one (1962), was a
refinement of the earlier questionnaire; therefore, it was possible
to make meaningful comparisons of the responses in several important
subject areas, This greatly facilitated checking the validity of
results and added a considerable measure of confidence to the

conclusions drawn from the study.



Phases one and three also provided an opportunity to compare
the accomplishments of a sample group of marketing executives
in 1962 with their accomplishments in 1965, Executives who had
been classified as first or second-year men at the GSSMM in 1962
were still identifiable within this classification, This made
feasible a number of objective comparisons and measures regarding
positions, employment stability, and career progress, as well as
criteria for changes in attitudes and perceptions regarding the
programs, One unique measure of career progress was made
possible by a question in the 1962 questionnaire asking the
executive to assume that he could attain the position of his
choice by merely naming it, This question provided a basis
for an interesting matching of career dreams with position
reality approximately three years later,

The data from all of the questionnaires were carefully
analyzed and studied. A profusion of data and tables was
assembled and carefully sifted for information essential to the
study. Many items of information, though perhaps interesting,
were not considered germane to the hypotheses. In writing the
thesis, the researcher has endeavored to draw the pertinent
information from the analysis which would be of interest to
scholars and others seeking to enlarge their store of knowledge

regarding the effectiveness of executive development programs.



CHAPTER II

A THREE-PHASE EMPIRICAL STUDY OF EXECUTIVE DEVELOPMENT
PROGRAMS FOR MARKETING EXECUTIVES IN THE UNITED
STATES IN THE 1960'S WITH SPECIAL ATTENTION
TO GSSMM

Need for Qualified Marketing Executives

As the need arose for the economy of our country to become
marketing-oriented rather than production-oriented, another one
became apparent, This was the need for marketing executives, men
fully acquainted with and trained for ‘the use of the marketing
concept; men who could strategically plan for both the present
and future marketing efforts of their companies; men who could
deal with sophisticated problems in a sophisticated manner,
simultaneously realizing that marketing, though important, is also
a part of a total business system which must operate as an integrated
whole toward the objectives of the firm, Executives with these
qualifications were not being produced in significant numbers
by the universities and scarcely at all by the business world,
A recognition of this very real need by both business and the
universities led to the establishment of a Graduate School of Sales
and Marketing Management in 1953, specifically for marketing executives
and open only to men who were responsible for the marketing efforts
of their companies.



Some have suggested that executives could train themselves
through reading. There is no quarrel with this suggestion and
occasionally a self-made man has been produced by this method.
Companies are only interested in spending money which will provide
more return than the cost of the origimal investment, For this
reason executives chosen to participate in these programs are
carefully handpicked by their companies,.

Selection of Participants for an Executive
Development Program
The basis of selection most frequently cited

An effort was made to determine how the executives were selected
for participation in the programs by posing the question directly to
the executives: '"Please describe how you were selected. . ." The
analysis is based on the number of reasons given and the 1965 phase,
which, the reader will recall, is a longitudinal view of the 1962 GSSMM
participants. This will be examined first, Then, the 1964 phase, which
provided a broad base of programs, will be examined. The basis of the
analysis is the percentage of responses in each category based on the
total mumber of responses for each of the three phases of the study. A
comparative table is also presented as a means of ready reference for the
reader. The most frequent basis cited was "company's or superior's
choice." "Position and job responsibility" ranked next followed by
"personal request - company approval." Although "achievement and per-
formance" did not rank high, the seven to eight percent responding was
approximately the same in both studies. Considerable difference
was noted in the "personal choice" basis of selection. Only two and



25

a half percent of the 1965 participants thought they had exercised
complete personal prerogative, while twenty-two percent or nearly

one fourth of the 1964 participants were satisfied that they had exercised
personal choice in attending an executive development program.

The basis most infrequently cited

The basis of selection most infrequently cited was "achievement
and performance.” Evidently the respondents did not think that
their achievement and performance had any significant bearing on
their being chosen to participate in an executive development pro-
gram, Actually it would seem reasonable to assume that the
executive’s achievement and performence in his position was
satisfactory or he would not have been chosen at all, The results
of this analysis are tabulated in Table I.

Potential for promotion

In many cases the men selected either had just been promoted
or were being seriously considered for a promotion.

Since the companies wanted seasoned executives to have an
opportunity to update their thinking and at the same time wanted
to accelerate the development of younger men both for replacement
and for filling newly-created executive positions, the age-bracket
was somewhat flexible,

Age level and educational status

Not only the 1965 but also the 1964 phase provides information
on the age level and educational status of the executives that

companies sponsored.



1.
2.
3.
4,

5.

TABLE I

BASIS OF SELECTION FOR EXECUTIVE DEVELOPMENT

PROGRAM

Achievement and performance
Position and job responsibility
Company!s or saperior's choice
Personal request & company approval

Personal choice

1965 PHASE
IN PERCENT

7.5
25
b5
20

100

1964 PHASE

IN PERCENT

8.3
25
33.3
11.1

22,2

100
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Of the 1965 participants fifty-three percent were college
graduates; sixteen percent reported postgraduate training making
a total of sixty-nine in possession of a college degree or better;
an additional twenty-two reported partial college training while
only seven percent reported highschool as their educational level,
Although the request for this information was entirely optional,
all but two percent responded to the question,

Importance of educational status

The 1964 approach, representing a broader base as far as
program perticipation was concerned, disclosed that fifty-eight
percent of the executives possessed a college degree or better;
fourteen percent reported some college training and eleven percent
were high school graduates., The fact that seventeen percent
chose not to answer the question allows us to draw our own
conclusions concerning this group.

Classification of executives by program orientation

The 1964 phase also provided an opportunity to classify the
participating executives as either academically-oriented or
campany-oriented, based on the predominance of the programs in
which they had participated. One fourth of the executives were
classified as company participants and three fourths as academic
participents, Little difference was noted in the educational
background of the executives based on this classification except
that nineteen percent of the company executives indicated post-
graduate study compared with thirteen percent for the academic.

Though fourteen percent of the academic executives reported a



highschool level of education, none of the company executives
reported any highschool background, Since nearly a fourth of the
company men chose not to reveal their educational background, it
is probable that some company executives had less than a high-
school education. Apparently companies placed a premium on
educational accomplishment when selecting men to participate in
development programs, particularly in the academic programs, The
largest companies studied employed only executives with a college
education or more,

Wide distribution in age brackets of registrants

The researcher has already pointed out that there is quite
a wide span in the age brackets in this study. Fortunately all
participants in the 1965 research were willing to reveal their
ages, Sixty-two percent were concentrated in the forty to forty-
nine bracket with nineteen percent under thirty-nine years and
nineteen percent over fifty years of age,

In contrast, one fourth of the executives in the 1964 group
chose not to give their ages, Eighteen percent of the remainder
were under thirty-nine years of age and twenty-three percent were
over fifty. As in the 1965 phase the largest concentration here
was in the forty to forty-nine year group with a percentage of
fifty-five.

Company versus academic participants

Again an opportunity for comparison between company and academic
program-participants is possible., Beginning with the under-thirty-

nine-years-of-age men, we find twenty-one percent were all-academic
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participants while only ten percent in this bracket were all-company
participants, Little difference in program registrants is noted

in the forty to forty-nine agt bracket which showed seventeen percent
academic, and nineteen percent company. The over-fifty age group
claimed twenty-four percent of the academic executives and nineteen
percent of the company., Of those who chose not to reveal their age,
twenty~-two percent were classified as academic and thirty-three

percent as company.
Predominence of under 39 and over 50 age groups among academic

program executives

Two points should be of special interest to individuals and
their companies, Measured in relative terms, more than twice the
mumber of younger executives had attended an academic program than
had attended a company program., Likewise a significantly larger
mumber of executives over fifty years of age were enrolled in the
academic program than were registered in a company program.
Apparently the academically-oriented executives held their own in
competition with company registrants at the middle age-level and
exceeded them at both under-forty and over-fifty levels., The
academic program evidently offers something that meets the needs
not only of the manager in his prime but also of the seasoned
executive who wants to update his approach and the young executive
who wants strong rounds on the business ladder he is climbing,

Implementation of an Executive Development Program
Following the recognition of need for further development of

on-the-job executives came the question of implementation. Obviously
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operating executives could not be spared from their companies
to enter the universities as students, What appeared to be
needed was a reasonably concentrated educational effort. The
thought leaders of the emerging marketing-concept were either
associated with the universities or were engaged in consulting
work as catalysts between the university and business.

Emergence of two types of executive programs

Out of this merger of ideas grew the plans for the Executive
Development Program which divided into two types: the company
program and the academic program. The first, tailored to
specific company requirements, was initiated and implemented under
persomnel leadership or company-imported instructors. The academic
program, of much broader scope, usually conducted off company
premises and open to executives from more than one company, was
taught by university persommel in intensive units of one or
more weeks,

Exclusive school for marketing executives

Those concerned with the needs of a marketing-oriented
economy founded a school for marketing executives., This effort
known as the Graduate School of Sales Management and Marketing
held its first session in 1953, The founders of GSSMM selected
a suitable location where the executive registrants could meet
and then proceeded to gather together a faculty chosen mainly
from the leading universities of the land.

Quality faculty

The executives who attended soon recognized that they received

samething of value in a reasonably short period of time. The
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accelerated course was made possible both bty the quality of the
executive student and by the quality of the faculty who taught
them, It should be recognized, however, that a quality executive
development program of this kind brings together a collection of |
faculty specialists who have devoted a lifetime of effort to
reading, study, writing, and speaking within the area of their
specialty, Coming from various parts of the country, these
speclalists contribute a background of diversified business
practices and represent a wide scope of sectional cultures,
a1l of which is immedlately available to the executive participant
through teacher-student consultation, discussions, lectures, and
demonstrations, Social contacts among the executives themselves
broaden their business perspective,
Approved registrants

It is important to both an individual and his company that
the proper program be chosen and then, of course, it is important
that the executive be approved for participatiorn in the program,.
It is also of concern to those who direct an executive development
program that only qualified perticipants be admitted, For example,
the GSSMM requires that the ptfticipant be an executive with
responsibility for the marketing efforts of the company. No
salesman regardless of other qualifications would be accepted
unless he had been promoted to executive respensibility. By
thus limiting the clientele, GSSMM lays the basis for a homo-
genous high-quality student body which is one of the primary in-

pats of a successful development program,
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Total involvement of program registrants

The individual executive is asked to leave his regular work
for his company in the full knowledge that the major portion of
it will remain undone until his return. Nearly all of the academlc
programs ask the executive to absent himself from his family and
his normal social contacts for the purpose of becoming identified
with a group of like participants in a particular executive
development program, Most company-oriented programs require
perticipants to meet on a one-day-per-week schedule -- an
arrangement which does not require the executive to absent
himself from his normal social pattern. Under both plans,
assigmments given are studied outside the regular meeting
time. Although the executive ordinarially is not asked to
pay his own expenses in the development program, he is expected
to give his time for attendance, for study, and for total in-
volvement as an individual., In the case of the company programs
where groups meet intermittently, the degree of involvement is
spread out by allocation of blocks of time devoted to executive
development., In most academic programs the involvement is ex-
pected to consume all of the executive's time while the program
is in progress. For example, GSSMM expects the executive to éome
to the campus and remain there for the two and one half weeks
that the school is in session,

Financial policy

Companies usually expect to pay the expenses of an executive
enrolled in a development program including transportation, and

his normal full-time salary., In company programs practices vary
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with reference to payment for the executive's time. Since the
executive is expected to donate some of his personal time to his
own development, the time required for attendance at company
program activities outside the executive's normal working time
is not recognized with additional pay. This schedule is really
no different from that of the academic program which takes an
executive's full time because of evening classes or required
study periods. Obviously, these last two items include some

of what would ordinarily be considered his own personal time,

Methodology in the Executive Development
Program at GSSMM

Now that we have learned how the development programs are
initiated and implemented and how executives are selected for
participation in them, it would be well to examine what a
program of this type has to offer and what means are used in the
task of developing executives., Since the researcher spent a full
session of personal observation and interviews at GSSMM in 1962
and later elongated the study by questiormaires in 1964 and
again in 1965 when he contacted fifty-nine of the 1962 respondents,
GSSMM will serve as a sample of program methodology.
Physical facilities

Both students and faculty were found to be highly mobile;
therefore the geographic location of the school was relatively
unimportant as long as the physical facilities provided a suitable
educational enviromment, In 1953 the school was held on the

campus of Rutgers University and convened there for several



subsequent years until it was transferred to the campus of

Syracuse University where it was held in 1962 when the writer

visited the school. The plan was that the executive participants,
without their wives or family, stay on campus for the full two

and one half weeks of the course, Residence Hall facilitlies were
available, and the school paired two executives to a room;

dining facilities were in common., Breakfast was on the cafeteria
plan, but lunch and dinner were served at the tables, This plan
provided time for further fellowship and gave the administrative staff
of the school an opportunity to communicate announcements to the entire
student body. A daily newsletter filled with school news and helpful
informatlion was prepared and distributed by the administrative staff.

Curriculum materials and schedules

Bach executive registrant was presented with a large indexed
workbook that gave much valuable information concerning each scheduled
event and also provided space for the insertion of personal notes
taken by the registrant, Since the curriculum was entirely different
for first-year and second-year men, each was provided with a work-
book in harmony with his classification, The graduate then had
two large looseleaf workbooks filled with valuable materials at the
end of the course. The daily schedule provided for morning and
afternoon classes for both first and second-year men with approximately
one hour set aside for recreation each day., Evening lectures and study
periods filled the balance of the time except that no regular activities
were scheduled for Sundays. Detailed information as given above was
not gathered for the programs included in the 1964 phase of the study;
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however, analysis of other questions such as learning activities
engaged in by the respondents indicate that there was some
similarity.

Course content

In both the 1964 and 1965 phases the executives were asked
to indicate the extent of their participation in certain learning
activities: The Management Game, Case Analysis, Problem Aralysis,
Computer Problem, and others., A comparative analysis of both
studies is presented in Table II.

Sophisticated techniques

It is interesting to note that participation in the first
four learning activities was quite evenly distributed for the
executives in the 1965 portion of the study. This could suggest a
highly sophisticated program, Probably the two most sophisticated
learning activities, namely, Management Game and Computer Problem,
were not as well represented in the broad base 1964 research., It
can clearly be seen from the table that curriculum adjustments
were made in the programs included in the 1964 phase, Since it
is known that the Management Game and, particularly, the Computer
Problem are two of the latest techniques requiring computer equipment,
the GSSMM program apparently was more advanced than the general
sample included in 1964,

Laboratory solution of a current problem in employing company

It should come as no surprise that the Case Analysis method,
largely originated at Harvard, accounted for a full third of the

curriculum in the 1964 phase. The researcher suspects that the Problem



Management Game
Case Analysis
Problem Analysis
Computer Problems

Other Activities

TABLE II

PROGRAM ACTIVITIES

1965 PHASE
IN PERCENT

25
22

36

1964 PHASE

IN PERCENT

18

33
29
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Analysis had a different meaning in each of the two studies, The
GSSMM participents were expected to choose a problem from their own
company and satisfactorily solve the problem between their first and
second year of attendance at the school. Although this approach may
have been used by some of the participants in 1964, it is probable
that the more conventional interpretation of Problem Analysis, which
is very similar to Case Analysis, was the one engaged in by these
participants, The GSSMM approach to the Problem Analysis not only
provided a highly sophisticated approach to the problem because of
the faculty guidance and orientation but also provided a practical
one in that the required problem had to be current in their company.
Individual executives and their companies should be prticﬂrh
interested in this point which is reported in detail in the chapter

on Evaluation.



CHAPTER III
ANALYSIS AND EVALUATION OF THE DATA FROM
THE THREE-PHASE STUDY

The GSSMM 1962-1965 Phases Assessed
by the 1964 Phase

Several different approaches to the task of evaluation were
used, Most scholars will agree that judging a program 1s a
difficult task; however, the researcher believes that a reasonably
correct evaluation can be achieved by using several different
approaches and comparing the results. Although an attempt was
made to be as objective as possible, certain subjective character-
istics necessarily were included in the analysis from time to time.

One of the plans for measurement was to inquire whether or
not the executives planned to participate in an executive training
program in the near future., If the responses were negative, at
least two conclusions could be drawn: one would be that the program
was satisfactory and sufficient, and the other, that further in-
volvement in the program would be unsatisfactory and uninteresting to
the executives., On the other hand, if the responses were affirmative,
it could be assumed that the present programs were rewarding and
that the executives believed that further participation would be
beneficial, Or it could be that despite the program's being un-

satisfactory, the executive thought participation in another was
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worth a try. Although no conclusive answers were found in the
responses to this specific inquiry, those given were compared with
like responses of other phases within the study to measure the
degree of affirmation.

Responses to one question in the 1965 phase of the study
definitely pin-point the individual participant's estimate of
the development program. The question assumes the participent
has the authority to send another executive to school. He is
asked whether he would recommend the program, which program he would
select and why he selected it.

Recommendation of academic program by 51 registrants 1962-1965

Since the fifty-nine executives responding to the 1965

questionnaire had previously responded to the 1962 questionnaire
their answers were of some significance. Seven did not answer but
the fifty-two who did indicated that they would send their executives
to development programs and all but one indicated that they would
send thelr executives to academically-oriented programs. The
research established that all five of the respondents who had par-
ticipated in company-oriented programs sufficiently to be classified
as company-developed executives were included among the fifty-one
recommending the academically-centered programs,

Blas cancelled by time lapse

It is of outstanding significance that no disenchantment with
development programs had entered the minds of the executives in the
three-year period from 1962 to 1965, Because the 1962 sample was
based entirely on GSSMM participants, the thought may occur to the
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reader that there is a possible bias toward the academic programs,
Although all of the executives participated in GSSMM in 1962 and
some in subsequent years, none were participants in 1965. Ample
time had passed to allow the executives to give an unbiased
evaluation in the 1965 research.

Of even further enlighterment are a few comments selected in
support of the academic programs and given here:
"Superior management course,"
"Broad picture with minimum time wasted."
"Real down-to-earth program,"
"High caliber of teaching talent, association and exchange
of ideas with topnotch executives, basic needs of the executive
are fulfilled."
"Is an all-around program which allows theory, discussion,
exchange of company idees and policies, gives a good basic
course in general sales and management theories,"
"Professors intensely professional, believe what they teach,
cammnicate beautifully."
YA chance to get a better perspective of management as a
whole. To pick up new ideas - to note how similar problems are,
regardless of the differences in industry."
1 "return" response equa divided

Although five percent of the executives did not respond and
three percent indicated- "perhaps" to the question of "program
participation in the near future," the 1965 research showed that
those who responded were quite evenly balanced in their decision with
forty-eight percent not planning to participate and forty-four per-

cent assenting.
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Some comments in connection with this question of future
participation give insight into some of the executives' thinking
and also definite guidelines for subjects of interest to the

executives, Sample comments are quoted below.

Sample Affirmative Comments

"I need to learn more about management and finance."

"Training at all levels must be contimed."

"Keep abreast,"

"Company sponsored business simlation course, To further
the understanding of business problems and solutions,."

"AMA - Marketing Seminars,"

Sample Negative Comments

"We are only going to participate in our own program."
"Possible but nothing definite."
"Just changed positions and at present cannot plan to go
to another training program."
"I've had it, thank God!"
1 "return" response equally divided
The same question was propounded to the participants in 1964
with the following results: Completely affirmative answers were
given by thirty-six percent of the respondents and seven percent
indicated the possibility of participating in a program making a
total of forty-three percent who were considering the possibility of
participating in an executive training program in the near future,
Forty-nine percent indicated that they did not plan to participate
in a program in the near future and eight percent did not respond

to the question.
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Of those who were classified as academic participants forty
percent responded affirmatively. Fifty-two percent of those executives
who were classified as company participants gave an unqualified
affirmative response,

Many of the executives provided unsolicited comments with their
answers which established a depth of insight into the executives'
thinking as to what they regarded as important, Some typical comments
accompanying the affirmative answers are quoted below.

"Communications and Human Behavior -- these two areas to me are
all important to successful executive development and better under-
standing of people whom I consider the most important single asset in
any business,"

"University sponsored activities,"

"So as to enable me to broaden my scope of executive training
and development,"

"I need it for further development as a Manager."

"Sales Management and Marketing -- to help in present position
and enhance my opportunities for advancement and greater earnings."

"Hopeful that the company will allow me to get a refresher period."

"I personally feel that any businessman must devote time to a
contimial educational process; otherwise he will not be able to develop
and keep up with our changing enviromment,"

"It will be some form of executive development as this is my only
means of getting charged with new ideas,"

Typical comments associated with the forty-nine percent negative

responses are quoted below:
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"No -= would love to, but have started two businesses in last
four years and I'm too busy. When I can afford it, I'll send some
of my men, about two - three years away."

"No == time will not presently permit."

"No -~ prefer to send others, May return to in a few
years again,"

"No =-- would like to but haven't got the time and company
believes other men presently need the opportunity."

Another approach was to measure the practicality of the program
by asking the executives to indicate how much credit was attributable
to executive development programs for their present position. The
choices were: Much Credit, Some Credit, Little Credit, and No Credit.

Executive promotion credited to _program by seventy-one percent

The 1965 phase showed that seventy-one percent of the executives
attributed credit in some degree to the programs for their present
position, Twenty-four percent attributed '"No Credit" to the programs
for thelr present position and five percent of the executives did
not respond,

Very similar results were found in the 1964 research with the
exception that more than twice the number of executives gave '"Much
Credit" to the programs,

Analysis of academic versus compeny promotion

The 1964 phase provided an opportunity to compare academic
and company programs within the study. Table III reports this
information in detail. Of those who participated in the academic
programs sixty-eight percent believed that credit in some degree was

due to the programs for their present position, twenty-seven percent



TABLE III
CREDIT FOR PRESENT POSITION ATTRIBUTABLE
TO EXECUTIVE DEVELOPMENT PROGRAMS IN
1964 STUDY

Executive
Much Some Little No No
Development Program Credit Credit Credit Credit Answer Total

Academic 8 26 9 17 3 63
Percent of Credit 13 41 14 27 5 100
Company 6 10 1 2 2 21
Percent of Credit 29 48 5 9 9 100
Total | 36 10 19 5 8

Percent of Credit 17 43 12 22 6 100
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believed that "No Credit" was due to the programs and five percent
chose not to answer. Of the company participants eighty-two percent
believed that credit in some degree was due to participation in the
company programs for their present position, nine percent believed

that "No Credit" was due the programs and nine percent chose not

to answer. These findings are not to be wondered at since Company
programs are by their very nature often closely allied to the executive's
Job or position. It is gratifying to note that the executive who
recognizes this connection is very much in the majority. It seems
even more significant that academic programs which are more general

in nature and not specifically slanted toward any one company are

also recognized by a significant majority of the executive participants
to have contributed toward the accomplishment and maintenance of the
executive's present position.

Use of program materials by executive majority

Another method of evaluation was-to inquire if the executive
still used any of the materials which they had received in connection
with the executive development programs they had participated in,

In the 1965 inquiry all of the executives responded to the question;
elghty-eight percent, affirmatively, twelve percent, negatively. In
the 1964 phase seventy-one percent of the executives responded
affirmatively; twenty-four percent responded negatively and five
percent chose not to answer., The 1964 research revealed that an
astounding ninety percent of the company program participants still
used the materials and sixty-five percent of the participants in-
dicated that they still used the academic program materials, It

appears to be of more than ordinary significance that academic



programs which are not closely identified with any particular compeny
provided sixty-five percent of the participants with materials which
they used in their regular employment.

Still another measure of the practical usefulness of the
programs was to inquire of the participants in 1962, 1964, and
1965 whether the results of any of their learning activities were
used directly by their companies. Since all three phases of the study
provided ample data for a significant analysis they will be discussed
in chronological order,

Assessment of learning activities

In the 1962 phase a Problem Analysis was to be accomplished
between the first and second year of attendance in consultation with
a faculty member. Only the second-year participants, of whom there
were twenty-two, could be included in this analysis., It should be
noted by executives, their companies, and directors of development
programs that the twenty-two executives cited twenty-one different
problem topics., Because of the wide range in practicality of the
problems analyzed they are listed below:

Problem Analysis Topics

1. Predictive evaluation of salesmen (2 companies),

2, Build a factory or buy a business to acquire a product.
3. Improved credit policy.

4, Compensation of salesmen.

5. Selection of salesmen.

6. How to distribute atomic fuel,

7. Formed new industrial division in a consumer products

company.
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8, Improved sales training.

9. Formulate sales and price policies,

10, Created position of vice-president of marketing.

11, Measure industry market-potential,

12, Develop a private label brand.

13. DBetter use of time.

14, Reorganized companies direct mail program.

15, Study effect of discounters on retail hardware trade.

16. Developed sales training program,

17. Market analysis,

18, Management development program,

19. Profitability anmalysis of different production rates.

20, Improved packaging of a specific product.

21, Selective selling for greater possibility in market
segments,

These same executives were asked if they would have done the
Problem Analysis if it had not been required by GSSMM. In considering
the results of this analysis the reader should keep in mind that
each of these topics represented a current company problem in need
of a solution, The results of this analysis are tabulated in
Table IV,

Motivational benefit of program

About one fourth of the executives indicated they would have
done the Problem Analysis anyway and another fourth indicated they would
have studied the problem but not in as great depth as was required by
the assigmnment, Still another fourth reported that they probably
would not have analyzed the problem and the last fourth designated
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TABLE IV

PROJECT REQUIREMENT

DO PROJECT IF NOT REQUIRED EXECUTIVE RESPONSE
."!es" 7
"Yes, but not as thoroughly." 6
"Probably Not." 4
"Nof i

TOTAL EXBCUTIVES 22
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they would not have analyzed the problem at all, It seems
incredible that only slightly over half of the executives would
have endeavored to analyze a current company problem. A moment's
reflection, however, may rex;xind us that acceptance of the "status
quo" situation is all too common in the world and that business is
no exception. Perhaps an unexpected benefit of a development
program is to help executives to acquire the motivational "know-
how!" to tackle and analyze a problem.

Faculty involvement in problem analysis

The executives were invited to seek help from faculty members
on their Problem Analysis, Table V indicates that half of the
executives received help from the faculty.

A few of the executives'! comments will give an idea of how
the faculty members helped the executives.

Comments on Faculty Help with Problem Analysis

"Yes, _____ pointed cut that improvements must be in the
field rather than finding fault at the top level."

"Yes, by trying to point out some areas of thinking to
explore,"

"Yes, _____ '"s suggestions on the direction the investi-
gation should take were very useful."

"Indirectly. Their lectures helped me on an overall
basis on how to tackle the problem and present a solution
generally,"

"Personal conferences with ___ cleared several areas of

personal doubt,"



TABLE V

FACULTY CONTRIBUTION TO PROBLEM ANALYSIS

"Yes" 7

"Yes, indirectly." 4

TOTAL 22

50
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"Yes, comments on the problem returned to me were constructive,
appropriate, and helpful; broadened my views; suggested further
alterations."

The executives were then asked "Do you believe that your
problem analysis has helped you or your company?"

A1l but one answered affirmatively as shown in Table VI,
Investigation reveals that the executive who stated that his problem
analysis had not been helpful had not received any help from faculty
members,

Sample comments from the executives given below are also en-

lightening as to the value and the usefulness of Problem Analysis,
Comments Regarding Help From Problem Analysis

"Yes, the plan was accepted with minor revision and is
indeed more equitable to both."

"Yes, it has been of tremendous value to us and properly
developed and communicated could (as a general technique) be
a fundamental contribution to sales management, I believe."

"Yes, we are on the track of something which could save our
company considerable cost in financing new men,"

"Yes, it helped me jell my thinking on this problem."

"Yes, used it as a motivating force to enlist presidential
interest and assistance,"

"Yes, we now have a sales training program under a
permanent director,."

"Yes, provides a specific plan for development of needed

area of management, Company is in a definite growth pattern."



TABLE VI

PROBLEM ANALYSIS AS AN AID TO INDIVIDUAL
(R COMPANY

"Yos,"
"Possibly, but too soon to know."
"NO."

TOTAL

17

52
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"Yes, Of course, I would have pursued certain aspects
anyway. However, if nothing else, having to organize the

report for GSSMM was helpful and stimulated a more formal

written record."

"Yes, higher performance personnel."
"Yes - adopted."
Analysis of application of program learning activities

In the 1964 research the executives were asked if their companies
had used the results of their learning activities and forty percent
indicated that they had. Of the executives classified as academic-
ally-oriented, thirty-five percent reported that their activities
were used by their companies and fifty-seven percent of the executives
attending company-oriented programs reported that the results of
their activities were used. To find that well over half of the company
executives' learning activities and over one third of the academic
executives' learning activities were actually used by the companies
is significant, especially in view of the fact that for some executives
a considerable length of time had expired since participation in the
programs, This finding may be regarded as an indication of the
practical usefulness of the programs included in this study and the
degree of understanding of the "inservice" enviromment by those
responsible for the learning situation.

With this background in mind it is interesting to turn our attention
to the 1965 phase which is an evaluation of the GSSMM participents,
Approximately three years later seventeen of the twenty-two executives
discussed in connection with the 1962 study were included in this
study., Since all fifty-nine of the executives had now complete'd.
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a Problem Analysis they could be queried about the usefulness of
their learning activities., Forty-two percent of the executives
indicated that their companies had used the results of the learning
activities they had participated in.

Now that we have evaluated the way in which the learning activities
contributed to the good of the companies employing the executives and
to the individual's advancement to his present position, we can
examine a unique method of evaluation us-ed in connection with the
1962 phase. Here we have a longitudinal ‘View.

Experiential competence basis for maximum executive benefit from
ogram

The executive participants were asked to choose an outstanding
business experience from their own background which they believed
had contributed significantly to their marketing knowledge and to
compere it with the knowledge they had acquired in a management or
executive program., Sixty-four experiences were reported, many of
which are quite captivating; however, space will not permit them to
be retold here. It is significant that eighty-six percent of the
respondents not only remembered an outstanding business experience but
were willing to write a paragraph describing it. For purposes of
comparison between the business experience and an executive program
they were asked to recall any part of a management or executive
program which had helped them in this experience. The small number
of responses, nine of which were affirmetive and four of which were
negative, suggest the conclusion that the respondents had not
participated in many executive development programs prior to the
business experience they had related. Also the quality of the
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respondents’ comments was definitely inferior compared to the quality

of the comments elicited by the next question, which asked the executives
if they believed any part of a management or executive program could
have helped them in the business experience. Forty-seven responses

were made to this question of which forty-two were affirmative and

five were negative, Because the accompanying comments contained con-
siderable enlightening information, sample negative and affirmative
comments are quoted below, Four of the five negative comments are

of interest.

Negative Comments

"Might have helped in a small way but many of these
details in our business have to be experienced, to be learned."

"No, I needed practical experience and training on the job
first,"

"No. I was not ready for this type of training or experience
earlier. Besides the position above was in a highly specialized
sales training area not related to management other than persomal
management,"

"I doubt it. This was an experiential learning experience."
The majority of the forty-two affirmative comments to question

11-B were interesting and helpful, however, space will permit only
a few,

Affirmative Comments

"Mainly recruitment, selection, training, and evaluation
would have been useful,"

"Having had GSSMM would doubtless have saved me several
months of lost effort through trial and error in getting

organized,"
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"I would probably have accomplished same task with less
trial and error and so in less time.,”

"Yes, tralning and management programs could have helped me
accomplish the objectives of my division sooner."

"Wes, becauses it would have been formalized and concentrated."

"If I had had GSSMM I would have developed a more effective
program, More important, I would have had more confidence in my
convictions, consequerntly would have implemented the program more
effectively. Probably would have been one year ahead in development."

"Yes, would have understood basic fundamentals of the job much
faster, Would have had something to build on."

"Yes - by giving me specific guide lines to follow in
comnection with various facets of my jcb = financial analysis,
territorial assignments, sales quotas, budgets, etc."

"It would have eliminated many mistakes in judgment,
computation, and quickened the process of learning.'

"I wish I had had the opportunity to take the GSSMM course
when I became zone manager in 1%49,"

"Yes,definitely. I would have a better concept of organizing
and weighting our distributional and sales effort to effect a
quicker positive result."

"Greatly. I knew nothing of corporate or maragement procedures
or techniques, Any formal training in these areas would have re-
duced the jillion mistakes I made."

"Yes - a course of this type would have given me insight and

directionc "
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Clearly the majority of the executives believed that the training
they could have received in a development program would hatve hzlped
them in their business experience., Even the negative ccmucnts are
helpful because they serve to emphasize the findings repsrted earlier
in this study, namely that executives must achieve a certain level of
experiential competence before they are prepared to receivs msxirmunm
benefits from enrollment in an executive development progr:m, The
affirmative comments point out beyond the shadow of a doutt that the
executives believe the training would have been useful, would have
saved them and their company much time and expense, would havs
established executive confidence, would have reduced ard eliminated
costly mistakes in judgment and would have quickened tts process of
learning.

Evaluation of this kind is good news to the individusl who naturally
desires these things for himself, to the company who is5 jntsrested in
securing such benefits both directly and indirectly through the executives
they employ, and to those who staff and teach in the exs:zutivs development
programs because they want to impart this type of helpful intormation,

Assessment of some concomitants of executive programs

There are always worthy by-products in any learning experience, a
sort of residue after some of the more measurable materisl has drained
off - such are impressions of ideas, procedures, and psople, To see
whether the executive development program had any of these zuncomitants,
the author used a method of inquiry common to the educatior.l world --
that of recall., It was used in the 1964 and 1965 inquiries in two ways.
First, the executives were asked if there was any one sucject, idea, or
area of instruction which stood out in their memory more ttan any other.

If so, they were to indicate both what and why if possicle,



Educators conducting these or similar programs should take
courage since seventy percent of the total responses were "yes" and
only twenty percent "no" with ten percent no response, an indication
that a lasting impression had been made in the minds of many of the
respondents, An identical result was found in 1965 except that the
"no" response was nineteen percent and the "no answer" was eleven
percent.

Nearly every respondent explained what subject or idea made a
lasting impression on his memory. Some listed more than one. Six of
the most frequently mentioned learning methods or subjects from the
1964 research are listed below:

1. "Case Studies,."

2, "Psychology or Selling,"

3. "Problem Solving Techniques,"

4, "Roll Playing Techniques."

5. '"Financial Analysis."

6. "Managemelnt Game,"

Seven of the most frequently mentioned learning methods or
subjects from the 1965 research are quoted below.

1. '"Computer Game."

2, "New Product Development."

3. "Cost Analysis,"

Lk, "Cost-Volume-Marketing Mix,"

5. '"Management Geme,"

6. '"Marketing Concept vs. Sales Only,"

7. "Human Problems and Administration,"



59

The reader will note that of all the subjects listed the Management
Game is the only one appearing in both lists,

The second question concerned recall of any faculty members or
training personnel who had made a lasting impression on the memory
of the participant., In the 1964 approach ninety percent of the
executives indicated that they remembered certain teaching personnel.
Of the one hundred and twenty-five times that faculty members were
mentioned all but one was favorable,

Impression of academic program faculty: worthwhile, lasting

Of the fifty-nine individuals' names mentioned in response to the
question, nine were cited by executives who had been classified by
the researcher as having participated in company programs, The
remaining fifty individuals were named by executives who were classified
as having participated in academic programs, Careful examination of
the data revealed that five of the nine mentioned by company executives
were actually remembered in connection with an academic development
program. It is not only obvious that many worthwhile lasting im-
pressions were made but that they were made by development personnel
associated with the academic programs,

In 1965 eighty-five percent of the participants responded
that they remembered a certain faculty member. The mumber of times
the names were mentioned is indicated in Table VII which follows.

It would appear to be highly significant that these names were
remembered and mentioned since no hints were given anywhere in the
questionnaire, Another significant factor is that several years had

elapsed since some of the respondents had participated in the program
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TABLE VII

FACULTY INFLUENCE ON EXECUTIVES

Faculty Member Times Mentioned
A 33
B 16
C 10
D
E

vz
W\ O 0 VO
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with which the faculty member had been associated, yet they still
remembered the faculty member by name. Although some of those

remembered were associated with company development programs, the
ma jority were faculty members connected with well-known American

universities,

Benefits of Executive Participation in
Development Programs
This part of the chapter will endeavor to identify possible
development program advantages as perceived by the individual and
his employing company.

Analysis and evaluation of career progress

In the 1962 phase the executives were asked to judge the rate
of their own career progress. A casual examination of this data
reported in Table VIII might lead the reader to conclude that these
marketing executives were quite optimistic about their career progress.
By citing specific promotional experiences they gave credence
and support to their evaluations of career progress. The degree of
personal commitment to GSSMM noted earlier in the study would sub-
stantiate the expectation that these men would be promoted rapidly.
It is reasonable to expect that the combination of personal commitment
and training should provide a formula for accelerated promotions and
business success,

Analysis and evaluation of employment stability

Since the GSSMM course was equally divided between two years, the
reader's attention is directed to some specific considerations regarding

the twenty-two second-year men included in the 1962 study. An effort
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ANALYSIS OF CAREER PROGRESS 1962

CAREER PROGRESS

Very Fast

Fast

Faster than average
Average

Little slower than average
Slow

Very slow
Not moving

TOTAL

NUMBER OF RESPONDENTS

7
4

36
12

Vi3
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was made first to determine the employment stability of these executives,
The first question posed was whether they thought it was best to

advance within a company or to change companies for advancement,

Fifteen of the twenty-two executives thought it was best to advance
“within the company", one did not answer, one said "change company"

and the remaining five executives were undecided.

Next the actual employment experience of these executives was
investigated by inquiring if they had changed companies. Since the
previous year'!s program, twenty-one of the twenty-two executives
indicated that they had not changed companies. The one executive
who had changed companies indicated that he thought "a small rumber
of changes is probably helpful." Then the executives were asked if
they anticipated changing companies after completing the 1962 GSSMM
or in the near future, The executive who had changed companies and
nineteen of the other executives indicated that they did not anticipate
a change of company. One executive indicated "maybe" and another
stated that he was "undecided."

BEmployment stability within the same company

Seventeen of the twenty-two executives studied in 1962 were
identified in the 1965 questionnaire which provided an opportunity
for a longitudinal evaluation. An analysis of their 1965 employment
revealed that fifteen were still in the employ of their same company
and only two had changed. One of the executives who had changed
companies had been with his previous employer for a period of twenty
years; the change was made just three months prior to completing the
1965 questionnaire. The other executive who had changed companies had

resigned his presidency (1960-64) to become sales manager of a much



larger company. There was an increasing tendency for employment
stability beginning about 1961, the time in their business careers
when the executives attended GSSMM - recognized as a quality
academic executive development program.

This information should be of particular interest to companies
who invest the large sums of money and time necessary to support
executive participation in a development program., This evidence
should help allay fears of any business administrators who believe
that they might be developing executives for the benefit of their
competitors, Individual executives are interested not only in
stability of employment, but also in advancement; therefore, a
further analysis was attempted,

Evidence of upward career mobility in academic program executives
The 1965 study asked the executives to identify their supervisory

position when they first participated in an executive development
program and also their present position., Nearly all of the executives
were responsible for the marketing efforts of their companies re-
gardless of the title accorded to them by their companies, Forty-eight
percent of the academic executives indicated that their positions

at the time of their first program were those of sales manager, twenty-
eight percent were division managers, and five percent were vice-
presidents. An analysis of their 1965 positions indicates a thirty-
nine percent reduction in the category of sales manager, & significant
increase in the position of division manager to thirty-four percent,
and an increase to sixteen percent for the position of vice-president.
This is indicative of a strong upward career movement. Although it

is normal to expect an upward career movement of talented people it
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is interesting to note that the five executives who were classified
as company-oriented in their executive development made no apparent
career progress during the same time period. The sample of compeny
executives included in the 1965 research is not large enough to draw
a conclusion; however, the 1964 phase which did contain a larger
sample of company executives revealed the same lack of career
advancement for company executives,

The executives included in 1964 were asked questions identical
to those asked the 1965 executives about their positions at the time
of their first development program and their position at the time of the
study. All but four 1964 respondents answered the first question and
all but one answered the second question. Although it is evident
that there was an upward career movement it would be more interesting
to learn who was promoted. To help answer this question data are
presented in total and by company and academic programs in Table IX
and Table X,

Promotion to upper echelon within same company

An upward career movement is clearly discernible by increases
in the positions of president, vice-president, and sales manager
and a decrease in '"other position" and '"no answer," Company participants
showed an upward career movement by an increase in the position of
president and the elimination of the "no answef‘, " A lack of upward
movement is shown also by a decrease in the posi?bion of division
manager and an increase in "other positions" with no change in the
positions of vice-president or sales manager. Upward career movement
for academic participants was evidenced by increases in every position

except "other positions" and '"no answer,"



TABLE IX

POSITION AT TIME OF FIRST PROGRAM - 1964 PHASE

(See Key Below)

Executive

Development Program 1 2 3 4 5 6 Total

Academic 7 7 10 18 18 3 63
Percent of Positions 11 11 15 29 29 5 100
Company 2 3 2 Vi 6 1 21
Percent of Positions 10 14 10 33 28 5 100
Total 9 10 12 25 24 L 84
Percent of Positions 11 12 14 30 28 5 100
Key
1. President or equivalent
2. Vice-president or equivalent
3. Division manager or equivalent
4, Sales manager or equivalent
5 Other position

6.

No answer
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TABLE X

PRESENT POSITION - 1964 PHASE
(See Key Below)

Executive
Develomment Program 1 2 3 L 5 6 Total

Academio 10 10 11 20 11 1 63

Percent of Positions 16 16 17 32 17 2 100

Company 3 3 1 7 7 21

Percent of Positions 14 14 5 33 34 100

Total 13 13 12 27 18 1 84

Percent of Positions 15 15 1 33 21 2 100
Key

1, President or equivalent

2, Vice-president or equivalent
3. Division manager or equivalent
4, Sales manager or equivalent

5. Other position

6. No answer
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The 5% phase revealed by Table XI shows the relationship of
the positisn of the executives at the time of the study to the size
of their company measured by sales for the preceding year, Since
nearly all of the executives were responsible for the marketing
activities of their companies regardless of their title, the
data indicate that the marketing executive assumes a different
title according to the size of the company by whom he is employed.
The trend seems to be that the smaller the company the higher the
title. The larger companies employ titles which appear to describe
more correctly the actual responsibilities of their executives.

The analysis set forth in the table provides encouraging in-
formation for the executive who wants to advance within his company
and for the company which desires to retain its executive talent,
There is further affirmative evidence available within the studies
reported in this dissertation,

Fulfillment of career ambitions of both company and academic executives

A unique question was posed to the executives in the 1962 study
as follows:

If you could secure the position of your choice by

merely naming it, what would it be? Please give the name of

the company, the position, salary, and describe the job

briefly.

The question was purposely stated in a manner to encourage an
uninhibited expression of maximum career ambition, The responses, as
expected, covered a broad range of executive positions,

One of the questions in the 1965 study, which the reader will
recall was asked of the 1962 executives, stated:

Please state your present position and title,
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POSITION REIATED TO COMPANY SALES VOLUME

1964+ PHASE

Anmal Sales for 1963

(In Millions)
Present Position
of Participant Under 1- 10- 100- 500- Over None
(Ranked 1-5) 1l 10 100 500 1000 1000 Given Total
1, President or 6 5 1 1 13
Equivalent
Percent of Total L6 38 8 8 16
2, Vice-president 1 8 1l 2 1l 13
or Equivalent
Percent of Total 8 61 8 15 8 16
3. Division Manager 2 3 4 3 12
or Equivalent
Percent of Total 17 25 33 25 14
L, Sales Manager 5 5 8 4 L 1l 27
or Equivalent
Percent of Total 18.5 18.5 29 15 15 L 32
5. Other Designation 4 L 3 6 1l 18
Percent of Total 22 22 17 34 5 21
No Answer 1l 1
Percent of Total 1l
Total 7 24 10 B 11 14 4 84
Percent of Total 8 29 12 16.5 13 16,5 5 100
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The responses to these two questions were analyzed and compared
en the basis of position and company. Each 1965 response was in-
dividually matched with the corresponding 1962 response to ascertain
if the 1965 position matched the position-goal stated in 1962,
Thirty-one percent of the executives were found to have achieved
their stated career objectives., Twelve percent of the executives
had indicated in 1962 that they already held the position of their choice.
When the responses of these executives were matched with their responses
in 1965, all executives still held the position of their choice. A
combination of these two groups would then indicate that forty-three
percent of the executives responding to the 1965 questionnaire had
either achieved or maintained the position of their choice during
the time period from 1962 to 1965,

Some of the executive responses to the 1962 questionnaire stated
urusually high objectives. For example, one executive gave as his goal
the position of Chairman of the Board of American Telephone and Telegraph,
an achievement which appeared unlikely since he was not in the employ of
that company, No effort was made to evaluate the feasibility of the
executives' objectives as stated in 1962; however, it is reasonable to
assume that an even larger percentage of the executives would have
achieved their desired positions if some had not stated unrealistic
objectives,

Achievement of position goals within own company

Of the executives who achieved their stated position-objective
ninety percent did so within their own companies. The high degree of
employment stability of these executives may be stated still another
way, Only two of the executives who achieved their stated position
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cbjectives did so outside their own companies and of these two one changed
to another company and the other started his own company. It is worth
noting that executives who did not achieve or maintain their stated
position objective were not demoted and some were promoted but not

to their stated pesition cbjective.

Better employment stability of academic group

The two identical questions were asked in the 1965 research.
Table XITI indicates that thirty-five percent of the academic program
executives had been with their companies from fifteen to nineteen
years while ncne of the company executives had been with
their companies more than nineteen years. Seventy percent of the
academic executives had been with their companies ten years or more
indicating considerable employment stability for the academic
participants,

Difference in career mobility for both groups insignificant

Upward mobility of careers is readily apparent in ah examination
of the data in Table XIII. A large number of the executives had held
their present positions for only a short period of time, Forty-
seven percent of the academic executives in the study had held their
position less than two years and thirty percent had held their positions
2-3,9 years, These two classifications alone included over three-fourths
of the academic executives and indicated that they had held their present
positions less than four years. Little difference that could be con-
sidered significant was observed between the academic and company
participants because of the small size of the company sample. It
is worth noting that there is agreement between the findings of the

1965 phase and those of the 1964 phase.
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TABLE XII

PARTICIPANT'S YEARS WITH COMPANY - 1965 PHASE

Executive
Under 5-9 10-14 15-19 Over No Total
Development Program 5 20 Answer
Academic 10 L 11 19 8 2 M
Percent of Years 19 7 20 35 15 4 100
Company 1 1 1 2 5
Percent of Years 20 20 20 40 100
Total 11 5 12 21 8 2 59

Percent of Years 19 8 20 36 13 L 100
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TABLE XIII

NUMBER OF YEARS FCR PRESENT POSITION
1965 PHASE

Executive
Under 2-3,9 4-5.9 6=7.9 8-10 Over No Total

Development Program 2 10 Answer

Academic 25 16 2 3 3 2 3 4
Percent of Years 47 30 4 5 5 4 5 100

Company 2 2 1l 5
Percent of Years 40 40 20 100

Total 27 18 3 3 3 2 3 59

Percent of Years 46 30 5 5 5 Yy 5 100
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A comparison of the 1965 data for these two questions reveals
clearly that the majority of the executives exhibited employment
stability in their companies and a high degree of career mobility within
their companies. An evaluation of executive positions on an individual
basis showed that position mobility was not horizontal tut upward, This
finding was also apparent in the 1964 phase and should be of con-
siderable interest not only to the executives themselves but to
company officers who underwrite the authorization of time and money
to support the development programs,

A comparison of employment stability and career mobility was
made in both the 1964 and 1965 phases. The basis of the comparison was
an analysis of the executive responses to two questions asked in both
studies. The questions were these:

How long have you worked for your present company?
How long have you held your present position?

Employment longevity linked with vertical career movement within

same company

Table XIV of the 1964 phase reporting that the highest number of
responses for all programs was twenty-seven percent in the highest
category of "twenty and over" years with the company. With this fact in
mind, it is of interest to note that Table XV gives the highest number
of responses for all programs in the "Under two" year category as
thirty-nine percent. This comparison appears to be of more than
ordinary significance to an analysis of executive career progress
and stability of company employment. Could it be that the executives
are remaining with their companies and at the same time are able to

achieve relatively frequent promotional opportunities? Although this



TABLE XIV

PARTICIPANT'S YEARS WITH COMPANY - 1964 PHASE

75

Executive
Under 5-9 10-14 15-19 20 No Total

Development Program 5 And Over Answer

Academic 6 9 10 16 21 1l 63
Percent of Years 10 14 16 25 33 2 100

Company 3 3 10 3 2 21
Percent of Years 14 14 48 14 10 100

Total 9 12 20 19 23 1 84
Percent of Years 11 14 4 22 27 2 100
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TABLE XV

NUMBER OF YEARS FOR PRESENT POSITION - 1964 PHASE

Executive
Under 10 No
NDevelopment Program 2 2-3.9 4-5,9 6-7,9 8-10 And Over Answer Total

Academic 25 15 9 5 2 5 2 63
Percent of Years 40 2% 14 8 3 8 3 100
Company 8 3 6 2 1l 1l 21
Percent of Years 40 14 29 9 4 L 100
Total 33 18 15 7 3 6 2 84

Percent of Years 39 21 18 8 L 7 3 100
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evidence alone may not be conclusive, it is certainly worth care-

ful consideration. Longevity with a company combined with a relatively
short length of time for the present position would indicate that

the executives are being promoted. An analysis of the data for
individual executives eliminated the possibility of horizontal career
movement, That career mobility was upward was evident in most
instances. No demotions were noted and the research indicates

that it is appropriate to assume that those who are staying with

their companies are advancing to higher positions.

Increasing degree of employment stability for academically-

oriented executives

The question arises as to whether there is any differences in
employment stability between executives who have participated in company
development programs compared with those who have participated in
academic development programs. A casual examination of the time of
service reported in Table XIV shows clearly that a larger proportion
of company participants had been with their companies relatively
shorter lengths of time than had their academic counterparts. In fact
the academic executives show a percentage increase in every category
from the briefest to the longest period of service; a third had been
with their companies twenty years or more. While the data do not
suggest employment instability for company-developed executives since
nearly half of the executives had remained with their companies four-
teen to nineteen years, it is apparent that only ten percent had been
with their companies twenty years or more. The analysis indicates a
steadily increasing degree of employment stability for executives

who have participated in academic-centered programs.
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Provision for unblased appraisal in academically-oriented programs

Is it possible that the company program which is by its very nature
restricted to the company and its problems does not satisfy the executive's
desire for a broader business experience, and that he changes companies
in an effort to satisfy this desire? An academic development program
by its very mature provides an educational experience to meet the
executive’s desire for a wider vision of his work and eliminates his need
to change companies for this purpose. The executives repeatedly
emphasized that exchange of ideas with executives from other companies
was one of the outstanding values of an academic development program,
Perhaps an academically-oriented program provides an unbiased look
over the company fence which reveals the fact that the grass is

essentially the same color on both sides,

Evidence of marked upward mobility within same company by academic

program executives '

A similar analysis of the second question on length of time in
present position reported in Table XV points up some other interesting
facts, Of the total number of executives included in the study,
thirty-nine percent had held their present position less than two
years, The longer the employment period, the smaller the number of
executives found in the category. It seems significant that there
appears to be an inverse relationship between the rumber of executives
in each category and the length of time the executives had held their
present positions., Since we know from the analysis of the first
question on length of service that the executives were remaining in
the employ of their companies, we may conclude that these executives
had recently been promoted within their companies. Evaluation of
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individual executive positions reveals that the career movement was
upward and not horizontal., This finding provides further support for
the idea of career mobility within the company already alluded to

in the analysis of the first question. The trend is very apparent for
the academically-oriented executives,

Upward career mobility achieved by change of company, for company-

oriented executives

A thoughtful comparison of the data for length of service and time
in present position leads to the conclusion that more of the company
executives achieved their career progress by changing companies
than did the academic executives who apparently achieved their career
progress within their own companies. It is logical to assume that
the career movements of both classifications of executives was upward
since the usual rationale behind a change of companies is that
of a promotion or a better job, and changes within a company are usually
in the nature of a promotion or job improvement. These findings should
be of considerable import both to executives who are interested in
achieving career progress while broadening their business experience and
to company officers who are interested in developing and retaining high
caliber operating executives in the employ of their companies.

Company and academic program differences slight in degree of aid to

individual and to company

Another evaluation of company versus academic programs was also
attempted by asking the executives to indicate how they believed the
academically oriented program compared with the company oriented program
in benefiting their sponsoring companies and in helping them personally.

Considerable frustration seemed to develop over these questions as in-
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dicated by a large number of '"no responses," however, the responses which
were elicited are worthy of our analysis and study. In regard to helping
the individual, thirty percent indicated that they thought the academic
program was "much better," twelve percent thought it was "better! making
a total of forty-two percent who assigned some degree of superiority to
the quality of the academic program compared with that of the company
program. A request for the same type of comparison, relating it this
time to their employing companies, produced nearly identical results,

Although there is considerable similarity between the responses to
these questions, there are some slight differences apparent in the
analysis which are worth noting., For example, no one of academic orien-
tation thought that the academic programs were '"not as good" in helping
the individual; however, five percent of the academic executives thought
that the .academic programs were "not as good" as company programs in
helping their company. This is understandable because the studies
have indicated that both academic and company programs if properly
conducted can make a valuable contribution to the development of
the executives who participate.

Comments in both categories -~ which helped the individual most
and which helped the company most -- are quoted for both types of
programs:

Company Programs Helped the Individual the Most

"More closely related to job,"

"Training in home office for regional vice-presidency. This
program helped me to understand the overall operation of a life
insurance company which is not obtainable in the field alone.'

"More knowledge."
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"Helping to develop broad management and perspective; some
insight into specifics which I would ordinarily not get without
specialized study."

"Broadened background and ability."

"None. Personally do not feel that these programs in them-
selves are capable of doing more than giving insight into other
businesses."

Academic Programs Helped the Individual the Most

"Much more diversified. Enables one to exchange ideas with
counterpart from other _industries."

"More complete, Be£€er instructors, overall business outlook,
the association with other men from other fields."

"Depth penetration of many areas of responsibility in a
marketing organization. Helped formalize ideas and concepts.”

"More subjects covered - a broader program,"

"I suddenly realized how much I had been flying by 'the seat
of my pants' and I realized that I could fly better by instruments
and that I couldn’t properly develop other people unless I taught
them instrument flying."

"To get a better overall look at business instead of just the
sales end."

W was in the process of changing to a marketing concept
of business and it gave me the chance to move with this plan,"

"Developing a long range marketing program: gave better in-
sight, broadened view points, and improved my management skills,"

YKnowledge that our methods were adequate - equal to the others,."
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"Frankly gave me confidence that my training, insights, and
ability were adequate and equal to that of the average executive
attending course - and thus helped relieve my nagging anxiety
in this area."

"Exposure and participation in modern (current) methods and
techniques, Association with other men who are active in business,"

Company Programs Helped the Company the Most

"By opening new horizons."

"A1l of our field management is required to have a comprehensive
exposure to all aspects of company operations which may affect their
Jobs,"

Academic Programs Helped the Company the Most

"Because the thesis was oriented to the mechanics of the
expansion of the sales force and used as presented by the company
in subsequent years,'

""Was able to use some of the basic principles of product
management in my company’s marketing program,"

"Better overall exposure to all types of business problems,"

"I was able to apply directly to my duties what I had
learned."

"The programs that help me help the company in direct
proportion,"

"It was used as a basis of setting our company into a
marketing organization,"

"Broader coverage of overall business management problems,"

"Updating of previously used methods - exposed older memuer of

management to the realistic approach used by other successful businesses,"
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ALl of the executives stated that the programs contained materials
applicabls to their jubs,

Another appraach to evaluation 1s implicit in the 1964 phase whose
base is the broadest of the three phases. The question on whether a
registrant in a development program would recommend the program to
another executive has already been explored, but no examination was made
of the respcnses tc which type of program he would select. An analyses
of his choice and comments stating the reason for it follow.

Of the seventy-six percent of the executives included.in the 1964
phase who indicated that they would recommend that other executives
participate in an executive development program, eight percent selected
the company programs and sixty-eight percent chose the academic programs.

A number of the executives stated why they would recommend that
other executives participate in executive development programs. A
few of these comments are quoted below:

Reasons for Recormending Company Programs

l. '"Deals with problems which still directly relate to the
management, "

2, "Permitsz the individual to see the day to day programs and
observe successful executives in action.”

3. "Practical demonstrations of computer applications,"

4, "Company first, followed by academically oriented."

Reasons for Recommending Academic Programs

l. '"We are becoming too specialized - men need a broader aqutlook,"

2, "Academic because one advantage is sharing other views out-
side the home organization."

3. "They need the insight and perspective derived from other

courses, !



4, "It does more for the individual,"

5 '"Because they are separated from every day work and can de-

vote their time and interests to the subjects."

6. ‘"Better organized, no bias. Value of exchange of ex-

periences of participants.”

7. "Our emphasis is now on solving customer's problems and

needs, Too many varied types of customers for anything
but academic group study."

In the 1962 phase a little dissatisfaction was noted with reference
to company programs but nearly all comments on academic programs were
favorable.

In the 1964 phase one executive indicated that their trade
association took care of company-oriented training but "for executive
development we must look elsewhere," Other comments indicated that
companies felt quite capable in technical matters but recognized the
need of outside help in the development of executives., A careful
perusal of the material presented in this thesis should leave the
reader with the impression that both company and academic programs,
if properly conducted, can make helpful contributions to the development
of executive talent, but, of the two, the weightier contribution must

be credited to the academically-oriented development program,



CHAPTER IV
SUMMARY AND CONCLUSIONS

This study has endeavored to point out the benefits of executive
development programs for marketing executives. Throughout the study
the viewpoints of the individual executive, the sponsoring company,
and the program directors were kept in mind. though the study itself
was oriented largely from the executives' viewpoint.

Based on perscrnal interviews, observations, close personal contacts,
and voluntary responses to an unusual type questionnaire this study is
composed of three phases conducted in 1962, 1964, and 1965. The first
phase was accomplished by the researcher's full-session visit of two
and one half weeks at the Graduate School of Sales Management and
Marketing (GSSMM) in Syracuse, New York of June 1962, Questionnaires
handed out during the session and questionnaires by mail in 1964
and 1965 supplied the data along with the personal work at GSSMM and
the research reading for background material., Because respondents in
phase one and three were the same individuals, the data were uncon-
taminated, and because there was at least a three-year time lapse
providing a gemuine longitudinal study, the data can be considered
fairly valid and unbiased. The second phase conducted in 1964 was
based on a number of respondents from companies scattered throughout
the United States,

This study, set up to analyze and evaluate the benefits of

development programs, to determine whether the benefits were lasting,



and to decide which of the two types, company-oriented or academically-
oriented programs, was more effective, resulted in substantiating the
three hypotheses to be tested.

The most outstanding evidences of the benefits were the following:

1. Approximately half the executives affirmed willingness for
a "repeat'" attendance at the programs in the near future.

2. The respondents were not only willing to recommend the
programs to subordinates but three-~fourths of them in-
dicated, if they owned a company, that they would send
their own marketing executives,

3. Over three-fourths of the executives in the last two
phases of the study reported that materials secured at
the programs were used in their work and contimied to be
used after an interval of several years.

4, A number, through unsolicited comments, gave the programs credit
for saving the executive years of trial and error in decision
making and in turn saving their companies thousands of dollars,

5. Over forty percent of the executives cited instances of their
company’s direct use of specific materials from their learning
activities,

6. Because the researcher observed that marketing executives take
credit more willingly than they give it, the following item
is really significant: nearly three-fourths of the executives
attributed their present positions and success in those
positions at least in part to what they had learned by

attendance at the programs,
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7. The longitudinal view of the study, particularly in the
academic programs, showed that participating executives
had exhibited employment stability by remaining with the
same companies,

8. The same data revealed that a majority of the executives, in
varying degrees from little to much, credited their upward
career mobility within the same company to their participation
in the programs,

Within the area of the programs themselves two types vie for
recognition, the company-oriented program and the academically-oriented
program. The balance of favor was tilted definitely toward the
academic type although company programs had a slight advantage in
the responses to the question concerning which program helped the
company most. This was to be expected in a program tailored to a
specific company and its needs.

The academic program was favored by the individual executives
because:

1., Its wider instructional basis broadened their own outlook
in seeing the executive's role in business in general as
well as in particular,

2, It provided a better opportunity for exchange of ideas in an
enviromment conducive to thinking where registrants and
faculty with diverse business education and backgrounds
engaged in seminars and intermingled freely on a social
level.

The third hypothesis which maintains that the benefits of the

executive development programs are enduring ones naturally overlaps
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the first which identifies them., Briefly, the enduring qualities are
eviderit in the use of program materials over a period of time, in
the use of the learning activities in their companies and finally in
the upward career mobility and employment stability within the same
company,

The most outstanding discoveries in the data are the two items
last named., While the research reading yielded much historical material
and some on current trends in developing executive programs, almost
nothing on evaluation of the programs was found. Nowhere did the
researcher find any mention cf either upward career mobility or employment
stability for executives within their companies. This discovery is
valuable because it establishes the confidence of both company and
registrants in the benefits of executive devel opment programs, Likewise
it facilitates planning because it promotes the knowledge that individuals
and their companies can compatibly share the common objectives - company
progress and career advancement - without fear of loss either to
executive or to company,

This thesis through a three phase empirical study has supported
the hypotheses that executive development programs have significantly
benefited the participating marketing executives and their companies,
and it is therefore reasonable to conclude that the required time
and expense involved are justified.

Executive development programs were first inaugurated to meet the
need for more and better trained executives, This thesis was initiated
to evaluate the effectiveness of executive development programs for

marketing executives in particular. Although the programs are making
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a valuatlie contribution to the quantity and quality of executive
talent neither business men nor organizations may relax for even
a moment,

According to Patton, "A recent study by McKinsey and Company
of the organization of the one hundred largest United States companies
showed that between 1955 and 1965 the average mumber of corporate
officers rose by twenty-eight percent."15

The author quoted above warns that the competition for executive
talent by 1975 may be the severest of all, It has always been said
that there is room for a good man at the top. Now it may be said
that there is a demand for good men at the top, Individuals and
companies who plan to be a part of the successful business world of
tommorrow will continue to utilize the talents of university-oriented
instructors, who offer executive development programs to the business
comunity,

In their book just off the press Huneryager and Heckman state
"The success of any type of working organization, especially a business
firm, is entirely dependent upon its ability to obtain, nurture and

develop managerial talent."16

Loarch Patton, "The Coming Scramble for Executive Talent,"

Harvard Business Review, Vol, 45, No, 3, (May-June, 1967), (Boston,
Massachusetts: Graduate School of Business, Harvard University), p. 159.
168. C. Hungeryager and I. L. Heckmann, Human Relations in
Management, Second Edition. (Chicago: South-Western Publishing

Company, 1967), p. 10l.
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MICHIGAN STATE UNIVERSITY sast anamve
1964

GRADUATE SCHOOL OF BUSINESS ADMINISTRATION
DEPARTMENT OF MANAGEMENT

You have been chosen to participate in a research study because
of your successful participation in one or more executive development
programs, The purpose of the research is to evaluate objectively
the extent to which these programs meet the educational and develop-
ment needs of management and marketing executives.

Neither your identity nor the identity of your company will
be published, All data gathered will be considered absolutely
confidential and will be used only for scholarly purposes. I will
be glad to send a summary copy of my findings to all who participate.

Your help is urgently needed to provide the information
necessary for a study of this kind., The format of the research
study has been designed to save your time, Complete honesty and
frankness is desired,

Your prompt reply in the enclosed self-addressed postage free
envelope will be a great help to the study., Thank you kindly,

Cordially yourgf;7_~______,,_—
Witoors ool

Wilson Trickett

Doctoral Candidate
Michigan State University
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MICHIGAN STATE UNIVERSITY mast tansmg
1964

GRADUATE SCHOOL OF BUSINESS ADMINISTRATION
OFFICE OF THE DEAN

Executives like yourself are understandably concerned with educational
programs designed to enhance the management talents of the firm,

As you are aware, company training is increasingly complemented within
by university and association sponsored executive education, Our

own business school has as one of its key missions the conducting

and research evaluation of programs in this area.

So that not only our efforts but kindred efforts by others will
become increasingly effective, please cooperate with us by complet-
ing the enclosed questionnaire.

Mr. Trickett's doctoral research shows promise of making a significant
contribution to improved executive education. Your help in his study
will be most appreciated,

Sinéerely! ;

W. J. E, Crissy, Associate Dean
Professor of Marketing

WJEC/mag
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MICHIGAN STATE UNIVERSITY gasr tansmne

1965

GRADUATE SCHOOL OF BUSINESS ADMINISTRATION
DEPARTMENT OF MANAGEMENT

Your part in evaluating the work of the Graduate School of Sales
and Marketing Management at Syracuse, New York, in the summer of 1962
has become a valuable part of my research project. Since that time
the study base has been broadened to include several other programs.
The purpose of the research is to evaluate objectively the extent to
which these programs meet the educational and development needs of
management and marketing executives,

You are in a strategic position to provide an evaluation of the
work of GSSMM, which should prove to be extremely valuable, I am
interested in comparing your present evaluation with your initial
evaluation to learn some of the cumilative effects of the program,

Enclosed is a questionnaire which I am currently using in my
research, It has been designed to save your time., Your help in
supplying the information requested with complete honesty and frank-
ness will be appreciated.

Neither your identity nor the identity of your company will be
published, All data gathered will be considered absolutely confi-
dential and will be used only for scholarly purposes. I will be glad
to send a summary copy of my findings to all who participate.

Your prompt reply in the enclosed self-addressed postage free
envelope will be a great help to the study. Thank you kindly.

Cordially yours,
W,ibdorn, Ielostl
Wilson Trickett

Doctoral Candidate

Michigan State University

WT:JjJ



PARTIAL COPY CF 1962 QUESTIONNAIRE INCLUDING
ALL PERTINENT QUESTIONS

IITI EMPLOYMENT INFORMATION

Name of your present employer

Address of your present employer

What is your official title?

Give name of your immediate superior

Give official title of your immediate superior

Mark with a P your present anmual salary (or total compensation); mark
with a B your beginning salary on your first supervisory assignment
with this company or any other company,

__ Less than $5,000 ___ $10,000-$12,499  ___ $20,000-$24,999
___ $5,000-$7,499 — $12,500-$14,999  __ Over $25,000
— $7,500-$9,999 — $15,000-$19,999

How long have you worked for your present company?

How long have you held your present position?

List other positions held with all companies, and approximate dates.
Start with first position and end with present position.

POSITION COMPANY DATES

First

Second

Third

Fourth

Fifth

Sixth

Seventh

Eighth
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IV GENERAL INFCRMATION

ALL GSSMM REGISTRANTS PLEASE ANSWER THE FOLLOWING QUESTIONS:

1.

30

Se
é.
7e

8.

When did you first hear of GSSMM?
How did you first hear of GSSMM?

Who suggested that you attend GSSMM? Give name, company, position
or title if other than self?

Did you have to convince anyone to let you come?

Did you want to attend GSSMM?

Please explain,

Would you send your marketing executives to GSSMM if you owmed
your own company?
Would you attend GSSMM at your own personal expense?
Would you try to influence your management to send your subordimates?
Have you ever participated in the other SME-International programs;
i.e. - The Field Sales Management Institute or the Salesmen's Work-
shop? If so, please give the approximate dates and places.

DATE PLACE

FSMI

SALESMEN'S WORKSHOP

A Please list any other management or executive training programs
of any kind in which you have participated from the earliest to
the present.

Name of Program Approximate Date Duration of Program Offered By

B Please rank the programs you have listed by their wvalue to you by
placing a number by each, (Use #1 to indicate the program you be-
lieve was the most valuable, #2 for the next most valuable, etc.)



9.

10.
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C Please write GSSMM in the list on page 5 (in 84) with
reference to its relative importance as you see it.

Do you believe that the work of GSSMM is well known in marketing
circles? Yes No

Discuss:

No doubt you have had a number of outstanding business experiences
(or periods of employment) that have contributed significantly to
your marketing knowledge. FPlease choose one of these experiences,
and tell what it was, and how it helped you. (G.ve the approximate
date and duration,)

If you had participated in a management or executive training pro-
gram prior to the business experience described by you in IV 10
please answer question A below. If not, please answer question B.
below,

A. Do you recall any part of a management or executive program
which helped you in this business experience? If so,
please describe it and explain how it helped you.

B. Do you believe any part of a management or executive program
could have helped you in this business experience described
by you in IV 10?7 If so, please describe it and how it would
have helped.



102

12, What did you learn from this business experience which you
would not ordinarily expect from a management or executive

training program?

13. Please compare the business experience described by you in IV 10
with any management or executive training program you have ex-
perienced by placing an "X" by the best answer in the following
statement.

I consider the business experience to be

Much more helpful
More helpful
About the same amount of help
Less helpful
Much less helpful

than the training program.
14, If you could secure the position of your choice by merely naming

it, what would it be? Please give the name of the company, the
position, salary, and describe the job briefly.

15, Please describe the image of GSSMM as you see it.



4, A, What is your judgment concerning the rate of your
career progress? Please check one answer,

Very Fast
Fast
Average

Little slower than average

Slow

Very slow

Not moving

B. Please comment on your answer.

103
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VI SECOND YEAR PARTICIPANTS ONLY

Please answer the following questions to the best of your ability.

1.

3.

5

Please indicate how much you have used your executive workbook
in your work since your first year course by underlining the
most appropriate answer.

Contimiously A little
Frequently Very little
Some None

Do you believe that your participation in last year's GSSMM
has helped you in your work? Please explain with specific
i1lustrations if possible,

Have you been advanced or are you being considered for ad-
vancement in your company since your participation in last
year's GSSMM?

Yes No

Please explain,

Do you believe personally that it is best to advance within
a company or to change companies for advancement?

Why ?

Have you changed companies since last year's program?
Yes No

Please explain,



6.

7.

9.

10,
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Do you anticipate changing companies after completing this
year's GSSMM or in the near future?

Yes No

———— ———

Please explain

Describe your problem analysis topic briefly.

Would you have done the problem analysis project had it not
been required by GSSMM?

Did any of the GSSMM faculty members contribute either directly
or 1ngrect1y in the solution of your problem analysis?

Please explain

Do you believe that your problem analysis has helped you or
your company?

Please explain
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INFORMATION REQUESTED 1964, 1965

INSTRUCTIONS: Please endeavor to answer each question to the best of your
ability. If a question doesn't fit your situation, do not hesitate to ex-
press your views as you think best.

When you have campleted your response, please place it in the enclosed
self-addressed, postage-free envelope bearing the name WILSON TRICKETT and
mail it. You need not identify yourself on the questionnaire; however, your
name and return address on the envelope will enable me to send you & sumary
of my research results as well as to check your name off my list.

1. Please list the compeny-oriented executive development programs in which

you have participated since 1953 until now:

Name of Program Coﬁducted By Duration Year
A.
B.
C.
D.
E.

(Please continue on the back of this page if more space is needed)
2. Please list the academically-oriented executive development programs in
which you have participated since 1953 until now:

) F .

G.

J.

(Please continue on the back of this page if more space is needed)

3. Please describe how you were selected to participate in these programs.
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Please indicate which five programs helped you the most personally

(refer to A-E, question 1: and F-J, question 2).

Please explain how.

Please indicate which five programs helped your company the most (refer

to A-E, question 1; and F-J, question 2).

Please explain how.

Please check any of the following in which you have participated in any

executive development program:

( ) Management Game ( ) Computer Problem
() cCase Analysis () Other

( ) Problem Analysis ( ) other

Remarks:

Were the results of any of your activities referred to in question 6 used

by your company? ( ) yes () no
If yes, please expiain what azﬁzd'how.

Do you still use any of the materials you secured from any of your
executive development programs? ( ) yes () no

If yes, please explain what you use;



10.

13.

14.
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Is there any one subject, idea, or area of instruction which stands out
in your memory more than any other? ( ) yes () no

If yes, please state what and why if possible.

Are there any faculty members or training personnel who made a lasting
impression on your memory? ( ) yes () no

If yes, please state who and why 1f possible.

(3. 2

Please compare the programs which you believe helped you the most as
follows: The academically-oriented program was ( ) much better,

( ) better, ( ) about the same, ( ) not as good, as the company-oriented
program.

Please compare the programs which you believe helped your compeny the
most as follows: The academically-oriented program was ( ) much better,
( ) better, ( ) about the same, ( ) not as good, as the company-oriented
program.

If you are in a position to recommend that other executives participate
in an executive development program, which program would you send them to

now? Please be specific and explain why.

Do you plan to participate in an executive training program in the near
future? ( ) yes () no

If yes, please explain what, how, and why.



15.

16.

17.

18.

19.
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Flease state your position, title, and the date of vour first supervisory

position in the business world.

Please state your position, title, and the date of your supervisory position

when you first participated in an executive development program.

Please state your present position and title.

Please indicate how much credit is attributable to executive development

programs for your present position: ( ) much credit, ( ) some credit,

f

( ) little credit, ( ) no credit.
Please indicate the approximate annual sales volume of the firm with
which you were connected in each of the following years.

Year Anmial Sales Volume

1953
1954
1955
1956
1957
1958
1959
1960
1961

1962
1963
196L




20.

21.

22.

23.

2k,
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Please indicate your approximate annual remuneration by years as indicated:

Year Annual Remuneration

1953
195k
1955
1956
1957
1958
1959
1960
1961
1962

1963
1964

How long have you worked for your present company?

How long have you held your present position?

If you were free to establish an executive development program, what would
you do or include that is not currently offered in today's programs?

Please be as specific as possible.

If you could relive your buslness career, what changes would you make?

—
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OPTIONAL INFORMATION

Name Age
Last First Middle

Home Address

Company Name

Company Address

Please circle the highest grade level of formal education you have achieved:
Grade 8 - 9 - 10 - 11 - 12 -13 -1k - 15 - 16

Please list any degrees you hold

Would you be willing to correspond regarding this study? ( ) yes () no

Would you be willing to be interviewed personally? ( ) yes () no






