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THE Training Within Industry
Branch of Office of Production
Management's (now the War

Production Board's) Labor Division was
started in September of 1940. There was
then evidence of the imminent shortage
of skilled people for the rapidly expand-
ing defense production, and it was rec-
ognized from the beginning that the
burden of induction and training of new
people on new jobs would rest largely
upon industry itself.

At the first meeting of the Commit-
tee on Industrial Training, Council of
National Defense, in July, 1940, the fol-
lowing over-all program was formulated
by Sidney Hillman and Owen D. Young:

The first reservoirs of skill will be men
trained in industry itself, for they have the
qualifications of experience. As compart-
ments are potentially threatened in any area,
the training facilities in industry in that
area should be brought into play so that
they will be ready to supply the deficiencies.

Four points of emphasis were early
decided upon: (1) upgrading and ad-
vancement of employees to jobs requir-
ing higher skills; (2) intensive instruction
of production workers; (3) promotion of
trades apprenticeship; and (4) need for
more and better supervisors. Effective
methods and procedures of well man-
aged companies were drawn on through
plant visits and conferences with experi-
enced industrialists in order that TWI
could serve as a clearing house to
make findings available throughout the
country.

A series of bulletins was prepared to
record the philosophy and procedures
bearing upon training as a part of pro-

duction management. These bulletins,
as weJ] as describing the facilities of
Training Within Industry, cover the
setting up of complete training programs,
training of production operators, improv-
ing the caliber of supervision, off-the-job
training, and upgrading. Thousands of
copies have been distributed throughout
industry, and the bulletins have also been
widely used in government departments.
Army and Navy establishments, and in
public educational institutions. Over
480,000 have been sent out, and there
is continued evidence of their usefulness.

In late months the early basic bulletins
have been supplemented by examples of
specific application of the methods to
work in particular industrial plants and
industrial processes. For instance, special
reports have been issued upon the train-
ing of operators for the high and specific
skill of lens grinding; upon the manning
of new mass-production plants in locali-
ties where no experienced labor was
available; and upon experience in creat-
ing and maintaining upgrading plans.

The year's work has been devoted
primarily to three types of activities:
organizing and manning a national field
service; assisting defense contractors with
their specific training problems; cooper-
ating with such other agencies as NYA,
CCC, WPA, the Office of Education,
and the Apprenticeship Committee of
the Department of Labor in programs
to increase the skills available for defense
production.

Organizing for the Job

When TWI was instituted, it was
decided to maintain a relatively j.-nall
headquarters staff. It was recognized
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that activity must be decentralized and
carried on throughout the country right
where the problems exist in the various
industrial areas. In a year the staff at
Washington grew from 4 to only 26 ad-
ministrative and clerical workers. Very
active participation of industrial peo-
ple was looked upon as essential for the
success of this work, since it had to be
carried on within the plants of defense
contractors. There are now over 680 per-
sons associated with TWI throughout the
United States, only about 80 of whom
are on the War Production Board pay
roll.

It was agreed also that maximum use
would be made erf all existing programs
of other organizations. Thus the Train-
ing Within Industry effort would not
duplicate going programs, but would
concentrate specificzilly on emphasizing
training on the job. No organized atten-
tion was being given to this phase of the
production problem at the time, although
its importance had been recognized in
the earliest days of the Advisory Com-
mittee to the Council for National
Defense.

A working relationship was immedi-
ately set up with the Federal Committee
on Apprenticeship. It was agreed that
the Department of'Labor apprenticeship
field staff would be looked upon as hav-
ing a definite part in the Training With-
in Industry program. Therefore William
F. Patterson, Chief of Apprendceship,
was asked to head the craft training part
of the total program. His field staff,
which has more than doubled during the
year, now includes over 100 people. They
have been working closely with the
Training Wittiin Industry field staff and,
in addition to supervising the develop-
ment of apprenticeship, have helped
materially in the field of specialized op-
erator training.

Because of the mutual interest of labor

and management in so comprehensive
and important a program, it was decided
that the assistance of advisory groups
would be needed at both headquarters
and in the field. A headquarters com-
mittee, consisting of six men from labor
and six from management, has partici-
pated throughout the year in the guid-
ance of the work and has taken part in
five policy-making headquarters meet-
ings. In each district office diere are at
least two management representatives
and two labor advisers, one from the
Congress of Industrial Organizations
and one from the American Federation
of Labor. Both the management and
labor advisers have, as far as possible,
been chosen because of their experience
in manufacturing problems.

After the basic objectives and policies
were determined and approved by the
Advisory Committee, they were em-
bodied in material which was used for
the guidance of the field staff. During
the year this field organization has
grown, also with the specific help and
approval of the Advisory Committee, so
that now there are 22 district representa-
tives with established headquarters in
principal industrial areas. Each of these
district representatives has at least one
full-time assistant on the WPB pay roll.
In each of the districts there are train-
ing consultants, borrowed from indus-
try and education, who serve without
compensation on a part-time basis.
There are approximately 600 of these
experienced men, and they form the
backbone of the organization. They are
located in 216 cides.

TWI Headquarters is set up to ren-
der service in the field. Its men have
consistently worked with district rep-
resentatives and training consultants
in bringing about effective approaches
to contractors and making available
an exchange of the best experience
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which coula be uncovered throughout
the country. They have also made sam-
ple surveys and reports for the guid-
ance of the part-time industrial training
consultants.

In the same way, the district repre-
sentative has in each district taken the
initiative in bringing the availability of
the TWI service to the attention of de-
fense contractors and subcontractors in
his area.

Part of the early work had to do with
becoming familiar with the available
government services at the Federal level
and making known to industrial man-
agers throughout all districts the avail-
ability of these services, particularly
those designed to meet the emergency.
Informing industry of their very exist-
ence and the extent of their services, as
well as interpreting to those agencies the
needs of industry, has proven to be an
important part of the year's work.

Making Contacts with Industry

During 1940 it was necessary to deal
with the reluctance of many employers
to take action in planning to meet their
anticipated needs for employees in vari-
ous occupations. As an outgrowth of ex-
perience during the depression period,
the feeling persisted that there was a sur-
plus of unemployed skilled men available
and that requirements to meet the spe-
cific needs of a plant could easily be met
by making the opportunities known.
During the early months, TWI took the
attitude of availability for service upon
call, if and when employers found that
they were facing new problems in the
expansion of their personnel. Notwith-
standing general publicity, correspond-
ence, and meetings with industrial
groups spreading information about this
new service, there were relatively few
specific requests for help.

It soon became evident that TWI

must take the initiative, and plans were
worked out so that principal contractors
were approached, their existing training
plans appraised, and, where possible,
complete surveys inside their plants car-
ried on. In such in-plant surveys, spe-
cific recommendations were made and
followed up by training consultants.
Training material was furnished and em-
bodied in plant programs. Discussion
groups with representatives of defense
contractors took up various current
training and personnel problems.

As was to be expected, speed received
the early emphasis in the problem of in-
creasing skills in readiness for the needs
of defense industries. The shortness of
time entirely changed the focus. Plans
which could be carried on in a leisurely
way during normal times had to be
streamlined to meet the emergency.'
The headquarters staff, therefore has
had to give a great deal of time to mis-
sionary work to break down the reluc-
tance of employers to give attention to
personnel planning while engrossed in
plant expansion and tooling-up. Promo-
tion of trade apprenticeship and bringing
about an understanding, on the part of
the apprenticeship field people, that they
could render service in connection with
intensive job instruction, as well as to
the longer-time upgrading for skill, re-
ceived quick attention.

TWI has assisted in the accurate in-
terpretation of defense industry's person-
nel needs so that vocational and college
courses might to a greater extent be
focused on appropriate training for spe-
cific manpower requirements that are
practical and immediately applicable to
defense production.

An early and a continuing part of the
activities of the headquarters organiza-

' See Donald H. Davenport, "War Demands on
the Labor Supply," 19 HARVARD BUSINESS REVIEW
451 (Summer, 1941).
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tion was to supply to trade papers, labor
union organizations, and business and
popular magazines, current information
and understanding of the manpower
problem. Local newspaper publicity
brought many inquiries. Some had to
do with merely personal training plans,
but others developed into working con-
tacts with employers. The message about
the work, however, and an understand-
ing of its scope and availability have had
to be broadcast very largely by word of
mouth. Representatives of the organiza-
tion have appeared before hundreds of
meetings of labor and management
groups, urging attention to this prob-
lem and making known the availability
of TWI's organized assistance in local
areas.

It is fair to estimate that over 2,000
companies have been directly reached
through the efforts of TWI headquarters
and field staffs. These companies now
employ well over 3,000,000 employees
and, as the defense program grows, they
are faced with further rapid expansion
of their organizations. This expansion
will increase the demand for TWI serv-
ices, not only because of the need for
more employees, but also because of the
growing scarcity of skilled employees
and still further because of the increas-
ingly acute problem of supervisory needs
for new plants and additional shifts.

Cooperation with Governmental Agencies

When the United States Depzirtment
of Eklucation launched the vocational
schools' defense training program to help
unemployed workers to prepare them-
selves to enter defense industries, it had
great difficulty in getting from indus-
try information specific enoi igh to enable
it to develop the training courses to fit
the particular needs of any given plant.
There were some outstanding exceptions
to this in certain cities, and from these a

pattern of closer cooperation between the
schools, the Employment Service, and
the local industries has been developed.

Because of the newness of these special
public schools and employment offices
and the lack of knowledge of their avail-
ability to industry, many employers did
not take full advantage of the pre-
employment training and referral and
placement services of state employment
offices. The fact that the TWI panel
consultants were early familiarized with
the existence and use of these facilities
proved to be useful in drawing the atten-
tion of defense contractors to their avail-
ability. Cooperation with government
agencies at the local level brought about
a better understanding of the place of
NYA work experience, WPA work ex-
perience and school training, preem-
ployment and supplemental training,
vocational defense courses, and engi-
neering defense training plans.

Effort W21S made to assist the Federal
Apprenticeship Unit in bringing the
availability of its field service to the at-
tention of defense manufacturers. While
the apprenticeship programs previously
had been most widely accepted in con-
struction and building trades, distinct
progress was made during the past year
in inaugurating new apprenticeship pro-
grams, especially in manufacturing
industries, many of which during the de-
pression had had no occasion to carry
on such training because of the surplus
of skilled men.

The members of the headquarters
staff have shared in many meetings,
conferences, zmd discussions with gov-
ernment personnel men in activities
sponsored by the Civil Service Commis-
sion and the activities of the Council
of Personnel Administration and the
United States Office of Education. Con-
tacts with representatives of the Army
and Navy have been maintained, and
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much of the experience which was gained
in dealing with defense contractors has
been passed along to arsenals and navy
yards in ways parallel to those followed
in industry.

The Director and Associate Director
of TWI had a share in Congressional
hearings before Appropriation Commit-
tee meetings and Budget Hearings, and
helped to bring about an understanding
of industry's needs for government as-
sistance in connection with pre-employ-
naent training, related instruction for
employed people, and NYA work ex-
perience projects, as well as the need for
attention to apprenticeship and to in-
dustry's owfn internal training problems
as advocated by OPM.

The Training Program

The whole objective in the field has
been to assist contractors and subcon-
tractors to diagnose their training needs
and to formulate suitable training pro-
grams. In the New Jersey District, in-
tensive job instructor training was early
launched on an experimental basis to
help nev^ supervisors, lead men, and ex-
perienced workers to become more com-
petent in breaking in new employees and
in training present employees for new
jobs. This program, on account of its
adaptability and practical approach and
the tested experience it embodies, proved
to be so helpful that it has now been
launched on a nation-wide basis.

In setting up its program,TWI faced
the necessity of obtaining maximum
speed and wide distribution of its in-
struction. Since it obviously could not
train the individual worker, it was neces-
sary to reach the man who explained
a new job to a new worker and, in the
last analysis, trained the individual man
or woman to do the specific industrial
operation. This man was obviously the
foreman, assistant foreman, lead man.

gang boss, or some specially assigned
veteran employee who at the foreman's
request took charge of individuals start-
ing on a new job. He was the one able
to instruct a man on a new job quickly,
easily, and effectively.

To such men, training is given by the
job instructor trainer. The latter is an
individual with talent for and experience
in this kind of coaching. An industrial
training man, a department head, or a
personnel supervisor, he is picked for his
knack for this work and his experience.
The trainers are carefully prepared by
experienced instructors assigned to this
work by the Washington office of TWI.
Scheduling and compensation for train-
ers (for after-hour work), whether day
or night, are handled by state depart-
ments of vocational education.

These trainers are free to conduct ses-
sions in their own companies, and in ad-
dition, by arrangenaents made with the
state departments of vocational educa-
tion, their services are available to in-
dustries other than the one in which their
company operates. A meeting held less
than a month ago is illustrative of their
work. The scene is the conference room
of a machine tool factory near Cleveland.
Ten veteran foremen and one outsider
were the participants. One foreman was
showing another foreman how to assem-
ble a common variety of cheap hacksav*'.
The others watched closely, made notes,
and awaited their turn at explaining
some simple job to the others. The
eleventh man, the conference leader,
was a war production trainer. Hundreds
of sinnilar meetings are now going on
throughout the nation.

This program does not teach foremen
how to assemble axles, or run milling
machines, or mix chemicals in a powder
plant. What it does is to impress on the
supervisors who do know how to assem-
ble axles or run milling machines or mix
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chemicals in a powder plant how to pass
along that knowledge to others in the
most simple, eflFecdve, and rapid man-
ner. The most technically competent
supervisors or such men as the mjister
mechanic are often the ones who bene-
fit most by this simple drill in imparting
knowledge. How to instruct is a skill
every supervisor needs every day. Where
the worker comes from does not matter.
He may be transferred from another job
in the same department or from another
department, or he may be newly hired.
The technique is just as applicable to a
worker transferred ten feet, or across
town, as from the farm. The instruction
is compact, carefully planned, practical,
and without a moment of wasted time.
It is a single-purpose training tool and
an efficient one.

The war production training plan
thus put in action was developed by
experienced industrial training and per-
sonnel men under the leadership of G.
R. Dooley, Director, and J. Walter Dietz,
Associate Director of Training Within
Industry, aided by other outstanding
personnel and industrial training men.
Existing supervisory training courses
were studied and condensed; they were
then given in the "packaged" form. Up-
on the basis of the experience gained from
these abbreviated sessions, the results
were discussed and the material con-
densed still further. A few more cycles
of instructing and revising, and a com-
pact, practical procedure was distilled
out of the previous material. The net
result was not so much a training course
as a personalized coaching procedure for
small groups of supervisors, sticking to
the theme: "How to Instruct a Man on
the Job."

The instruction develops self-con-
fidence. It gives a supervisor experience.
It becomes second nature for him to or-
ganize his thoughts and actions when

bresiking someone in on a new job. That
person gets into production fzister and
learns by doing. Obviously, getting onto
the knack of a job is good for morale.

Although "Job Instructor Training"
is but a few months old, over 1,000
plants have already used the program.
Better than 1,000 WPB trainers have
been certified by TWI to give this
streamlined training. Well over 25,000
foremen, lead men, skilled workmen,
have tciken the training in those 1,000
plants (employing in excess of 1,500,000
people).

A Specific Training Problem: Lens
Grinders

Early in the fall of 1940, a call was
made for 350 qualified lens grinders for
work in government arsenals and navy
yards. The Employment Service and
Civil Service failed to locate skilled men.
The additional 350 lens grinders were
needed because expanded defense pro-
duction called for precision optical in-
struments greatly in excess of normal
production.

After the unsuccessful search for prop-
erly qualified lens grinders, some alter-
native had to be worked out to produce
these instruments. It -was found that the
term "lens grinder" means very little,
because within this classification of work
there is a wide range of skills covering
a number of different precision optical
operations. The fully competent lens
grinder, like the first-class machinist, is
supposed to be able to do successfully
any job which fails within the classifica-
tion, which embraces as many as 20 dis-
tinct jobs.

The most commonsense alternative
was to explore the possibility both of
upgrading workers employed on preci-
sion optical work to more skilled jobs,
and also of breaking in workers of low
skill or no skill at all on the simple pairts
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of the work with the idea of quickly per-
fecting their ability to produce one part.
Thus, by specialization of the work and
intensive training of present workers as
well as new men on one part of the work,
it seemed possible to attain volume pro-
duction without developing all workers
to all-round skill.

A group of competent supervisors and
workmen employed at the PVankford Ar-
senal in Philadelphia, the Bausch and
Lomb Optical Company at Rochester,
and the Eastman Kodak Company at
Rochester, selected for study one type
of precision optical instrument which
would embrace nearly all the skills re-
quired of a fully competent lens grinder.
For this purpose, the M-1 Circle Aim-
ing instrument was chosen. It required
the following operations:

1. Cut glass
2. Block lenses for grinding
3. Grind lenses
4. Edge-grind reticles
5. Grind poro prisms
6. Grind compass covers
7. Block prisms for polishing
8. Block reticles for polishing
9. Block lenses for finish grinding

10. Block polishing (prisms and reti-
cles)

11. Etching reticles
12. Lens polishing
13. Lens centering
14. Cementing lenses
These operations in turn were broken

down by experienced workers into job
assignments which, while only part of
the completed operation, could provide
full-time employment for a new worker
if the volume of production warranted
it. After setting up these job assignments
or specialized parts of the production,
each was studied with the thought of
determining the one or two important
features or key points which, when mas-

tered, help the new worker to learn how
to do the work.

The key points are not always sus-
ceptible of written explanation. Experi-
ence proves, however, that they can be
definitely identified by the experienced
worker, so that it was not necessary in
every case to provide a written descrip-
tion of the knack, special movements, or
particular information identified as key
points. The main purpose in having the
worker identify these key points was to
enable him to recall them when break-
ing in new people. His own familiarity
with the work often causes the compe-
tent worker to overlook the difficulties
he met during his early training, so that
without intention be fails to mention
these difficulties to a new man or to tell
him how to overcome them.

It was also found that the order or
sequence with which work must be done
for production is not always the best se-
quence for growth in skill. These sepa-
rate skills, forming the total skill of a
fully competent man, are best acquired
in a series of progressive steps. If a new
man can be given these successive as-
signments and masters the key points, he
will eventually become fully competent
as a lens grinder. Three production units
are used as an illustration, and these are
set up in the order or sequence in which
they must be done and, paralleling this
schedule, the sequence in which it is best
to assign new people for quick learning.
Following these lists is the detailed break-
down of some of the job assignments.
The production units are poro prisms,
lenses, and reticles as required for the
M-1 Circle Aiming instrument.

As a direct result of this study, a simple
pattern for recording an analysis of pro-
duction jobs was worked out. In ad-
dition, some short instructions for an
experienced worker to follow in teaching
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production jobs were designed. Both of
these were incorporated in a bulletin.

The pattern was applied in several
shops manufacturing precision optical
products. It has been tried out in a small
way by industries making other defense
products. The evidence indicates that the
pattern can be used successfully to break
in new workers rapidly; of course, the
specific application of such a pattern
must fit local requirements.

Types of Training
In general, there are two types of train-

ing situations to be met by TWI. The
first of these comprises training in an
organization which is engaged in defense
production and finds that its defense con-
tracts require an increase of workers
greatly in excess of normal growth. Un-
der these circumstances it is not neces-
sary, as a general rule, to develop new
production routines or methods. It is
necessary to prepare the supervisors to
carry out the actual training required.
A beginning can easily be made by start-
ing with a few supervisors who have indi-
cated their interest in training and will
assist in preparing an outline of a suffi-
cient number of their jobs to form a
progressive series for upgrading. The su-
pervisors selected to work out the train-
ing pattern do not necessarily have to
cover the production jobs for which
training is most essential. It is desirable
to have a good example of the pattern
worked out, because the support of the
supervisory force is best obtained by
having them convince themselves that,
through the use of a pattern of this sort,
they will eliminate many production dif-
ficulties. It is well to start with the sim-
pler jobs because, when their patterns
have been prepared and the usefulness
of the patterns in training has been dem-
onstrated, it will be easier to convince
the supervisor—who bears the burden of

breaking in new workers—that this
approach will aid himi in meeting his
responsibilities.

In such a procedure, a stafiF employee
should be assigned as assistant to the
supervisor in making the analysis of the
job and in preparing the training out-
line. Such a staff employee should be
familiar in a general way with the proc-
esses involved and should have an in-
quisitive or exploratory type of mind that
will ferret out the key points involved in
doing the work.

The second type of situation is one
in which training is undertaken for an
organization beginning to make an arti-
cle entirely different from its usual prod-
ucts. Under these circumstances, the first
step in the development of a program of
instruction is made when the engineer
breaks the product down into the opera-
tions involved for estimating purposes.
The next step involves the develop-
ment and establishment of the first trial
method for doing the work in each of
the process steps. Adequate detail for
training purposes should be maintained
when the methods to be used are being
worked out.

An effective method of building the
necessary orgzmization is to take from
the existing organization, or from the
outside, a nucleus of new employees who
have had experience in such, or similar,
work, or can be trained quickly; then
by use of the breakdown which the in-
dustrial engineers have prepared to start
this smaller group of employees out
on the prescribed methods. While the
method is being developed in this man-
ner by the experienced employees under
the guidance of the regular supervisor
v«th the assistance of the industrial en-
gineer, the key points that must be
imparted to the new operator can be
developed and added to the steps of the
process laid down by the engineers. Thus

:i4 HBR 20
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when the skeleton organization, which
is to serve as trainers of the new employ-
ees as they are brought in, has finished
its training period, and the initial layout
of method has been revised as found nec-
essary by trial, actual training of new
workers can begin.

Progression factors are selected in or-
der to place properly each operation in
sequence, so that each one makes a de-
mand for an increased ability on one
or more of the factors shown. Of course,
for a different product a difl"erent set of
progression factors must be chosen, and
these are determined for the product and
agreed on by the firm setting up the
sequence.

Some Interesting By-Products

Because of the close cooperation be-
tween management a.nd labor represent-
atives from the very beginning of the
TWI branch activity, better understand-
ing and mutual confidence have been
developed. These relationships, particu-
larly among those representatives who
have had to deal with policy-making,
have developed into constructive and
useful ways of helping the defense pro-
gram, and frequently TWI has given as-
sistance in other than training matters
which has been helpful in promoting the
general war production program.

One commercial motion-picture pro-
ducer developed a picture entitled
"Passing the Know-How Along," which
dramatized and illustrated one of the
TWI bulletins entitled. Helping the Ex-
perienced Worker to ''^Break In''' a Man on a
New Job. This film has been made avail-
able to district representatives, and it
has been useful in calling to the atten-
tion of industrial people the fact that
well planned instruction and coaching
will pay dividends in the improvement
in quality and quantity production and

in the reduction of accidents, scrap, and
labor turnover.

Many representatives of vocational
education say that the last year's ex-
perience which has brought them more
intimately in contact with industrial
methods, needs, and modern equipment
will have a very constructive and bene-
ficial reaction on future vocational edu-
cation. The fact that many skilled
persons from industry have been brought
into this work a.s instructons is bound to
leave an imprint on the content of school
courses, both for the beginning worker
and for those who, though already em-
ployed, are endeavoring to help them-
selves by acquiring additional knowledge
and skill to qualify for advancement.

Sound training techniques for specific
tasks are proving to be definite aids in
the avoidance of discrimination in the
placement and use of workers. Such
training is proving to be a sound ap-
proach to the problem of placing workers
who have difficulty in getting an oppor-
tunity to demonstrate their ability oo
the job.

A Look Ahead

The continued rapid expansion of war
production to meet the increasing needs
of the armed services will demand more
shifts. Therefore, more supervisors wili
be needed during the next few months,
and more attention must be given to
industrial leadership through improve-
ment of existing supervisory lines within
industry as well as training new lead
men and new foremen. Concrete helps
must be developed and made available
and used so that defense industries will
be making available all the talent and
ability, not only of their entire super-
visory and technical staffs, but of all
individual workers as well. To bring
about a common understanding ol the
importance of this objective and a com-
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plete participation of management and
workers in this program, this matter of
better supervision will receive special emi-
phasis during the next few months.

Training and the accompanying hu-
man relations problems have a large
8hare in getting out maximum produc-
tion. While the earlier approaches to
some of these problems have of necessity
been on a voluntary basis, it is recog-
nized that the time has come now for a
very intensive drive and check-up on
these problems. Although group meet-
ings have represented an effective means
of reaching defense contractors (specif-
ically in Detroit, Chicago, Pittsburgh,
and Los Angeles) a more directapproach
is now being attempted. Steps are be-
ing taken to reach individual contrac-
tors, not through correspondence, not
through publicity, but through personal
calls made by competent people who are
in a position to bring them up to date
and outline for them the tested experi-
ence of other employers in training
personnel.

A large shai-e of the defense program
has to do with preparing individuals and
organizations to take up new duties inci-
dental to making products which they
have never made before and to handling
materials with which they have not be-
fore dealt. This means that the responsi-

bilities which have to do with instruction
and coaching must receive even greater
attention.

New knowledge has to be sought and
applied regarding the transferability of
skill from one occupation to another,
from one pljuit to another, from one in-
dustry to another. This necessity is being
forcefully brought home to workers and
managements alike through the impact
of material priorities upon employment.
TWI is sharing in the attack on this
problem through its correlated work with
the Labor Supply Branch. The tech-
niques of training will prove of great
help in this field, but there will be a
basic knowledge growing out of analysis
of individual jobs as well as out of an un-
derstanding of what makes for the com-
petency of individual workers.

The acceptance of the fundamentals
of the TWI program—the philosophy
of upgrading and promotion within in-
dustry, the importance of using sound
and intensive instruction methods, the
specific planning for organized appren-
ticeship, and both the acceptance of the
importance of good supervision and also
the backing of sound personnel programs
and procedures by upper management
—provides a foundation upon which
increasingly sound management and
worker relationships must rest.






