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16. Abstract

~ This study assessed the effectiveness of four recurrent training courses at the
FAA Management Training School (MTS). The courses evaluated were Performance
Improvement and Employee Appraisal (PIP/PER), Labor Relations for Management (LMR),
Constructive Discipline (CD), and Managerial Effectiveness (ME). Questionnaires
concerning the usefulness of course content, effects on supervisory behavior, and
impact on the organizational unit were sent to randomly selected graduates of
these courses. Immediate s~~eriors and supervisees of these graduates were also
sent questionnaires concerning the effects of the course on the behavior of the
graduates. A total of 402 graduates , 263 immediate superiors, and 280 supervisees
responded to the survey. Approximately 90 percent of the graduates of each of the
courses evaluated the training as useful overall. Self—reported behavioral changes
were noted most often in the areas of increased knowledge and understanding of
the subject under consideration in the course , increased ability to administer
these programs , and improved supervisory and interpersonal skills in general.
Behavioral ratings by graduates , their immediate superiors , and supervisees
generally supported the conclusion that these courses had a beneficial impact on
supervisory behavior.
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AN EVALUATION OF FOUR MTS RECURRENT TRAINING COURSES

PART ONE . An Overview

I. In t roduct ion .

This survey was undertaken to assess the effectiveness of the recurrent
training courses taughi for FAA supervisors and managers at the FAA Management
Training School (MTS). The four courses evaluated were the Performance
Improvement and Employee Appraisal (PIP/PER) course , the Labor Relations for
Management (LMR) course , the. Constructive Discipline (CD) course , and the
Managerial Effectiveness (ME) course.

Three groups of FAA personnel were surveyed about the effectiveness of
each course. Graduates of each course were asked about the usefulness of the
course , how the course had influenced their supervisory or managerial behavior,
and how attendance at the course had influenced conditions in their organiza-
tional units. The imediate superiors and supervisees of graduates were asked
to what extent they perceived changes in the behavior of graduates of the
recurrent course. Supervisees were also surveyed about conditions within their

• units.

The jud gments of these three groups of respondents were obtained through
detailed questionnaires designed for each course (Appendixes 1, II , and in ).
These questionnaires were sent out to individuals according to a stratified
random sampling procedure based on the distribution of the graduates of these
courses across the various FAA services and regions. A total of 945 usable
questionnaires were returned , including those from 402 graduates of the
courses , 263 ininediate superiors , and 280 supervisees. The returns of gradu-
ates were sufficient to be 95 percent confident that obtained values were within
plus or minus 10 percent of values that would have been obtained from the
entire group of over 7,300 graduates of these courses.

The findings for the overall course evaluations indicated that each of the
courses was generally viewed as a positive experience by approximately 90

• percent of the respondents.

When graduates were asked how the course had been most helpful , the most
frequent response for each course related to increased understanding of , and
ability to apply, the concepts of the course. Personal growth , the opportunity
to work through problems with others, and increased awareness of one’s role as
a supervisor or manager were also commonly mentioned.

The contributions of Dorene Mooney in data collection and analysis , of
Gary Ilutto in data analysis , and of Lena Dobbins in the preparation of this
manuscript for publication are gratefully acknowledged.
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Graduates of the courses showed little unanimity in describing the areas
of the courses that need improvement. While comments about some aspect of
course conten t were mos t frequen t , specific suggestions for changes in
subject matter were quite varied in their focus for each of the courses.
About the only specific theme that recurred with any freq uency was the reques t
for a more practical emphasis in the teaching.

Assessments of the usefulness of the content of each of the courses were
generally quite favorable. Of the total of 104 topics taught across the four
courses , 88 were jud ged to be modera tely or more usef ul by at least 60 percen t
of the graduates. Of these , 29 were rated of at least moderate usefulness by
more than 80 percent of the respondents. These included 10 of 35 topics from
the LMR course , particularly the sessions dealing with grievances; 9 of 26
topics covered in the CD course , especially the discussions of the meaning
and purpose of discipline (positive versus negative discip line , discipline
and motivation , identif ying discipline problems , and supervisory roles); and
10 of 21 ME top ics , most notabl y those on management philosophy and sty le ,
group processes , management counnunications and team action.

None of the topics in the PIP/PER course were rated remarkably hi gh in
terms of usefulness; however, there were also no particularly low ratings for
this course either. The topic with the lowest ratings , the rela t ionship of
PIP/PER to other FAA programs, was j udged at least modera tely useful  by less
than 56 percent of the respondents.

With the exception of five topics , all of the course content areas were
evaluated as useful by at least 50 percent of the graduates. Four of these
topics were in the LMR course and referred to contract negotiations , a
process with which most of the graduates appear to have very little contact.
The only other subject rated this low concerned the presentation in the ME
course on operation of assessment centers.

Self—reports of important behavioral changes resulting from attendance at
these courses focused on four main areas common to the four courses. First ,
many of the comments spoke to an increase in understanding of the subject
under consideration in the specific course and an increased ability to
effectively administer agency programs in these areas. There were also many
comments concerning improvement in general supervisory and managerial skills ,
personal growth as an individual , and improved human relations .

The specific behavioral ratings obtained from graduates , their immediate
superiors , and supervisees generally confirmed the nction that the courses
had beneficial impacts on supervisory behavior. As expected , the graduates
themselves were most likely to report improved behavior , followe d fa ir ly

• closely by the reports of their immediate superiors. Among graduates , abou t
two—thirds to three—fourths of the respondents on th e average repor ted
increased effectiveness in the various behaviors of concern in the question—
naires. The range for immediate superiors was similar, but averaged about 5
percent lower.

2
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The ratings by supervisees were less laudatory , bu t on the average about
50 percent of the respondents reporting increased supervisory effectiveness in
graduates.

Diminished effectiveness following MTS training was rarely repor ted by any
of the three groups.

The average behavioral ratings for three of the four courses , PIP /PER , CD ,
and ME , were very close for all three groups of respondents. About 70 percen t
of the gradua tes , 65 percent of the immediate superiors , and 47 percent of the
supervisees reported improved supervisory performance . The corresponding
values for the LMR course were significantly higher at 78 , 75 , and 61 percent
respectively.

In considering the specific behavioral effects of the PIP/PER course , the
three groups of respondents agreed that one of the most frequently improved
areas of functioning concerned awareness of the effects of management sty les
on employees. On the less effective side , supervisees tended to see little
improvement in actions concerned with Major Job Assignments (MJAs ) or appeals
of performance ratings.

Graduates of the LMR course tended to feel that not only was the course
presentation on various aspects of grievances most valuable , it was also the
area where they noticed the most improvement in their effectiveness as super-
visors. The immediate superiors of graduates felt that relatively litt le had
been accomp lished in the area of ability to deal with contract negotiations .
This was a teaching area rated of little value by graduates.

As for the CD course , graduates most often noted change in the area of
employ ing informal disciplinary approaches. The most frequent change
repor ted by supervisees was that graduates had become more adept at emp loying
approaches to encourage self—discipline and were more aware of various
symptoms and causes of discipline problems .

ME graduates most frequently felt that they had improved in the areas of
communication and understanding group dynamics; however, supervisees felt
improvement was least likely to be noted in these areas. Graduates and their
immediate superiors agreed that the course had done little to improve the
graduates t ability to participate effectively in the assessment center process.

The impact of the courses on conditions within the un it was judged by both
graduates and supervisees to be primarily in the areas of improved relation-
ships between supervisors and employees and increased unit efficiency.
One—half to three—fourths of the respondents were inclined to report such
improvements. Again , graduates were more likely to report a positive impact
than were supervisees. Considerably fewer responden ts in ei ther group,
usually about one—third, felt job satisfaction and employee morale had improved
after the supervisor ’s return from MTS recurrent training .

3
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Analyses were conducted on all items concerning differences in response
trends across FAA services (AF, AT , FS , and Others) , and location (head-
quarters , regional offices , field facilities). There were occasional differ-
ences noted , but for the most part response trends were consistent across
these factors.

Taken toge ther , the findings suggest that the MTS courses are proving to
be of value to the supervisors and managers who attend them. While some
adjustments in course content and focus are suggested by this evaluation , the
primary conclusion must be that the structure , concept , and execution of the
courses is generally resulting in desired outcomes, at least as viewed by the
par ticipants in this survey.

PART TWO. Survey Results

I. Introduction .

In 1973 an assessment of the effectiveness of the basic supervisory and
managerial training courses provided by the FAA Management Training School
(MTS ) was undertaken (3). It was found that supervisors and managers held
similar views of MTS. Most felt that the 3—week course at MTS had been
useful in helping them meet the demands of their positions. Ratings by
graduates of MTS , their immediate superiors , and supervisees indicated that
MTS had beneficial effects on the on—the—job performance of the graduates.

Since the time of the first survey , the focus of training at MTS has
shifted. While the basic courses continue to be offered to new supervisors
and managers , most of the training is now directed toward upgrading super-
visory and managerial skills through recurrent training. It is the recurrent
training program that is the concern of this study.

At the time of this evaluation (June—September 1977), the core of the MTS
recurrent training program consisted of four courses , each of which was 1
week in duration. The courses are designed to provide a detailed considera-
tion of one of the topics introduced in the basic courses. They are :

Performance Improvement and Employee Appraisal (PIP/PER) — study of
agency performance improvement and appraisal programs ; employee counseling
with review of human relations ; management theory ; and communication
princ iples.

Labor Relations for Management (LMR) — study of union—management rela-
tions ; contract administration and negotiation ; unfair labor practices; and
grievances and arbitration .

Constructive Discipline (CD) — study of FAA philosophy and policy toward
disci pline ; motivation ; application of corrective action ; and disciplinary
methods available for use by supervisors.
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Managerial Effectiveness (ME) — study of management theory , group dynamics ,
and transactional analysis for managers with emphasis on management—by—
objectives and team action .

The evaluation of each of these four recurrent training courses follows
the general approach taken in the earlier study of the basic MTS courses.
Firs t , the effectiveness of the content of each course was evaluated by
graduates of the respective courses. This is defined as an “internal
criterion” measure of effectiveness according to Martin (2) and is primarily a
measure of what is learned in the courses. The evaluation also included
measures of the impact of the courses on supervisory or managerial behavior
and on conditions in the unit . This aspect of the study included ratings of
changes in the behavior of graduates following attendance at an MTS recurrent
course. These ratings were made by the graduates themselves , by their
immediate superiors , and by selected supervisees of the graduates. Ratings of
unit efficiency , job satisfaction , and morale were also obtained . These
ratings are considered “external criteria” in that they focus on the impact of
the training on the job setting rather than on the graduate. Use of both
approaches is basic to determining the effectiveness of supervisory or
managerial training according to Campbell , Dunne tte , Lawler, and Weick (1).

II. Method .

A. questionnaires. Three questionnaires were used for each of the four
recurrent courses (Appendixes I, II , and III). The questionnaire for gradu-
ates of the course (Appendix I) consisted of five parts: (i) demographic data
(e.g ., age , type of facility, location), (ii) general questions about the
overall value of the course , (iii) a general assessment of conditions within
the supervisor ’s organizational unit , (iv) an evaluation of the specific
content of the course , and (v) a self—assessment of the impact of the course
on supervisory behavior of the graduate. The ratings of course content were
made on a five—point scale that ranged from “not at all useful” to “ex tremely
useful.” The behavior rating scales also contained five points that ranged
from “considerable improvement” to “considerable reduction” in effectiveness.

The other two questionnaires were designed for the immediate superior of
the gradua te and one of the graduate ’s supervisees (Appendixes II and III).
These questionnaires included demographic and behavioral assessment items that
paralleled those provided course graduates. The questionnaire for supervisees
also included a section for evaluating conditions within the organizational
unit.

B. Participants. Six hundred graduates of recurrent training (150 from
each course) were selected to participate in the survey. A stratified random
sampling procedure was employed that controlled the distribution of partici—
pants to insure proportional representation by FAA region and service (Airway
Facili t ies , Air Traffic , Fli ght Standards , and Others) for each course. Each
of the selected individuals was called by telephone and asked to participa te
in the study. The purpose of the evaluation was exp lained as was the totally
voluntary nature of the request. Only 15 of those contacted declined to
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par ticipate. Another 174 had moved , had retired , or were otherwise unavail-
able. These vacancies were filled by alternate selections until 150 gradua tes
of each course had agreed to be included in the study.

The questionnaires were mailed directly to each individual supervisor who
agreed to participate in the evaluation. (Note: For the remainder of the
repor t , the word supervisor should be understood to include managers unless
managers alone are being discussed.) The questionnaires for immediate
superiors were sent along with the forms for the graduates with the request
that they be forwarded directly to their immediate superiors by the graduates
themselves. Separate return envelopes were supplied to prevent any breach in
confidentiality.

The questionnaires for supervisees were distributed in a somewhat
different manner. When each MTS graduate was called about the survey, each
was asked to name the individuals working directly under his or her super-
vision. From each gradua te ’s list of supervisees one of the names was
selected on a random basis to receive a questionnaire. The questionnaire was
sent directly to that person under separate cover. This procedure was
followed to insure that no bias would be involved in the selection of super—
visees to participate in the study.

All participants were asked to respond as quickly as possible to the
survey and to return the completed forms directly to the principal investi-
gator in the envelopes provided. Approximately two—thirds of the samp le of
graduates contacted for each of the courses returned their questionnaires
(Table 1). These return rates exceeded those required for 95 percent certainty
that the estimates provided by the sample were within plus or minus 10
percent of the values that would have been obtained from surveying all
graduates.

TASL( 1. N,~~er of Questionnai res Returned

Respondent

Course
I ediate

Cradu.te Superior S&çervisee

Total Returned 433 35~
Total Us~~lea ‘.02 263 280

PIP/PER N 79 64

UF 104 55 70

CD 102 69 64

— 98 60 82

aScem questionnaires returned were w~usable becawe of
insufficient cows, identification, demographic , or
rating data.
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The return rates for immediate superiors and supervisees were lower than
for MTS graduates (Table 1). This was expected since no direct contact about
participation was made with anyone other than the selected graduate super-
visors . The return rates for the four courses were very similar for gradu-
ates but differed considerably for immediate superiors and supervisees. It is
no t clear why these differences in returns occurred for the latter two groups
since there was no relationship between questionnaire length , any of the
demographic variables , or other factors in the evaluation and the numbers of
questionnaires returned.

The age and experience characteristics of the participan ts are presen ted
in Table 2. Generally,  the values for each group are comparable to the
correspont~ing values- obtained in the study of the basic MTS courses (3). As
wi th the basic courses , those attending the ME course tend to be somewhat
older than those attending courses designed primarily for supervisors . The
group of issnuediate superiors was somewhat older , except for those in the CD
course samp le. For each course the supervisees were somewhat younger than
the graduates. Since these are the expected relationships , it s imply means
that the samples of participants were not unusually distributed on these
dimensions .

T~~1 2. Ave~age Age and Experience in Years of Part icipants in

the Evaluation of I~TS Recurrent Courses

Factors

Co,sse
S(8,ervisory

Age FM Experience Experience

PIP
Graduates 86.5 17.4 7.6
I ediate S, ,eriors 48.3 21.0 12.5
S~çervisees 82.2 14.4

L181
Graduates 45.8 18.0 8.5
I diate 5.~ erior, 44.9 21.3 12.0
5s~ eryisees 42.1 13.8 --

Graduates 47.1 18.6
I edi.te Si er iors 47.0 23. 5 11.9
S~~ervis.es 42. 7 12.0 --

Graduates 84.2 2 1.2 12.3
I sdiat. Sigieriors 45.8 22.7 12.6
S.i.ervisees 44.5 12.7 --

The distribution of par ticipants across various demographic (back ground)
factors is shown in Table 3. It is readily apparent that the graduates were
predominan tly male , were at upper grade levels, and were distributed acrc~ s
services and locations in general proportion to the actual distribution of FAA
personnel. The major exception to this was the relative under—representation
of Flight Standards personnel in the LMR course. Since the Flight Standards
Service has relatively little interaction with unions , few of their personnel
attend this course.
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T~~LE 3. Demographic Distribution of Cr.&.tes (C) , l ediate S~~eriors (IS) , and Supervisees (SI in the

Evaluatio n of NTS Reourrent Courses (Totals for sad, factor any vary iii ~~t1y

dee to missing inforsatton for , respondent,.)
Course

Oem,graphic PIP L1~ ID PC
Factor C IS Se C 15 Se C IS S. C IS Se
Sex

Male 96 78 59 101 58 61 99 68 51 98 60 71
Female 2 1 5  3 1 9  3 1 1 3  0 0 1 1

FM Service
Airvay Facilities 33 34 27 35 18 24 36 22 23 26 15 28
Air Traffic 82 27 20 59 33 94 42 29 24 35 27 20
FliØt Standarde ii 7 4 1 0 6 16 9 9 18 9 19
Other 12 11 13 9 8 6 9 9 10 18 9 13

Grade Level
1.7 1 0 6  1 0 5  1 0 1 2  0 0 1 6
8-9 2 1 4  1 0 5  0 0 3  0 1 4
10-il 8 1 20 12 2 24 6 1 20 0 0 6
12 29 9 21 29 6 16 28 8 20 0 1 15
13 28 13 6 20 16 1) 26 9 9 9 2 23
14 21 35 5 24 15 4 26 26 0 44 20 12
15—16 7 20 0 13 16 1 Il 23 0 83 36 2

Location
Maa~~umrt.rs 3 2 2  2 0 3  4 3 0  7 3 7
Regional Offi on 10 13 6 10 9 7 10 13 7 23 23 12
A.ronautical Caot.r 5 5 3  5 3 8  9 7 6  5 5 7
MNEC 1 1 1  1 1 1  3 4 5  3 0 0
Field 79 38 52 56 42 55 75 41 48 60 29 52

III .  Resul ts .

A. PIP/PER Course.

1. General Evaluation by MTS Graduates (N = 98) .

a. Open—Ended Questionnaire. There were four par ts  to the open—
ended portion of the quest ionnaire . One quest ion was directed at iden t i f y ing
speci f ic  changes in supervisory behavior and is reported below in the section
concerning behavior. The other three questions concerned the e f f ec t ive  and
ine f f ec t i ve  aspects of the courses. Answers to the question concerning how
the course could have been more hel p f u l  and the question on how it could be
improved were largely redundant . Therefore, onl y the recommendations for
improvement are discussed below .

The most hel p fu l  aspect of the course according to the respondents (Table
4) was the acquis i t ion of increased knowledge , par t icu larly in the areas of
understanding the Performance Improvement Program (PIP) and understanding of
emp loyee needs , concerns , and motivations . Also mentioned frequent ly were
opportunit ies for personal growth (e.g., learning more about self , improving
supervisory pract ices , increased personal effectiveness), and the chance to
work through common supervisory problems with others.
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T~&E 4. S~~ .ry o f Statements Indicating the Most Help ful Aspects of the PIP/PE R Course

H,.~~ er of Response s b3 Servicea Tot a ls

Type of Statement
Al AT F5 (9 H,~~ er of Percent

(Nv))) (N=42) (N=ll) (N=12) Responses of lota l

Increased Knowledge and Understanding 55 59 16 15 lAS 66
PIP Program 8 15 1 - 28 ii

Understanding Eeployees/I4.me n Relations 7 8 6 4 21 10
S.apervisory Role 9 6 1 2 18 8
Preparatio n of PER 3 7 1 - 11 5
Review of S.çerviso ry Princip les 6 3 - 2 11 5
Other 22 28 7 7 60 27

Personal Growth 11 23 2 3 39 18

Work ing ThrOO4I Soapervisory Problems With Others 11 14 S 2 92 15

Miscellaneous 1 1 -

a Al - Ai rway Facilities
AT - Air Traffic
FS - FllØst Standards

O - Other

There was cons id erable divergence of op inion about the kinds of improve-
ments that should be made in the course (Table 5). The greatest number of
s ta tements  concerned some aspect of course conten t , bu t  no s ing le aspec t  of
con ten t  was i d e n t i f i e d  by as many as 10 percent  of the respondents  as needing
improvement.  The onl y spec i f ic  areas for improvement t h a t  rece ived as many as
10 percent of the comments concerned a des i re  to reduce the m ix of supervisors
from var ious  FAA services and a desire  to see the  i n s t r u c t o r  s t a f f  improved ,
p a r t i c u l a r ly ,  wi th  respect to awareness of s p e c i f i c  FAA programs and problems .
Ten respondents had no recommendations for  improvement or f e l t  the  course was
fine in its present s t a t e .  There were , however , two r e sponden t s  who recom-
mended eliminating the course entirely.

TASLE 5. St .ry of Statements indicat ing Areas of Needed I.iç rovement in the PIP/PER Course

Nt ~~ er of Responses by Service5 To tals

Type of Statement
AF AT FS 0 Ntju ~ er of Percent

(N=33) (No42) (N=l1) (N=l2) Responses of Total b

Course Content 14 29 2 7 52 39

Modify Course ~~proach 6 13 3 3 25 19
More practica l eaphasls 2 2 1 5 4
Othe r 4 11 3 2 20 15

Leave Course As Is 4 2 4 0 10 8

Isprove Instructors 4 2 3 1 10 8

Miscellaneous 15 16 1 4 36 27

aM. - Ai rway Facil ities bSue of percentage s Ray vary slightly fro m total due to
AT . M r Traffic rounding error.
FS - F11~ it Standards
0 - Other

9
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These f i n d i n g s  suggest t ha t  the  course as a whole has no p a r t i c u l a r ly
impor tan t  problem areas or weaknesses  tha t  are apparent  to s t u d e n t s .
I n s t e a d , there are a number of areas tha t  are noted  as problems for  some , but
not o the r s , who a t t e n d e d  the  course.

b. U s e f u l n e s s  of the PIP /PER Course. The overa l l  u t i l i ty  of the
course was assessed by asking each respondent to rate the course on a five—
point  sca le  f rom “very u s e f u l ”  to “not at a l l  u s e f u l ”  (See I tem 1 on the
q u e s t i o n n a i r e s  shown in Appendix I ) .  A t o t a l  of 91.8 percent of the gradu-
ates felt the course was moderatel y , general l y, or very useful. Only one
respondent  feL. the course was of no va lue .

2. Evaluation of Course Content.

The sub j ec t s  taug ht in th i s  and the other three courses were
evaluated in terms of usefulness to the graduate supervisor in actual work
s e t t i n g s .  A f i v e — p o i n t  sca le  was used (A ppendix I )  that  ranged from “not at
all useful” through “ s l ig htl y,” “modera tel y , ” and “qui te usef u l” to “extreme ly
useful. ”

In general , extreme ratings were not common. There were on the average
between five and six ratings at the low (“not at all useful”) and again at
the high (“ex treme ly useful ”) ends of the scale for the specific instructional
units in this course. The average proportion of respondents who felt the
course topics to be of moderate or more use was 69.4 percent.

There wer e also onl y three topics in the PIP/PER course for which the
ratings differed between FAA services or the locations of the individuals. These
items , one each in the instruction blocks on Performance Appraisal, Management
Theory, and Performance Improvement Program, are discussed below in the
presentation of the findings concerning top ics in each block of instruction.

a. Counseling . The instructional block on Counseling consisted
of onl y the one top ic of Principles of Counseling which was rated at least
modera tel y usef u l by 76 percent of the respondents. Of the 22 specific
subjects taught in the PIP/PER course (Table 6) only two , Theory and
Princi ples of Communications and Approaches to Discussing Performance
Appraisals (PER) with Emp loyees , were more hi ghl y rated. It should be noted
that the latter topic is in fact the application of the counseling process to
the PER .

b . Communications. The ratings for the specific top ics covered
by this instructiona l block were uniformly hi gh as about 75 percen t of the
graduates participating in the study felt the presentations on Communications
Theory , Communications and Management style , and App lication to PIP/PER were
at least moderatel y useful. The unit on App lica tion of Communication Prin—
ci pl es to Work Settings was rated moderately or more useful by 71 percent of
the respondents.
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TA8IE 6. Usefulness Ratings of PIP/PER Course Content

Percent rating
Content Arei Moderate, quite,

or very useful

Counseling (pployees 76.3

C o , ziica tion Princip les 74. 5
Theory and Principles or Co~~ inication 77.7
Application to PIP/PER Review 75.0
Co~~ ,nica ticn and Managerial Style 74.2
Application to Work Setting 71.3

Per? ormance Appraisal (PER) 69.7
Discussing Appraisals With Employees 77.3
Use of the PER 74.2
Establishing Performance Ratings 74.2
Purposes of Appraisal 72.4
Purposes of the PER 72. 2
Methods of Appraisa l 69.8
Problems in Appraisal 68.4
Philosophy of Appraisal 68.1
Appeals 65.)
Rela tionsh ip to Other FM Progr~~~ 55.4

Management Theory 65.)
Management Style 69.8
Current Theoretical Approaobes 64. 1
Applica tion to Performance Improvement 62.1

• Performance Improvement Program (PIP) 65.3
Philosophy of PIP 67.7
Measuring Results 67.0
Reta tion to Other FM Programs 64. 5
Development of Major lob Assignments 62.1

c. Performance Appraisal. The ratings for the 10 top ics covered
in this content area varied considerably. About t h r ee— four ths  of the respond-
ents felt the presentations on Approaches to Discussing Appraisals (77 percen t ) ,
the Use of the PER (74 percent ) , the Es tab l i shment  of Performance Ra t ings  (74
percent) , and the Purposes of the PER ( 72  percent)  were moderatel y or more
u s e f u l .  On the other hand , only somewhat more than ha l f  (55 percen t)  of the
par t ic ipating graduates fe l t  that the unit  on the Relationship of PER to Other
FAA Programs was of moderate or be t t e r  use .

The top ic of Methods of Appra isa l  was rated more useful  by respondents from
Washington Head quar ters , Nat ional  Aviation Fac i l i t i es  Experimental  Center , and
the Aeronaut ical  Center (HD group ) than by those from Reg iona’ Of f i ce s  (RO ) or
f i e l d  f a c i l i t i e s  (FF) .  In the HD group , 87 .5  percent f e l t  th~.s subject was
moderate l y or more u s e f u l , while  70.0 percent of the RO and t ’ .O percent of the
FF personnel f e l t  the same way . The overall  ch i—s quare  test 1 was s i gn i f i can t
at the .05 level , as were the d i f f e r e n c e s  between the HD group and both the RO
and FF groups.  The RO and FF groups did not d i f f e r .  This suggests that  the
closer the supervisor is to the f i e l d , the less relevant th is  spec i f i c  top ic
is to his or her j ob .

1The chi—square statistic was used throughout these analyses to determine
whether or no t the propor t ions of responden t s g iving favorable ratings on each
survey item were eq ual for a l l  groups.
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d. Management Theory. The ratings of the presentations in this
area differed relatively little. About two—thirds of the respondents judged
each of the three units to be of moderate or better use.

One of the topics in this block , the presentation on Current Theoretical
Approaches to Supervision, was rated somewhat differently as a function of
the location of the respondent . All of the HD gradua tes (100 percen t ) ra ted
this topic to be at least moderately useful. The corresponding values for
the RO and FF groups were 70.0 percent and 58.9 percent respectively. An
overall significant chi—square test < .05) resulted from the significant
difference between the HD and FF groups (~ < .05). The HD—RO difference
approached but did not achieve statistical significance. There was no
difference between the RO and FF groups. Again , as noted for the item on
methods of appraisal , the supervisors in the field appeared to feel this
topic to be less relevant to their needs than did HD supervisors.

e. Performance Improvement Program. As with the items on
Management Theory, the four topics under the PIP area were rated rather
uniformly. Approxima tely two—thirds of the respondents rated the units as at
leas t modera tely useful.

One item , Development of Major Job Assignments (MJAs ), was rated
differentially as a function of both FAA service and respondent location .
With respect to FAA service , 75. 8 percent of the Airway Facility (Ar)
graduates and 65.0 percent of the combined Flight Standards and other types
of graduates (FS/O) rated this topic as at least moderately useful. Only
50.1 percent of the Air Traffic (AT) participants gave the same ratings . The
overall significance of the chi—square test (~ < .05) was the result of the
AT proportion being significantly (~ < .05) lower than either the AF or FS/O
proportions. The AP and FS/O groups did not differ. The differences here
probabl y reflect the perception of AT supervisors that they operate with
standardized MJAs that they have little opportunity to develop or modify.

As for location , 87.5 percent of those from the HD group rated this topic
as modera tely or more useful. For the RO group the proportion was 66.7
percent and for FF supervisors it was 59.0 percent. The HD group had a
significantly higher percentage according to a chi—square analysis of such
ratings (~ < .05) than the other two groups which did not differ from each
other. Considering the higher degree of involvement in setting MJAs of those
in the HD and RO locations than of those at the field level , the findings
should not be considered surprising.

3. The PIP/PER Course and Supervisory Behavior .

— a. Self—A8aessmen t (N = 98).

(1) Most important changes. The gradua tes were asked to
indicate how their own supervisory behavior had changed after attending the
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PIP/PER course. The most frequent type of statement (35 percen t ) concerned
some aspec t of general ly improved supervisory skills (Table 7); for example ,
be t te r  communications wi th  emp loyees or improved a b i l i ty  to motivate  employees.
The second most frequent type of response (26 percent ) concerned the acquisi-
tion of some specific knowledge app licable to the supervisory task . The bulk
of these comments (31 of 42) concerned increased awareness of the proper
manner in which to proceed with the PIP/PER process . Several ( 19) of the
participating graduates felt that they had benefited in a personal way from
the course through acquisition of greater empathy ,  self—confidence , and self—
understanding . On the other hand , about the same number (18) reported that
the course had had no effect on their supervisory behavior . The remaining
comments concerned improved understanding of human relations and emp loyee
motivations (9 percent) arid a better , more balanced unders tanding of the
supervisory/managerial role (6 percent).

T~~~E 7. S~~~ary of Stat~~~nta Concernin, Sp.cific Omeps I’, Supervisory Behaytor ~.aulti ,~ F rem Attendance at PIP/PER Ceucsa

~~~~~ of Noapana.a by Sirvicea Totals

Typs of Statement
N AT FS 0 N,~~ er oP Percent

(N.))) (N.42) (N.11) (i~~l2) Aeapon.so of Tetal

leproved penera l supervisory skills 21 25 3 2 54 35

Increased bwulad~e of specific epplicatian
of PIP/PER prsqr to supervisory situations 17 22 2 1 42 2C

Conduct of PIP/PER 12 iS 0 1 31 20
Other S 4 2 0 11

Personal ~~ceth S S 2 1 1, 12

No duaiges reported 2 7 5 3 1$ 12

Increased widaratanding of and leproved
4m m ,  relations ) a t z ii

Nottar mmdsrstonding of supervisory rols S 1 - 1 10

a
N - Aismay Facilities
AT - Air Traffic
F5 - fl iØt Standards

O - Other

(2) Behavioral ratings. There were 37 specific behavioral
outcomes specified for the PIP/PER course (Table 8). Across those items an
average of 69.5 percent of the respondent s reported improvement in effective-
ness as a result of attending this course. The number reporting reduced
effectiveness in functioning in any behavioral area was never more than five
and averaged less than three (2.9) persons.

In looking at the specific behavioral items , the two with the greatest
number of respondents reporting improvement were the items concerning under-
standing of one’s own supervisory/managerial style (#1) and understanding the
effects of various supervisory styles on employees (#2). The proportion of
respondents reporting improvement on these two items was 86 percent for each
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item. There were six other behavioral items for which at least 75 percent of
the respondents indicated that improved performance occurred as a result of
the course . These were the area s of appl ying principles of communications to
relations with employees (#6), the presentation of information to employees
in a hel pf ul manne r (#8 ) , attending to employee needs in supervisory actions
(#15) , understanding of the PER (#29), the ability to properly prepare the PER
(#30) , and understanding of requirements for denial of within—grade increrients
(#34) .

There were only two items for which less than 60 percent of the respond-
ents reported improvement . On the item concerning their understanding of
their own motivations as a supervisor (#4), 60 percen t of the responden ts fel t
that improvement had occurred. Only 50 percen t felt tha t the course had
hel ped them improve their understanding of the PIP in relation to other FAA
programs (#10).

There were only two items on which the ratings differed across FAA
services. A greater percentage of AT (78.6 percent) and Ar (66.7 percent)
graduates reported improvement on the item concerning the definition of the
objectives of counseling sessions (#22) than did those in FS and other
services (47.8 percent). A simibr pattern was noted for ratings of the
adequacy of evah.ation of emp loyee perf ormance (#36) , as 71.4 percen t of the
AT and 66.7 of the Ar respondents reported improvement , while 59.1 percent of
the FS and other graduates felt the same way . The differences in percentages
between the AT and FS/O graduates were significant at the .05 level according
to chi—square analyses . The AF—FS/O differences approached but did not
achieve statistical significance. The AT—AF comparisons were not significant
for either item. The differences observed for both of these items may
reflect a greater emphasis on the tasks of evaluating and counseling
employees in the AT and Ar services , possibly because of the presence of
unions .

There were also two items for which the percentage of reported behavior
change varied as a function of location of the respondent . The HD group
(89 .0 percen t ) and the FF group (75 .0  perce nt ) were much more likely than the
RO group (40 .0 percent) to report improvement in their understanding of
emp loyee motivation (#5); the differences between RO and the other two groups
of graduates were significant at the .05 level according to chi—square tests.
The same pattern was observed on the item concerning app licat ion of
appropriate princip les and techni ques to emp loyee counseling (#20). In this
case 78.0 percent of the HD group and 73.0 percent of the FF group reported
improvement , while onl y 30.0 percen t of the RO gradua tes made such repor ts .
Again , the HD—RO and FF—RO comparisons were significan t 

~2 
< .05). It should

be noted that the number of respondents in the RD and RO groups was not large
and thug these findings , which have no cl ear exp lanation , should be viewed
conservative ly.
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b . Assessmen t by Immediate Superiors (N = 79) .  On the whole ,
immediate superiors noted less change in the behavior of graduates (Table 8)
than did the graduates themselves (~ < .05)2 . The average proportion of the
immediate superiors indicating change on any one item was 64.6 percen t.

The only performance improvement in grad uates repor ted by more than 75
percent of the immediate superiors was understanding the effects of various
managerial sty les on employees (#2). There were six additional areas in
which at least 70 percent of the immediate superiors noted improvement in the
graduate supervisors. These included relating managerial theory to app lied
si tuat ions (#3 ) , understanding the relationship of performance improvement and
major job assi gnments (# 11) , understanding the relationship of PER to
performance improvement (#18), understanding the relationship of appraisal to
other FAA progra ms (#28) , understanding of the PER (#29), and evaluating
emp loyee per formance fa i r l y (#37 ) .

The areas where lea st improvement was noted by immediate superiors were
presen t ing information to employees in a clear fashion (#7), accurate identi-
fication of MJAs (#12), measurement of results in MJAs (#14), develop ing
well—defined performance standards (#26), and soliciting employee involvement
in development of employee standards (#35). However , only on the latter item
did the percentage of immediate superiors rating at least some improvement in
graduates fall below 50 percent.

Onl y rarely did immediate superiors rate the performance of gradua tes in
these areas as diminished. This occurred only ei ght t imes for the 36
behavioral items and never more than once an item. In addition , these eight
ratings involved only three gradua tes of the course .

There were no differences in ratings related to either FAA service or
location of emp loyment.

c. Assessment by Supervisees (N = 64). Of the three groups
rating the behavioral effects of this course on graduates , the ratings of
supervisees reflected significantly less perceived change than those by either
the grad uates (~ < .0 1)2 or superiors (~~ < .01)2 . On the average , somewhat
less than half (46.1 percent) of the supervisees reported observing improve-
ments in the functioning of graduates in the PIP and PER areas.

Diminished effectiveness was rarely reported and averaged only slightly
more than one such rating (1.2) per item , with two items (development of
performance standards (#26) and relating appraisal to other FAA programs
(#28)) having three such ratings each .

2As determined by Studen t ’s (t) test of the differences between two means.

16 

- ~~~ -
~~

- -‘ -— :i _ - -  
______



There were 10 behavioral areas (Table 8) that were rated as showing
improvemen t by at least 50 percent of the raters. Of these , supervisory style
(#2 ) , proper preparation of the PER (#30), and effective conduct of the
performance review (#31) were most frequently j udged by supervisees to have
shown improvement after the graduate attended the PIP/PER course.

At the other ex treme , six areas were rated improved by less than 40
percent of the supervisees. These included indication of results expected in
M.JAs (#13) , measurement of results obtained in MJAs (#14), clea rly stating
the purposes of appraisal (#23), and development of well—defined performance
standards (#26). Considerably below these were j udgments about the presenta-
tion of the appeals process (#32) and role taking in the appeals process (#33).
Only 23 percent of the graduates were judged to have improved on the former
and 29 percent on the latter.

There were no differences between the ratings of supervisees as a function
of either FAA service or location .

d. Comparing the Three Sets of Ratings. As noted above , gradu-
ates were the most likely of the three groups to report improvement in super-
visory effectiveness (about 70 percent). The immediate superiors were
significantly less likely to do so , but the proportion reporting change was
not dramat ical ly  different (about 65 percent ) from that of the graduates.
However , supervisees were considerably less l ike ly to report improvement than
ei ther of these two groups (abo ut 46 percen t).

Ranking the items from most to least reported behavior change and corre—
lating these ranks for the responding groups showed that graduates and
immediate superiors showed negligibl e agreemen t as to which ar eas showed mos t
improvemen t (r 5 .25 , no t si g n i f i c a n t 3). The comparison between graduates
and supervisees , on the other hand , revealed a considerable .similarity in
ranking (r5 = .54~ ~ 

< .01). In other words , graduates and supervisees tended
to see the rela tivel y grea ter or lesser change in supervi sory per f ormanc e in
the same areas .

Looking at the specific areas of agreement , all three groups more
freq uen tly reported improvement in understanding the effects of supervisory
s ty les on employees than in most other behaviora l a r ea s .  The t h r e e  grc -ups did
not tend to agree as to the other areas of performance that had shown the most
relative improvement .

Graduates and their immediate superiors showed agreement on the relative
frequency with which they reported improved ability to relate managerial theory
to the actual supervisory situation . Graduates and supervisc~ s ~.oted rela-
t ive ly frequent improvement in the effectiveness of the PER review with
supervisees.

3A11 correlations reported were calculated by the Spearman met hod of
rank—order correlation .
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In terms of least reported change , both immediate superiors and super—
visees felt that relatively little change had occurred in accuracy of identi-
fication of Major Job Assignments (MJAs ) or in presenting information to
employees in a clear fashion. This latter area was among those for which
graduates were mos t like ly to report improvement. This suggests a notable
discrepancy in perceptions about the effectiveness with which this task is
ac c omp 1 i shed.

4. Impact on the U n i t .

Both graduates and their supervisees were asked to indicate to
what extent conditions within their units had changed as a function of the
graduates ’ attendance at the PIP/PER course. In general the assessments of
the two groups were remarkably similar (Table 9). Over three—fourths of the
graduates and about two—thirds of the supervisees felt the supervisor ’s inter-
actions with employees had improved , and a majori ty of bo th group s fel t
efficiency within the unit had increased. However , ratings of job satisfac-
tion and unit morale suggested less change on these dimensions as only 30 to
40 percen t of the responden ts in bo th groups felt improvements had occurred
in these areas. -

TASLE 9. Percentage 0f Graduates and Supervi sees Rating Conditions in

Their Unit as Improved After Attendance of Graduate at PIP/PER Course

It.. Graduate Supervisee
($=98) (N.64)

Unit Efficiency 58.2 51.6

Employee 3ob Satisfactio n 42 .8 35.9

Employee Morale 31.6 29. ”

Supervi sor ’s Inte raction With Employees 79.6 65.6

Ratings indicating deterioration of conditions within units were rare . No
such ratings were given by the graduate group on the item concerning efficiency
or by the supervisee group on the efficiency and job satisfaction items .
There were three graduates and five supervisees who felt morale had decreased ,
and three supervisees who felt the-~

’rquality of the interaction between
supervisor and employees had declined.
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B. LMR Course.

1. General Evaluation by IffS Graduates (N = 104 ) .

a. Open—Ended Questionnaire. The most helpful feature of the LMR
course (Table 10) was the increase in general knowled ge and understinding of
LMR gained by the graduates. The specific aspect of the course most
frequen t ly ci ted as helpful was the training on management of unfair labor
practices (ULPs), grievances , and appeals , particularly for AT supervisors .
As with the PIP/PER course , personal growth and the opportunity to work
through supervisory problems with others were also frequently cited as being
mos t hel pful.

TASLL 10. Sm ary of Stats .ents Indicating the Host Helpful Aspects of the LP~ Course

Nm~~er of Responses by Servicetm Totals

Typo of State.m,t
AT FS 0 Nm~~er of Percent

(H.35) (P4.57) (P4=1) (N.9) Responses of Total

Increased Kneeledq. and Understanding 59 2 13 176 79
U in General 32 1 36 1 7 76 34
ILPs Grievances and App eals & 22 1 2 33 15
General Princip ios of Supervisors 7 ! 11 0 0 24 11
Understanding Employe.s/Hmasn Relations 7 11 0 2 20 9
Union Contracts 2 10 0 1 13 6
Supervisory Role 3 6 0 1 10 4

Working ThrouV Supervisory Proble.s With Others 6 15 0 0 21 9

Personal Croeth 12 8 0 0 20 9

Miscellaneous 2 4 0 1 7 3

a
N - Airway Facilities
AT - Air Tra ffic
FS - FU~~t Standards
0 - O t h e r

The items mentioned as needing improvement covered a variety of areas
(Table 11). The only particular item mentioned by as many as 20 percen t of
the respondents was the desire for more disct~~sion on the specific contract
governing the work situation . This was particularly true of AT supervisors .
The next most frequent response was that the course should not be changed.
There were also several comments requesting more role playing and a more
practical emphasis in the course , otherwise the suggestions ranged over many
topics with no clear consensus being evident .

Taken together , these responses indicate that focused study on LMR is seen
as valuable and the only substantive change that would be likely to increase
that value is in the area of giving more at ion to the specific FAA—union
contracts.
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TA&E 11. Sumeary of Statements Indicating Areas of Heeded Improve ment in the L~I~ Course

Ht~~ er of Responses by Serv icea Totals

T ype of Statement
AT FS 0 Nt.m ber of Percent

b
(p4.35) (P4.57) (P4.1) (P4=9) Responses of Total

Cours e Content 23 50 0 5 78 51
More on Specific FM-Union Contracts 6 19 0 0 25 16

Role-Playing tP~ Si tuations 
12 23 40 26

Modify Course Approach 8 23 0 1 32 21
More Practical Emphasis 2 9 0 0 

14Other 6 14 0

Leave Course As Is 7 8 1 1 17 11

Hiscellaneous 12 15 0 0 27 18

1AF - Ai rway Ftmcilitie s b~~~ of percentages say vary s1i~~t ly from total due to ro~s~ding error.
AT - Air Traffi c
FS - Fii~~t Standa rds

O - Other

b . Usefulness  of the LMR Course. On the overall scale , the
course was rated moderately to very use fu l  by 90 .4  percent of the graduates .
All of the respondents felt the course was of some value .

2. Evaluation of Course Content.

On the average , 68 .4 percent of the respondents felt the topics
covered by the LMR course to be of moderate or better use. This is a value
similar to that obtained for the PIP/PER course. However, in contrast to the
PIP/PER course , the graduates were much more like ly to provide extreme
ratings on the subject matter in the LMR course. An average of nearly nin e
respondents per item gave ratings of “extremely usef ul ,” and for one item
(discussed below), 21 of the ratings were at this level. On the “not at all
useful” end of the scale , the number of such ratings averaged II per item.
Furthermore , three items were so rated by more than 30 , and ano ther two items
were so rated by more than 20 supervisors (see below) .  In other words , if
the graduates found a part of the course useful , there was a good probabi l i ty
that  it would be seen as very u s e f u l;  if not , it was qu i te  l ikely to be rated
as having no value at a l l .

There were only three topics in the LMR course , one each in the instruc-
tional blocks concerning Grievance, LMR and Communications, and Arbitration,
that were rated differently by graduates in the various FAA services or in
the different locations considered in the survey. Those differences are
disc ussed below with the other findings for the topics in each block of
instruction .
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lADLE 12. Usefulness Ratings of U~ Course content

Percent rating
Content Area Moderate, quite,

or very useful

Grievances 62.7
Documenting Grievances 69.3
FM Grievance System 66.5
Processing Grievance s 64.5
Nature of Grievances 63. 7
Union Involvement in Grievances 81.7
CSC ~jid.lines 77.7
Hegotiatad Griovtmnce Syste. 75.7

Nature of tMlon/Henagseant Relations 61.5
Role of Supervisor in L1~ 66.5
Types of LI~ Ro ltm ti ons 76.5

Dealing With Unions Under Contract 79.7
Roles of Managemen t 61.6
Roles of Unions 81.6
Written Agree.ents vs. Lk~ ritt .n Understandings 76.0

Contract Adeinistration 76.0
Adei nistr at ion of Contracts 76.5
Understandi ng Contracts 75.5

L+ Background and Overvie. 75.5
FM Policy and Philosophy of L# 61.7
Esecutive Order 11491 69.2

Unfair labor Practices (t iPs) 73.1
Understanding PAP Actions 75.0
Procedures for ULPs 71.2

LISP and Comej nicationa 70.7
(pployee Rights 89.4
Relation, Under Exclusive Union Recognition 76.6
Relations Under National Consultation Rights 63.0
Relations W ith No Union R.cognition 51.5

Arb itre t ion 57.9
Alternatives to Arbitration 61.6
Supervisory Roles in Arbitration 60.2
Uses of Arbitration 58.2
Mechani cs of Arbitration 57. 3
Prppering Grievance Cases for Arbitration 55.3
Arbitration Hearings 54.4

Operations in a Union Facility 57.2
Dealing With Unions 73.5
LI Ps 70.6
Contract Adeini strat lon 63.4
Negotiating Contracts 21.4

Contract NegotiatIons 39.6
Post-Negoti ation Respon s ib ilities 47.4
The Negotiation Process 36.6
Action Prior to Negotiation 34.6
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a. Grievances. The topics taught in this block (Table 12) were
wel l  regarded by graduates as 75 percent or more of the ratings for each top ic
were at the moderately or more useful level. In fact , five of the seven
top ics were rated as at least moderately usefu l by more than 80 percent of the
supervisors. On one item , Documentation of Grievances , 21 graduates (20
percent) rated the topic as “extremely useful. This was the greatest propor-
tion of such ratings for any of the topics taught in these four recurrent
courses.

The discussion of Negotiated Systems was rated somewhat differentl y by AF
supervisors than by the graduates from other services. A total of 69 percent
of the AF participants felt this subject was at least moderately usefu l ,
while  about 79 percent of the AT , FS , and other graduates felt the same way.
The differences between groups , while statisticall y significant according to
chi—sq uare analysi s (~~ 

< .05) were not so large as to suggest dramatic
differences in the perceived value of the topic.

b. Nature of Union/Management Relations. The discussion of the
Role of Supervisors in LMR was rated moderately or more useful by 87 percent ,
and the top ic of LMR Rela t ionshi ps by 76 percent of the respondents.

c. Dealing Wi th Union Under Contract. In this
unit , each of the three topics was j udged of considerable utility. The items
concerning Roles of Management and Roles of Unions were each rated as at
least moderatel y useful by 82 percent of the graduates. The area of Written
Agreements versus Unwritten Understandings was judged moderately or more
use f u l  by 76 percent of the respondents.

d. Contract Administration. The two top ic s in this  bl ock were
considered at least moderatel y usefu l by about three—fourths of the graduates.

e. LMR Background and Overview. There was some variation in the
perceived value of the two specific topics covered in this unit. Over 80
percent of the graduates felt the presentation of FAA Policy and Philosoph y of
LMR (82 percent)  was at least  moderate l y u s e f u l .  A t o t a l  of 69 percent f e l t
the discussion of the Executive Order on LMR had been moderately or more
useful.

f. Unfair Labor Practices (IJLPs). The two discussions designed
to increase understand ing of ULPs were judged of essen t ial ly equal utility.
Three—fourths of the respondents felt the subject of Understanding ULPs was at
least  modera te l y use fu l , whi le  71 percent  f e l t  the same about the p re senta t i on
on Proced ures for ULPs .

g . LMR and Communications.  There was cons iderab le  d ive r s i t y  in
— the jud ged value of the four top ics presented in t h i s  u n i t .  The d iscuss ion

of Emp loyee Rights was judged moderately or mo re usef ul by near ly 90 percent
of the graduates (89 percent). In contrast , j ust over h a l f  (51 percen t) felt

22

1
_i 

—
i
— - 

-~ . ~~~~~~~~~~~~~~~ 

________



the presentation on LMR with no union recognition was involved was helpf ul.
More than three—fourths (79 percent ) of the respondents felt ‘he discussion
of relations with exclusive union recognition was at least moderatel y useful ,
and about two—thirds (63 percent ) Ielt th e same way about the item concerning
r e l a t i o n s  w i t h  u n i o n s  when national consultation ri ghts have been accorded.

The lowest rated item , Labor Relations Without Union Recognition , showed
considerable diversity in ratings. The most frequent response on this item
was “q u i t e  u se fu l ” (2 9  p e r c e n t ) , but there were also many who felt that the
top ic was “not at all useful” (22 percent ). This diversity was due
primaril y to the fact that onl y 33.9 percent of the AT group felt this top ic
to be of moderate or more use compared to 77.1 percent of the AF group and
60 .0 percent of the FS/0 groups. The differences between the AT and other
groups were highl y si gnifi cant by chi—square tests (~ .001). In fact 21 of
the 23 persons rating the top ic as having no usefulness were from the AT
service.

h. Arbitration. The ratings of the top ic:; in this content area
were relative ly uniform , rang ing from 54 percent (Arbitration Hearing) to 62
percent (Alternatives to Arbitration) of the graduates ~udging the sublects
to have modera te  or b e t t e r  usefulness.

The item concerning the Arbitration Hearing received somewhat different
r a t i ngs  from FF superv i sors  than  from those  in RO and HD l oca t i ons  accord ing
to chI—square analys i s (~ . 0 5) .  A t o t a l  of 60 percent  of the FF respond-
ents judged this top ic to be at least moderatel y usefu l compared to 30
percent of the RO and 25 per cent of the RD groups.

i. Operations in a Union Facility . Two of these presentations ,
Dealing With Unions and Unfair Labor Practices , were seen as moderatel y or
more use fu l by at leas t  70 percent  of t he  g r a d u a t e s .  The area of Con t r act
Administration was considered less useful overall but still was give n
moderate or better ratings by about two—thirds of the respondents. However ,
the remaining topic in this group , Negotiating Contracts , wa s given the
lowest u s e f u l n e s s  r a t i n g  of any in t h i s  or the  o t h e r  r e c u r r e n t  courses .
Only 21. percent of the respondents rated it as of even moderate utility. A
tota l of 37 respondents rated this topic as having no value at all.

- j .  Contract Negotiations. Following the trend noted in the
gene ra l  d i s c u s s i o n  of c o n t r a c t  n e g o t i a t i o n  p r e s e n t e d  in the  previous block ,
the top ics in this block were felt to be of very limited value by grad uates.
The majority felt each of the three top ics disc ussed was of no or s l i ght use ,

~1though a lmos t hal f  (47 percent) of the respondents felt that consideration of
Post—Negotiation Responsibilities had been at least moderatel y hel p f u l .
Onl y a t h i r d  f e l t  s i m i l a r ly about t h e  p r e s e n t a t i o n s  on the  N e g o t i a t i o n
Process ( 3 7  p e r c e n t)  ~nd A c t i o n s  P r i o r  to N e g o t i a t i o n  (35  p e r c e n t) .

2 1

- . 
—. ~~~~~~~~~~~~~~~~~~~~~~~ 

— - -  .- -
~~~~~



3. The LMR Course and Supervisory Behavior.

a. Self—Assessment (N = 104).

( 1) Most important  changes.  According to the respondents ,
the most often mentioned change (54 percent) resulting from attendance at
the LMR cours e was some general or spec i f i c increment in knowl edge of and
abil i ty to handl e LMR si tuations (Table 13) . The most f requent ly mentioned
specific change was in the area of contract administration (13 percent);
however , nearl y a l l  of these c i t a t ions  ( 19 of 22)  were made by AT supervisors .
AF supervisors were more l ikely to c i t e  general considerations , such as
unders tanding LMR , human relations , and improved general supervisory skills.
This difference suggests that contract administration is a more urgent
consideration of AT supervisors at this point. It should be noted that with
the imp lementation of the new union contract in the AF service , this aspe ct
of the LMR course is like ly to assume grea ter significance for the AF
supervisor .

The other posi t ive changes ment ioned wi th some frequen cy concerned
unders tanding human relations (11 percent ) and pe rsonal growth (7  percent).
There were 15 respondents (9 percent ) who felt that there had been no
change in their supervisory behavior as a result of attending the course.

lADLE 13. Somusary of Statements Con cerning Specific Change s in Supervisory Behavior

Resulting From Attendance at LHR Course

Number of Responses by Service5 Total s

lype of Statement
AF AT FS I) Ht~~er of Percent

(N.35) (H~57) (H=1) (P1=9) Responses of Totaib

Increased knowledge of specific application 17 65 0 9 91 54
of IMR progr e. to supervisory situations

Contract ade ini str ation 1 19 0 2 22 13
GrIevances 1 8 0 1 10 6
Relations with unions 4 3 0 3 10 6
Other 11 35 0 3 49 30

Improved general supervisory skills 10 11 0 1 22 13

Increased understanding of and imp roved 11 8 0 0 19 11
hi,.’ in relations

No changes reported 8 6 1 0 15 9

Personal gro wth 4 7 0 0 11 7

Miscellaneous 2 9 0 0 11 7

aM - Airway Facilities bSum of percentage s way vary sl ii~ t1y from total due to roiriding error.
AT - Air T r a f f i c
FS - F1l~~t Standards

O - Other

24

- - --—  _ _  - —



P. 0 V.. S S I~ ‘0 5 0

~ :..~ ~ ~~~ ~
S

•0 ~~~ =~~~~~~~~~~~~~~‘0p~ 5 O ~~ ‘-P. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~ P. P . -~~O 5’0O~~

~ g ~ ~~~~~~~~~ 21

~ .j-.

~~~ ~‘S. ~• 
O~ ‘~: ~~~~~~~~~~~~~~ ~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~ ~~- . ‘ P O

V ;= ~~ ~~~~~~~~‘- ~~~ ‘0 ’O.’-  ~~~ D~~~~~~~~~~~ .S 5 S~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ .. -
2~~~ ,~~

—

—
I - .,~~~ ..! I.. 1
~ ~~~~~~~ ~~~~~~~~Ii II JO. Ilbi U!I I ~ ~ 

ii
‘b I 21 

~11~ j
~: ihl ~ ~!! 1

a — — S — s  & ~~ss A

I’ 111 II I IUIIHI1IIIIIMI II
I 11‘a w Q • •‘

~~~P. FINE ‘ a *~~ * ~~ *~~~. ~~* 4

25

- -~~ -. 
- 

- - 
.



(2) Behavioral ratings . There were 45 specific behavioral
outcomes spec i f i ed  for the LMR course (Table 14) .  Averaging across a l l  these
outcomes , it was found that 78.5 percent of the respondents reported at least
some improvement in performance on LMR matters as a result of attending this
course. This was the highest value for the four courses and differed
significantly 

~2 
< .05)2 from each of the others . On onl y one area did as

many as five respondents report lessened effectiveness , and the average was
less than one respondent (.6) per item.

More than ha l f  (23 )  the behavioral  i tems were r a t ed  as showing some or
more improvement by 80 percent or more of the respondents. Three of these ,
understanding the executive order on LMR (#1), knowing procedures to be used
in meeting with labor organizations (#15), and understanding the role of the
supervisor in adminis ter ing a labor con t rac t  (#21) were jud ged improved by
more than 90 percent of the g radua te s .

Of the 23 areas cited above , 9 concerned the grieva nce proc ess (#29 , #31—
38). Thus , not only was this area of teaching felt to be most useful by
graduates  (see previous discussion ) , i t  was a lso the  area in which they f e l t
the most improvement in performance.

The two areas of performance that showed least improvement according to
the graduates were awareness of indications of the effectiveness of a labor
contract  (#24) , and a b i l i t y  to prepare a grievance case for  a r b i t r a t i o n  (#44) .
Just about half (47 and 50 percent respectively for the two items ) of the
graduate s repor ted improved performance in these two areas.

There was only one area of the ability to resolve ULPs in a satisfactory
manner (#28) that was rated differentiall y by the groups par t ici pa t ing in
the survey . On this item , 75.0 percent of the HID and 76.7 percen t of the FF
respond ents , but only 30 .0 percent of the RO group , repor ted improved
functioning, a d i f f erence stat is t icall y si gnificant by chi—sq uare test
(~ < .01). It is not clear why the RO graduates were less likely to repor t
improvement in this area. Perhaps being at the middle leve l of the management
structure provides less opportunity to deal effective ly with ULP matters that
are brought to the RO. However , it should again be noted that the number of
RO graduates involved in these comparisons was relativel y small and the
findings should therefore be viewed as only suggestive .

b. Assessment by Immediate Superiors (N = 55). As a group ,
immediate superiors reported only slightly less behavioral change in gradu-
ates than did the graduates themselves. The average proportion of immediate
superiors indicating improvement on any item was 75.5 percent (Table 14).
As it was for graduates , this value was sign i f i can t ly higher than those for
the other three courses (~ < 05) 2

There were six areas in which more than 90 percent of the immediate
superiors rated graduates improved after the LMR course; understanding of the
Executive Order on LMR in government (#1), awareness of communication require—
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ments associated with the presence of labor organizations (#8), recognition of
probl em areas with union relations (#22), understanding the differences
be tween gr ievances , unfair labor practices , and app eals (#29 ) , knowled ge of
represen ta t ion ri gh ts of emp loyees and unions in grievance actions (#31), and
awareness of responsibility for notification of unions in grievance actions
(#36).

The behavioral areas that were least like ly to be rated as improved
concerned interpretation of contracts (#10), contract negotiations (#18 ,19 ,20),
evaluation of contract effectiveness (#24), and arbitration (#41 ,44) . On ly
on awareness of negotiating techniques did less than half of the ratings
reflec t improvement (#19).

There were onl y six behavioral items to which immediate superiors reported
dim in ish ed func t ioning in graduates , and onl y one such rating was made in each
case. Four of these items concerned the performance of a sing le individ ua l ,
and the remaining two items involved a second person.

There were no differences in ratings as a function of location or FAA
service.

c. Assessment by Supervisees (N 70). The supervisees who
responded (Thble 14) reported signi f ican t ly less change in graduates than
ei ther the grad uates themselves (~~~ 

< .01)2 or superiors (~~~ 
< .01)~~. However ,

the average percentage of 60.6 of the supervisees reporting improved perform—
ance in the LMR areas was significantly hi gher than the pa ra l l el j udgments
made on the e f fec t iveness of the other thre e rec urren t courses (~~~ 

< .01 for
each comparison)2.

Ra t ings by supervisees of lessened effectiveness in the LMR area by
graduates were relatively rare. An average of 1.3 supervisees per item
reported reduced effectiveness , and on on ly the item concerning resolution of
ULPs (#28) did as many as four persons give such ratings .

The four behavioral items with the highest percentage of supervisees
rating their supervisors as improved were understanding of the impact of
unionization on operations (#7), awareness of proble ms associa ted wi th the
presence of unions (#9) , knowled ge of procedures for h a n d l i n g  un f a i r  labor
practices (#13), and unde rstanding of d i f f e rences be tween comp lain ts ,
grievances , unfair labor practices , and appeals (#29). Approxi ma tel y two—thirds
of the respondents reported improvements in these areas.

The least improvement was noted in the appreciation of the role of the
union representative in LMR (#23) and ability to resolve unfair labor

- —  practices (#28). Still , more than 50 percent of the respondents noted some
improvement in each of these areas. With respect to the latter area , four
supervisees noted decreased effectiveness; this was the only cas e for which
more than two such ratings were made .
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There were no d i f fe rences  in r a t ings  between FAA services or the
diff erent locations .

d. Comparing the Three Sets of Rat ings .  Graduates and t he i r
immediate superiors were more likely than supervisees to report improved
supervisory functioning in the LMR area. As noted earlier , an average of
about three—fourths of the graduates and immediate superiors reported
behaviora l change on these items . These were the highest values for any of
the four courses. Also at a high value compared to the other courses was the
average freq uency of 60 percent at which the supervisees reported increased
effectiveness. This value was , however , significantly lowe r than the
percentages obtained from graduates and superiors in this course (~ < .01 for
both comparisons)2 .

Ranki ngs of the items by percentage of respondents reporting behavior
change for each of the three groups and correlational analyses of those
ranki ngs showed a hi gh degree of relationship between graduates and their
immediate superiors (rs = .86 , ~ < .01). There was no such relationship
between rankings by graduates and supervisees (rs = .31 , not significant).

As the correlat ions would suggest , there were more ins tances in which
grad uates and immedia te superior s most freq uen t ly or leas t freq uen t ly repor ted
improved performance in the same areas than was true for graduates and super—
visees. Among the areas most frequently ra ted as improved , bo th grad uates and
their immediate superiors tended more often to report improvement by the
graduate in understanding of the Executive Order governing LMR , awareness of
communi cat ion requiremen ts associa ted wi th un ion presence , recogni t ion of
potential LNR problem , unders tanding of the d i f f e r ences be tween comp lain ts ,
grievances , and ULP s, awareness of the grievance system , and awarenes s of
requirements to inform unions of grievance procedures.

At the low end of the rankings , both gradua tes and their immedia te
superiors were less likely to report change in knowledge of indicators of
e f f e c t ive labor con tra ct s or knowled ge of how to prepare a grievance for
arbitration .

Graduates and supervisees agreed in seeing more frequent improvement in
understanding of the impact of unions and awareness of problems associ,ated
with the presence of unions in the work setting. Both groups also noted
improvement in the supervisor ’s know’edge of requiremen ts for mee t ing wi th
unio ns on work and emp loyee ma tters rela t ivel y frequen tly.

4. Impact on the Unit.

The impac t of the LMR course on conditions in tlie supervisor ’s
unit was comparably rated in general by bo th graduates and supervisees (Table
15). As with the other three courses , the most favorable ratings were given
to the emp loyee—supervisor  i n t e r a c t i o n  fo l lowed in order by e f f i c i e n c y ,  job
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s a t i s f a c t i o n, and emp loyee morale. The onl y notable difference in ratings
between the graduates and superviset-s concerned the interaction between them
as 20 percent more of the g r a d u a t e s  f e l t  an improvement  in this area had
occurred.

Ratings indicating that conditions in the unit had worsened after the
gradua te t s attendance at the LMR course were rare . Two graduates and four
supervisees felt job satisfaction had decreased. Three graduates and six
supervisees reported lowered morale.

lADLE 15. Percentage of Graduates and Superv isees Rating Conditions in

Their (kilt as Improved After Attendanëe of Graduate at LMR Course

Item Graduate Supervisee
(P1= 10k ) (N = 7 0 )

(kilt Efficiency ‘#8 .1 40.3

Employee aob Satisfaction 37.5 3 k. 7

Employee *,rale 36.5 32. k

Si~ ervisor ’ s Interact ion With Employees 66.3 ‘# 6.3

There were si gni f ican t (~ < .05) differences according to chi—square
anal ysis between the responses of graduates from the FAA services on thr~ t
of the four items concerning unit conditions . Unit efficiency was rated
improved by 61 percent of the AT , 34 percent of the AF , and onl y 20 percent
of the FS/O graduates of this course . The corresponding values for improved
job satisfaction were 51 percent , 17 percent , and 30 percent , and for
improved unit morale they were 44 percent , 20 percent , and 20 percent. In
each case , graduates from the AT service were much more likely to report
improvement than either the AF or FS/O graduates. However , no parallel trend
was noted in the supervisee data.

C. CD Course.

1. General Evaluation by MTS Graduates (N = 102).

a. Open—Ended Questionnaire. The most hel p ful aspects of the CD
course are detailed in Table 16. The respondents most frequentl y mentioned
some area in which they had gained addi t ional kn owl edge and understanding of
CD as being most help ful. In this respect , many (21 per cen t ) s p e c i f i ca l l y
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indicated that  thei r  increased understanding of how to proceed in under taking
CD actions was most helpful. Another substantial group (19 percent) felt that
the discussion of the philosophy and purposes of CD had been especially
useful. Other help ful aspec ts of the course men t ioned by at least 10 percent
of the respondents included working through problems wi th others , an increased
understanding of the supervisory role , and personal growth.

T~&E 16. Si ry of Stata..nta Indicating the Heat Helpful Aspects of the CD Course

Hii~~er of Raaponase by Servi cea Totals

Type of Statement
AF AT FS 0 H,~~er of P.rcent

(N.36~ (He42 ) (Ns l6) (He9) RoWena.. of Total

Increased Knowledge and Ik,der.tanding 52 74 24 15 165 79
CD Procedures wad A~~j ni.t ratj en 15 21 S 4 45 21
Purpose and Ptiilosopiiy of CD 15 14 6 5 40 19
Supervisory Role 3 15 3 0 21 10
General Principles of Supervision 7 6 1 4 18 9
Reco~iition of Sehavice Probimes in Employee. 5 6 4 1 16 8
tMderatanding Employees/Itaan Relations 4 4 2 0 10 5
Other 3 8 3 1 15 7

Working Throi4i Supervisory Probl~~~ With Others 6 11 4 1 22 10

Personal Crowth 7 8 5 0 20 [0

Miscellaneou s 2 1 0 0 3

aM . Airway Facilities
AT - Air Traffic
FS - FliØit Standards
0 - Other

TA&E 17. Su iary of Statements Indicating Areas of Neede d Improve ment in the CD Course

Nc~~~er of Responses by Service5 Totals

Type of Statement
AT FS 0 P4~ ber of Percent

(Mo36) (N=42) (P1=16) (P1=9) Responses of Total

Course Content 14 28 8 0 50 36

Modify Course Approach 5 12 6 5 28 20
More Practica l EJip hasis 4 9 4 2 19 14
Other 1 3 2 3 9 6

Leave Course As Is 7 5 3 4 19 14

Miscellaneous 15 18 7 3 43 31

a AF - Ai rway Facilities b SI.. of percentage s may vary slightly from total
AT - Air Traff ic  due to rounding error.
FS - Flight Standards
0 - Other
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As wi th  the other ccurses , no one aspect  of this course was singled Out as
pa r t i cu l a r ly in need of change (Table 17) .  The greatest percentage of comments
rela ted to some aspe ct of the con tent of the course (36 percent); however , no
one specific area of course content was mentioned by as many as 10 percen t of
the respondents.

Outside of course content , the area most often mentioned as needing
improvement was that of a more practical emphasis in the presentation (14
percent). An equal number of respondents recommended that no changes be made
in the course.

These response patterns suggest that no particular aspect of the course
was consid ered seriously def ic i en t.

b . Usefulness of the CD Course. The course was rated moder-
ately or more useful by 94 .0 percent of the graduates. All respondents rated
the course as having some value .

2. Evaluation of Course Content.

The average proportion of respondents rating each top ic as usef ul
was 74.8 percent. This value is somewhat higher than that obtained for the
PIP/PER and LMR courses and about the same as the value for the ME course. In
other words , there is some tendency (statistically significant at 

2 
< •~~~)2

for the graduates to rate the content of this course as more useful than was
the case fo r the two courses al read y des cribed .

The pattern of extreme ratings showed that graduates were more likely to
evaluate the course top ics in hi ghl y posi t ive than in par t icularl y nega t ive
terms . Their number of “extremely useful” ratings averaged between 6 and 7 per
top ic , while the number of ratings of “not at all useful” numbered j ust 4 on
the average .

There were no topics in the CD course that were rated differently by gradu-
ates from different services or locations .

a. Meaning and Purpose of Discip lin e. Each of the four specific
topics taught under this unit were rated as quite useful by the grad uates , as
no less than 85 percent indicated the areas were of moderate or better utility
(Table 18). The top ic of the Supervisor ’s Role in Preventing Need for Correc-
tive Discipline was particularly well regarded (89 percent) as 55 of 112
ratings were “very useful” and ano ther 17 were “extremely useful.” There were
also 17 “extremely useful” ratings for the subject of Po8itive versus Negative
Discipline and 13 for Identifying Potential Problem Areas. Only one other
topic , the Supervisor ’s Role in Discipline (see (3)) was so highly ra ted by
as many as 10 par t ic ipants.
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TABLE 18. Usefulness Ratings of CD Course Content

Percent rating
Content Area Moderate , quite ,

or very useful

Meaning and Purpose of Discipline 86.9
Role of Supervisor in Preventing Need
for Corrective Discipline 89.2

Identifying Potential Problem Areas 87.2
Concepts of Positive vs. Negative Discipline 86.0
Relationship of Discipline to Employee Motivation 85.1

Informa l Discipline 81.2
Available Disciplinary Actions 83.2
Approaches to the Disciplinary Interview 82.2
How to Employ Informal DIscipline 78.4

FM Pol icy on Discipline 79.0
Role of Supervisor in Discipline 90.2
FM Standards of Conduct 79.4
FAA Philosoph y on DisciplIne 76.2
Relation of Discipline to Other FM Progr mes 70 .2

Formal Discipline 77 .3
Letter of ReprImand 80.0
Employee Appeals System 77.2
Mino r Adverse Actions 77 .0
Major Adverse Actions 75.0

t4iman Relations 76.1
Role of Supervisors in Fkiman Relations 81.8
Impact of Organizational Enviro nment on

Employee Behavior 76.3
Review of Motivational Theory 70.2

Investigations and Security 63.7
Role of Supervisor in Investigative Actions 67.4
Investigative and Security Resources 60.0

Ethica l Conduct 62.7
Supervisory Responsibilities 78.4
Outside Employment/Financial Intere sts 55.9
Cif t s , Favors , Entertainment 53.9

Other Behavioral Problems 62.6
Financial Ob ligations 67. 3
Alcohol Abuse 63.7
Political Activities 56.9
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b . In fo r ma l Di sci p line. Two of the three top ics in this block ,
Avai lab le  Disc i p l ine  A c t i o n s  (83 percent ) and Approaches to the Discip linary
Interview (82 percent) , were rated as moderately or more useful by more than
80 percent of the graduates. The other area , [low to Emp loy Informa l Actions ,
was so judged  by 78 percen t  of the  r e s p o n d e n t s .

c. FAA Poli cy for  Di sc ipline. One of th e specific topics in this
unit , the Role of the Supervisor in Disci p l i ne , received the hi ghest of all
the ratings for this course ; 90 percent of the graduates endorsed its utility
at the  mode ra t e  level or b e t t e r .  The top ics of FAA Standards of Conduct (79
p e r c e n t)  and FAA Phi l osophy of Disci p l i ne ( 76  percent ) althoug h not rated as
hi gh , were s t i l l  r a t ed  at the modera te l y- or mor~ u s e f u l  level  by more than
three—four ths of the respondents. The lowest rated top ic in this b lock  was
the presentation on Disci pline in Relation to Other FAA Programs , but still
70 percent of the respondents felt it was at least moderatel y useful.

d. Formal Discip line. The four top ics in this block were rated
sim i la rly, as between 75 percent and 80 percent of the respondents felt at
least moderate utility in these subject areas. The area receiving the hi ghest
ratings concerned Letters of Reprimand (80 percent ).

e. Human Relations. The ratings for the three areas considered
in this instruction block varied considerabl y. Almost 82 percent of the
graduates rated the discussion of the Supervisor ’s Role in Human Relations to
be of moderate or better utilit y. Next , 76 percent rated the presentation on
the Impact of the Organization on Employee Behavior as at least “moderately
useful. ” About 70 percent of the graduates felt the Review of Motivational
Theory was moderately or more useful.

f. Investigations and Security . Compared to the five instruc-
t ional blocks dis cussed above , this block and the remaining two blocks were
judged co nsider abl y less useful by respondents . Just over two—thirds of the
graduates  r a t ed  the top ic of the  Supervisor ’ s Role in Inves:igative Actions as
moderate l y or more use f u l , w h i l e  60 percen t  so r a t ed  the p r e s e n t a t i o n  on the
Invest i ga t ion  and Secur i ty  Resources Ava i l ab l e  to  S u p e r v i s o r s .

g. Ethical Conduct. One of the three areas in this block was
rated very favorabl y ;  the  p r e s e n t a t i o n  on the Supervisor ’s Responsibilities
for Ethical Conduct was rated moderatel y or more u s e f u l  by 78 percent  of the
gradua tes .  The o ther  two areas , O u t s i d e  F inanc i a l  I n t e r e s t s  and t h a t  of
Gifts , Favors , and Entertainment were the lowest rated of all top ics in the
course wi th only 56 pe rcen t and 54 percent of the respondents reporting
moderate or more utility respective ly.

h. Other Behavioral Problems. The discussions of Financial
Obl i gat ions (67 percent) and Alcoho l Abuse (64 percent ) were seen as at least
moderately useful by about two—thirds of the graduates. The top ic of Political
Activi ties was given such ratings by 57 percent of the respondents.
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3. The CD Course and Supervisory Behavior.

a. Self—Assessment (N = 102).

( 1) Most important  changes.  Most of the comments (60 percent )
about behavioral changes concerned inc reased knowledge and unders tanding of
the application of CD to the work situation (Table 19). Specific change~ 

-

mentioned under this general classification included increased ability to
so lve disci p line problems (21 percent), improved discip line proced ures ( 19
percent), and an increased understanding of the phi los ophy of CD (15 percent).

TABLE 19. S rvna ry of Statements Concerning Specific Change s in Supervisory Behavior

Resulting From Attendance at CD Course

Nui~,er of Responses by Servi ce a Tot a ls

T ype of Statement
Al AT FS 0 N,asber of Percent

b
(N~36) (t4=42) (N=16) (P4=9) Response s of Total

Increased knowledge of specific applica ion of 30 41 13 6 90 60
CO progra m to siper visory situations

Abilit y to solve discipline problems 12 15 4 1 32 21
CD procedures 9 15 4 2 29 19

Understanding of CD philosophy 6 10 4 3 23 15

Other 4 1 1 0 6 4

Personal growth 5 12 3 1 21 14

No d~anges reported 7 5 1 4 17 11

increased understanding of and ieprov ed 1 6 2 2 ii 7
huwa n relations

Improved general s ,pervis ory skills 3 4 3 10 7

Miscellaneous 2 2 1 0 5 3

aAl - Airway Facilities b5,~,, of percentages may vary slightly from total due to rounding error.
AT - Air Traff ic

- Fli~~ t Standards
0 - Other

Other areas of improvemen t noted person al grow th ( 14 percent ) , impr oved
understanding of and relations with emp loyees (7 percen t ) , and improvemen t in
general supervisory skills (7 percent). There were 17 respondents (11
percent ) who reported no behavioral changes as a function of attending this
course.

(2) Behavioral ratings . On the average , for the 34 behaviors
considered , 72.8 percent of the CD graduates felt that performance had improved
(Table 20). However , there was some greater tendency to report diminished
performance after attendance at the CD course than was true for the other
three courses. An average of 3.4 respondents per item indicated a loss in
effectiveness with as many as seven and never less than one respondent
repor t ing red uced performance.
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Ther.- were two areas of performance , knowled ge of informal actions (#17),
and dwar~-ness of documentation and admir iistrativ ” requirements for disci plinary
act i ) (#23) , that w v - r -  r a t e d  as improved b y mo re t h a n  80 pe rcen t  of the
resp~)nc1 e n t s ,  Ano the r e ig ht  f a c t o r s  were r a t e d  as improve d by more t~ia n 75
pe rcen t  of t h e  !r , du a t e s , bu t  these  d i d  no t  c l u s t e r  in any p a r t i c u l a r
b e h a v i o r a l  a r - i .  The y i nc l uded u n d e r s t a n d i n g  emp loyee m o t i v a t i o n  (# 1) , under-
s t a n d i n g  superv i sory responsibilities fo r  d i s c i p l ine  in genera l  (#4 ) ,
r e c o g n i t i o n  of p r o b l em s  (# l ’ + ) , u n d e r s t a n d i n g  in fo rma l d i s c i p l ine  p rocedures
( # I L I ) , a b i l i t y  t conduc t an effective disci p linary interview (#19) , knowing
how to  t a k ’ -  mino r : id v -r s e  a c t i o n s  ( s2 4 ) , p r ep a r a t i o n  of l e t t e r s  propos ing
adi . rs~ i t i on  ( p 2 7 )  , and aw a r e n e s s  of  s ir e r v i s o r y  r e s p o n s i b i l i t i e s  fo r
~. - r t a in be~~iv io ra1  p r o b l e m s  such as a l c o h o l i s m  (# 30 ) .

il)~ th n - behav io ral items 1 .-ac t like ly to be rated as improved were
u n d ’  r s ’  d i n g  the r .- l a t  ion of d i s c i p l i n t -  to  o t h e r  FAA programs (# 5) , under—
st a n d i n g t ht- r lation of lisci p l i n .  t o  o r g a n i z a t i o n a l  goals  (#9 ) , and use of
1T: v l- ,iri ~ a ti v - Js e cur itv c’ rvi c es (#34). However , in each case at least 50

. - ‘ ~ t 1 t u e  r - - sp o n d e n t s  d id  r e p or t  i n c r ea sed  e f f e c t i ve n e s s  in t h e m s e l v e s .

Th.  r -  was inc i t i ~ , awareness of t~ i -  appea l process  (# 25 ) , fo r  wh ich  ~he
ra t  ia ~ s d i f f e r e d  a - r o s s  t h e  FAA s e r v i c e s  a c c o r d i n g  to c h i— s q u a r e  t e s t
. fl’i ) . in t h i s  case , 80.0 p e r c e n t  of  the  AF and FS/O g r a d u a t e s  but  on ly  52. 4
p e r .- -r,t i i  t he -  AT gr.-ehn at -s r e p o r t e d  unprove d f u n c t i o n i n g .

There  w . ’n -  no d i f f e r e ~n e s  in behaviora l ratings as a f u n c t i o n  of l o c a t i o n
of t h e  g r a d u ’ 4t e .

b ,  A S S O S S a n t  b y imm ediat S u p e r i o rs  ~N = 69).

i mire h i a t e  s u p e r i o r s  less  frequentl y observed behavioral change
in gr ad u a t e s  t h an  g r a d u a t e s  d id  t h e m s e l v e s  (Table  2 0 ) .  The d i f f e r e n c e
b e t w ’ - n  the mean  rating of i ons- fiat.- superiors at 6 5 . 9  percen t  and g radua tes
at 72.8 p- r n -n t was si gnificant (~~ ~ .0 1) 2 .

The :1r - .-i s in which inmi ediat .’ superiors most frequentl y noted improvement
w~ r - in understandin g in~~nr i gf - m . ’n t  style (#2), awareness of FAA policy and
phi losop hy ~ f d i s c i p l i n e  (# 3 ) , knowled ge of i n f o r m a l a c t i o n s  (# 17 ) , and
:iw a- - .n. ss ti documentation and administrative requirements (#23). Each of
thec t ’ b ” h ; i v i u r a h  a r eas was rated as improved by more than three—fourths of
t he r ’ s p o n d - n t s.

The t w c .  factors least likely to be seen as improved were the correct uses
of t h u -  l ’ t t e r  of  r ep r imand  (#2 0 )  and a p p r o p r i a te  use of investigative/security
- . ‘ r v i c e ~ 

(~‘34 ) .  In each case less t h a n  50 p e r c e n t  of the  s u per i o r s  f e l t
t h a t  t he  g r a d u a t e s  had shown improved p e r f o r m a n c e .

Diminished performance in graduates was noted by at least one immediate
su p er i o r  for  a l l  h - t  seven areas; howeve r , no more than two such ratings were
m H -  f o r  any one a r ea .
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There  was a c l u s t e r o f three behaviora l items concerning adverse actions
for  w h i c h  the  f r e q u e n c y  of  improvements  no ted  in the per formance of graduates
differed for immediate superiors from the various FM services according to
c h i — s q u a r e  ana l y s i s .  Both AT ( 7 7 . 8 p e r c e n t)  and AF (h5.0 percent ) superiors
more f r e q u e n t l y repo r ted  impro veme n t (~~~ 

< .05) on abilit y to prepare a
proposal letter for an adverse action (#27) than FS/u (35 ,3 percent ) superiors.
Likewise , AT ( 74 .1 percent ) and AF (65.0 percent ) graduates were also more
likel y to be judged 

~E < .01) by their immediate superiors as having improved
in t h e i r  understanding of how to take a major adv erst- action (#28) than was
the case for the r a t i n g s  by the immediate superiors of FS/O graduates (25.0
percent). This pattern was also present concerning understanding of the appeal
process. For a major adverse action (#2fl , 71,4 percent of the AF , 66 .7
percent of the AT , and 31.2 percent of the FS/0 superiors reported improved
functioning on the part of graduates (~~ ‘ .05). This pattern suggests that
the  segment of the course concerned with these processes had little impact on
graduates outside of the two largest FAA services.

c. Assessment by Supervisees (N = 64).

As in the other courses , stipervisees less frequentl y reported
change (Table 20) than either graduates 

~2, 
-~ .01)2 or their superiors (,~ <

.01)2 . The averag e proportion of supervi sto-s noting improved performance was
48,4 percent.

Diminished performance by graduates was reported by two or more supervisees
on each of the behavioral items and averaged 3.75 such ratings per item . This
frequency is substantiall y hig li. ’r than t i. -  corresponding values for the two
courses alread y discussed but not as h i gh as that for the ME course. The
hi ghest number of such r a t i n g s  ( s e v e n)  was g iven to  the  i tem concern ing  a b i l i t y
to identif y causes of emp loyee problems (~~I2). Since this area of performance
was also rated as improved in a substantial number of cases , it suggests that
the coiir~e may have had some effect in both directions , depending on the
individual supervisor being trained ,

For half of the perfo rmance un-as , at least 50 percent of the supervisees
reported improved performance by graduates . The behavior most frequentl y
reported as improved was the implementation of practices to prevent need for
corrective disci pline (#11). Three other areas of functioning, encouragement
of self—disci p l in e (#10 ) , recognition of discipline problems (#14) , and
awareness of causes of deterioration in discip li ne ( #15) were also j ud ged to
have improved rather frequentl y.

Onl y a t h i r d  of the supervisees repor ted  th a t  g r adu a t e s  were more e f f e c t i v e
i n  t a k i n g  a p p r o p r i a t e  a c t i o n  to de t e rmine  causes of deterioration in
disc i p l i n e  (# 1 6 )  or in r e l a t i n g  d i s c i p l ine to o r g a n i z a t i o n a l  goals  (# 9 ) .

There were no differences in the response tendencies of supervisees in
differ ent locations; howeve r , AT respondents did differ from FS/O supervisees
in their jud gments on two areas and from AF supervisees on one performance
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area. The behavior on which the jud gments of the AT group differed from both
of the other groups by chi—square test (~~~ 

< .05) concerned the imp lementation
of supervisory practices to prevent need for corrective discipline (#11). A
total of 85.0 percent of those in AT , 52 .4 percent in AF and 29.4 percent of
the FS/O group indicated that some improvement had occurred in this area.
With respect to viewing disci pline as a positive factor instead of a means of
punishment (#6), 75.0 percent of the AT , 50.0 percent of the AF , and 26.3
percent of the FS/O supervisees reported improvement by their supervisors.
In this case onl y the  d i f f e r e n c e  between the  AT group and the FS/O group was
si g n i f i c a n t  

~,E < • 05).

d. Comparing the Three Sets of Ratings.

As usual , graduates were most like ly to report imp roved
effectiveness (73 percent ) than were immediate superiors (66 percent , ~
. 0 5) 2 and supe rv i s ee s  (48 percent , £ ‘ .0 1 ) 2 .

‘rhe correlation between the rankings of the frequencies of reported
behaviora l change was neg li gible between graduates and either immediat e
superiors (r 5 = .23) or supervisees (rs = .01). In other words , tie r,’ was no
notable correspondence between the groups in the relative frequency with which
they reported improved in supervisory behaviors.

The three groups did not unanimousl y agree on any of the most improve d or
least improved areas of functioning. Graduates and their immedi ate s i p - r i o -
tended to see improvement more frequentl y in awareness of informal a p p r o a c h e s
to discip line and documentation requirements in disci pline. Graduates and
supervisees tended to feel relative ly frequentl y that improvement had
occurred in recognition of the symp toms of discip line problems .

With respect to the areas of least change , graduates and immediat .’
superiors tended to see little increased effectiveness in the iist’ of
investi gative/security services within the agency , while graduate- s and supc’r—
vis ees saw rela t ive ly little change in ability to relate tie- disci pline
program to FAA organizational goals.

4. Impact on the Unit.

As for  the o ther  courses , both g radua t e s  and supervisees  most
frequentl y noted improvement in supervisor—employee interactions , fol l owed by
improvements in efficiency, job satisfaction , and morale (Table 21). However ,
the agreement in ratings between the graduates and supervisees was somewhat
less than for the other three courses.

Th e bi ggest difference was on the item concerning interaction with
emp loyees. About 80 percent of the graduates felt that improvement had
occurred in this area but not quite one—half of the supervisees felt the same
way. On this item chi—square analysis revealed tha t there was a marked
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TA&1 21. Percentage of Gra~~j ate s and Superv isees Rating Conditions In

T h e i r  Unit as Im prov ed Af ter  Attendance of Gradua te at CD Course

Iteni Graduate Superv isee
(H=i02) (u=64 )

Unit EfficIency 59.4 45.3

Employee 3ob Satisfaction 38.6 31.2

Employee Morale 38.6 29. 7

Siu,~erv iso r ’ s Inte raction With Employees 80.2 48.4

difference between the responses of supervisees in the different services 
~2< .01). Supervisees in the AT service were much more likely ( 77 .3 percent ) to

report improved interactions than were those in the AF (26.1 percent) or FS/0
(42.1 percent) services. Closest agreement was found on the job satisfaction
and emp loyee morale items where about a third of the respondents in both
groups reported some improvement.

Ratings of lessened quality in unit conditions were rare for both graduates
and supervisees. The gri-atest number (6) of such reports were made by super—
visees on the morale item , otherwise no more than three such ratings were
given to any item by supervisees or by graduates.

D. ME Course.

1. General Eva l uation by MTS Graduates (N = 98).

a. Open—Ended Questionnaire. Accordin g to the graduates of the ME
course , the most hel p ful aspect of the course was the opportunity to gain addi-
tional knowledge and understanding of various aspects of management (Table 22).
Under this general framework frequent mention was made of the value of the
review of general management princi ples , human relations , and team action
concepts. There were also several statements concerning personal growth and
the opportunity to work through manage rial problems with others.

TA&E 22. S~~~ary of Statements Indicating the Most Helpfu l Aspect s of the P€ Course

H.~~ er of Respo nses by Serv ice a Tot als

Type of State snt
N’ AT fS 0 *~~er of Percent

(11.26) (11.35) (11.18) (11=18) Responses of Tota l t ’

Increased knoeledge nd Understanding 28 33 29 23 113 55
General Management Principles 10 10 7 13 40 20
Understanding E~,1oyees/Hta.n Relations 5 6 4 3 18 9
Te~~/Croup Action 3 5 1 1 16 8
Other 10 12 11 6 39 19

Perian,al Croatti 5 15 7 8 35

Working Through Management Probl~~~ With Others 1 16 4 3 30 15

Miscellaneous 6 8 2 II  27 13

- Airmay ~aci1i t ies bS,a of p.rosntag.s may vary s liØfll y from total ~ie to ro,i.di ng er ror.
AT - Air Traffic

Fli it Standards
o - Oth.r
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There was no particular consensus about the aspects of the ME course most
in need of improvement (Table 23). The general area of course content
received the most attention. Within the course content category , the most
frequent recommendation was to increase the emphasis on teaching specific
management skills such as Management by Objectives (MBO) or bud geting. There
were also several requests for more on current management theory and phil os-
ophy. No other types of comments occurred with notable frequency.

T ABLE 23. Su~~~ary of Statem ents Indicating Areas of Needed Improvement in the I~~ Course

N,~~ er of Responses by Servicea Totals

Type of Statement
Al AT ES 0 Ni~~er of Percent

(P1=26) (11.35) (11=18) (11=18) Response s of Total

Course Content 15 13 8 17 53 43

Modify Course Approach 7 13 9 8 37 30
More practical emphasis 1 4 4 3 12 10
Other 6 9 5 5 25 20

leave Course As Is 3 5 2 1 11 9

Improve Instructors 1 4 2 3 10 8

Miscellaneous 2 5 1) 5 12 10

a
Al - Airway Facilities
AT - Air Traffic
ES - Flight Standards

O - Other

b . Usefulness of the ME Course. The ME course was given an
overall rating of at least moderately useful by 88 .5 percent of the graduates.
Only one graduate felt it had been of no value .

2. Evaluation of Course Content.

An ave rage o f 75 .8 per cen t of the responden t s rated the course
top ics of moderate or better use. This was the highes t val ue for the fo ur
courses and was significantl y (~~~ 

< .05) 2 above the values for the PIP/PER
and LMR courses.

There were on the average more extreme positive ratings (between 8 and 9
per item) than extreme negat ive ratings (about 5 per item). The frequencies
of the  pos i t ive  ra t ings were somewhat grea ter than was the case for the CD and
PIP/PER course and about the same as for the LMR course. The negative ratings
occurred about as frequentl y as in the PIP/PER and CD courses , and less of ten
than  fo r  the  LMR course.

There were four top ics that were rated differentl y by managers in the
var ious  FAA se rv ices  and one t h a t  differed as a consequence of location . These
di fferences are discussed below .

a. Team Approach to Managerial Effectiveness. Both of the top ics
taug ht under this subject , Concept of the Team Approach and Characteristics of
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E f f ect ive Teamwork , were rated as at least moderatel y usefu l by more than 85
percent of the graduates (Table 24).

TABLE 24. Usefulness Rati ngs or ,e Course Content

Percent rating
Content Area Moderate, quite .

or very useful

Team Approach to Managerial Effectiveness 8 6 5
Characte r i~ tL cs of Effective tesem or k 87. 1
Concept of 1e Appraoch 85.9

Management Co s,ic.tion 85 .7
Role of Managers in Co~~~ ,ic.tion 90.5
Factors in Failure of Distortion of Co unlcation $ 4 9
Coem,iiication Theory 81.3

Management Philoso phy 8). )

Group Influence on Decision Making 81.6
Group Problem Solving 87.1
Group Dynamics 82.1
Process In Groups 81.8
Content in ~~oups 75 . 3

Management Theory 76- 0
Management Style 80.4
Curren t Theoretical Approaches to Management 71.6

Tran sactional An alysis (TA) 73.4
TA Analysis of Managerial Interactions 74 .7
TA Theory 72 .1

FM Goals and the Formulation Process 70.7
Development of Coals 75.5
Resources Utili zation 7 4 5
Goals Oriented Approach to Planning and Operations 72 .9
~ nagement of Coal Achievement 71.3
DOT/FM Goals 59.4

Assessment Process 49.2
Approaches to Assessment 52.8
Operating Assessment Centers 45 .7

b. Management Communication. This u n i t  con ta ined  the most  h ig hl y
rated top ic of all those in th is  course , the Manage r ’ s Role in Communication ,
as more than 90 percent of the graduates felt this area to be at least
modera tel y useful. The remaining two areas reviewed , Factors in Communication
Failure and Couununication Theory , wer e also well  rega rded by more than 80
percen t of the respondents .

c. Management Philosophy. This unit contained only one top ic and
it was judged modera tel y or more us e ful by more than 80 percent of the
respondents.

d. Group Influence on Decision Making . Three of the four top ics
in this uni t  were rated as at least modera te l y u s e f u l  by 80 percent  or more of
the graduates. These were Group Problem Solving, Gro up Dynam ics , and the
Group Process. The remaining area , Content in Groups , was j udged somewhat less
useful than the preceding topics but was still rated as m o d e r a t e l y  u s e f u l by
t h r e e— f o u r t h s  of the  g radua tes .

The responses to the three most highl y ra ted p r e s e n t a t i o n s  in t h i s  un i t
were found to vary by chi— square  t e s t  according to the FAA service of the
responden ts. On the two discussions of Group Dynamics and Processes in Groups ,
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approximately 91 percent of the Al and FS/O groups , bu t onl y 66 percen t of the
AT group gave ratings of at least moderate usefulness (~ < .05). For the
Group Problem Solving topic , all of the AF managers gave ratings of moderate or
more u t i l i t y ,  while 86 percent of the FS/O and 79 percent of the AT group s
rated the subject at the same level (~~~ < .05) .

e. Management Theory. The presentation on Management Sty le was
jud ged to be of moderate or better utility by 80 percent of the g radua tes .
The material on Theoretical Approaches to Management was given this high a
rating by about 72 percen t of the responden ts .

f. Transactional Analysis. Both the Theory of Transactional
Analysis and Application of Transactional Analysis to Managerial Interactions
were seen as at least modera tely usef ul by approximately t h r ee—four th s  of the
graduates.

Transactional Anal ysis  theory was seen as more use fu l  (p < .05) by those
in the RO and FF groups (78.3 percent and 74.5 percent , respectively) than by
HD managers (50.0 percent) .

g. FAA Goals and the Formulation Process. Of the five topics in
this unit , four were jud ged to be at least moderately use fu l  by 70 percent or
more of the graduates. The sessions on Development of Coals and Resource
Utilization were the most highl y rated areas. One area , the presen tation on
DOT/FM goals, was rated substantially below the others in usefulness , as onl y
about 60 percent of the respondents felt this area was at least moderately
useful .

The presentation on Resource Utilization was rated as moderately or more
useful by more Al managers (96.0 percent ) than by FS/O (74 .3  percent ) or AT
(58.8 percent) managers according to chi—square analysis (~~ 

< .05).

b. Assessment Process. As noted above , this unit was clearly the
least well regarded of the course. The two topics in this block were the
lowest rated in the course as just more than half the respondents reported
moderate or better utility for the discussion of Approaches to Assessment (53
percent) and onl y 46 percent f e l t  the same about the top ic of Opera t ing
Assessment Centers. Both of these top ics were jud ged of no use by a
substantial number ( 13 and 17 respective ly) of the responden ts .

3. The ME Course and Supervisory Behavior.

a. Self—Assessment (N 98).

(1) Most important changes. When graduates were asked to
indicate changes that had resulted from a t tending the ME course (Table 25 ) ,
39 percent of the responses concerned some aspect of increased knowledge and
better application of various management skills to the management situation .
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The specific aspect of such skills mentioned most often was improved communi-
cations (14 percent). The other factors , also mentioned with some frequency
by graduates of the other three recurrent courses , were personal  growth (16
percen t ) , improved human relations (15 percen t) , and improved general mana-
ger ial sk i l l s  (14 percent). On the less positive side , another 15 percen t
felt the course had resulted in no noticeable beneficial changes in their
managerial behavior .

TABLE 25. Simmary of Statements Concer ning Specific Changes in Supervisory Behavior

Resulting from Attendance at IC Course

N~a*~er of Responses by Servlce a Totals

T ype of Statement
At AT FS 0 N,~~ er of Percent

($o 26) (M=35) (N=l8) (NolB ) Responses of Totalt’

Increased knomledge of specific app lication of
manager ial prog r~~~ to management si tuat ions 16 14 15 12 57 39

Co~~ jnications 5 6 4 5 20 14
Other 11 8 11 7 37 25

Personal g roath 5 10 5 3 23 16

Increased understanding of and improved
himan relatio ns 9 5 7 22 15

No changes reported 6 8 2 6 22 15

Improved general managerIal skills 8 7 2 4 21 14

Miscellaneous 0 1 0 2 3 2

5
AF - Air v ay Facilities ‘Suet of percentag es say vary s l i pht ly from total due to rounding error.
AT - Air Traffic
FS - Flipht Standards
0 - Other

(2) Behavioral ratings. There were 27 behavioral items rated
by the graduates (Table 26). On the average , 6 7 . 7  percen t of the graduates
f e l t  t h a t  improvement in perfor mance had res u l ted from attending the course .
An average of less than two respondents (1.8) per area reported diminished
functioning.

Several behavioral items were rated as improved by 80 perce nt or more of
the graduates. These related to understanding one ’s own managemen t philosophy
(#3) , understanding interpersonal relations (#4), understanding group
dynamics (#6 ) , i den t i f y ing sources of c o n f l i c t s  in groups (#7 ) , and the four
it ems concerned with communication behaviors (# 13 , 14 , 15 , 16) .

Another six areas of performance were rated improved by at least three—
fourths of the graduates. These were in the ability to relate management
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theory to the managerial  s i t ua t i on  (# 1) , unders t and ing  of the  role of managers
in communicat ions (#16) , d i r ec t ion  of subordinates  on work tasks (#20 ) , use
of team concepts (#24), providing and eliciting fe edback (#25 ) , and treating
employees as individuals (#26).

There were six performance areas for which less than half the respondents
noted beneficial change . One of these was the app lication of the 3—D theory
to day—to—day management (#2). Three of them concerned goals: unders tanding
DOT/FAA goals (#9 ) , develop ing appropriate unit goals (#10), and devel op ing
achievement indica t ions for goals (# 11) . The area least f r equen t ly reported
as improved concerned assessment centers. Only 38 percent of the graduates
f e l t  thei r  unders tanding  of assessment center  concepts (#17) was improved and
29 percent felt the same about their ability to participate etfective ly in such
cen ters (#18) .

There was only one behavioral assessment on which the graduates from the
various FAA services d i f f e r e d  in their ratings . This concerned the under-
standing of the manager ’s role in the communication process withir. the unit
(#16) . Chi—square analysis showed that of those in the FS/O group , 88.9
percent reported improvement , whi le  75 .0 percent and 72.0 pe rcen t of the AT
and AF groups felt improvement had occurred (~~~ < . 0 5) .

There were two areas where the  r a t i ngs  d i f f e r e d  by locat ion . Clearl y ,
more of those in the HD and RO groups (

~~~ 
< .05) felt their  unders tand ing  of

assessment center concepts (#17) had improved (50.0 and 61.1 percent respec—
tively) than did those in the FT group (26.1 percent). The ability to
participa te e f fec t ively in the assessment center process (#18) was judged
improved by 58.8 percent of the RO group , 23 .9 pe rcen t of the FF group ,  but
none of the HD group (

~~~ 
< .01). It is curious that although several RD

managers were able to report improved understanding of the assessment center
process , none f e l t  that  they had become better at participa t ing in the
process.

b . Assessment by Immediate Superiors (N 60) .  The behavioral
ra t ings  of performance improvement by immediate superiors were slightly lower
than the changes reported by the graduates themselves , as the average propor-
tion noting improv€ .i performance was 64 .4 percent .

The areas in which immediate superiors  were most l ike ly to report improved
performance were unders tanding interpersonal relations (#4), understanding
group dynamics (#6), understanding the manager ’s role in the connuunication
process (#16), and the recognition of individual needs (# 2 6 ) .  For the areas ,
#4 and #26, more than 80 percent of the immediate superiors judged graduates
improved after MTS. For the othe r two over 70 percent of the immediate
superiors gave the same hi gh ratings .

The behavioral areas least likel y to show improvement according to
immediate superiors were those concerned with understanding the assessment
cen ter concep t (#17 ) , effective participation in assessment centers (#18) , and
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using the “team” concept (#24). Between 45 and 50 percent of these rat ings
reflected improvement .

Diminished performance in graduates was noted by an average of onl y one
( . 9 6)  immediate superior per area and never by more than three .

There was one area that immediate superiors from the various FAA services
rated differentl y. On the development of group action in problem—solving
(#8 ) , 88.5 percent of the AT , 6 6 . 7  percent of the AF , and 50.0 percent of the
FS/O superiors repor ted improvement in thei r managers after the ME course.
There were statisticall y significant differences according to chi—square -
anal ysis (~~ < .05).

There was also one area , use of the “team concept” (#24) for which ratings
of immediate superiors varied as a function of location (~~ < .05). In this
case , 63 .6 percen t of the immediate superiors from the RO , 50.0 percent f rom
the FF , and none of the RD group reported improved effectiveness.

c. Assessment by Supervisees (N = 82). The behavioral ratings by
supervisees (Table 26) were comparable to the ratings obtained from super—
visees concerning the effectiveness of the PIP and CD courses. An average of
47 .7 percent of the supervisees repor ted improved performance in the managers
who had attended the ME course . This value was signi f icantly lower than the
corr esponding val ues obtained by graduates (~~ < .01)2 and by superiors (

~~

.01)2 .

In onl y the one area , that of initiating appropriate changes to improve
organizational effectiveness (#21), did as many as 60 percent of the super—
visees report performance improvement in graduates. An additional seven
behavioral areas were judged improved by at least 50 percent of the respond-
ents. These included relations with employees (#4), developing viable unit
goal s (# 10) , improved communications (#13), expressing direc tives and
assignments in a clear fashion (#22), use of the team concept in decision
making (#24), treating employees as individuals (#26), and providing oppor-
tunities for employee growth and development on the job (#27).

The area least frequently jud ged to show improvement was concerned with
the ability to motivate emp loyees (#23) as 38 percen t of the supervisees fel t
their supervisors had improved in this respect. Just over 40 percen t
reported improvement in changing ineffective leadership patterns (#5),
identification of sources of conflict in groups (#7), and establishing
achievement indicators for goals (#11).

An average of almost five (4.7) supervisees reported diminished function-
ing for each area. The area with the greatest number of such ratings (9)
concerned providing and eliciting effective feedback (#25). Eight supervisees
f e l t  tha t  graduates were less e f f ec t i ve  in using the “ team concept ” in
decision making (#24) a f t e r  re turn ing  from the ME course.
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There were no differences between the ratings of supervisees as a function
of either FAA service or location .

d. Comparing the Three Sets of Ratings. Graduates and immediate
superiors reported about the same frequency of change on the average (68
percent for graduates , 64 percent for immediate superiors). As was true for
the PIP/PER and CD courses , supervisees reported the least amount of changed
behavior in graduates (48 percent). The difference between graduates and
their immediate superiors was not sign i f i can t , while the d i f f erences be tween
these two groups and supervisees were highl y si gnificant (~~ < .01 for each
comparison)2.

The rankings of the behavior s by frequency of observed change for gradu-
ates and immedia te superiors showed a modes t rela t ionshi p (r 5 = .44, ~ < .05).
There was no si gnificant correspondence between rankings for graduates and
supervi sees .

All three groups frequently reported improvements on the part of the
graduate in the area of understanding interpersonal relationships. Graduates
and immediate superiors felt understanding and management of group dynamics
was often improved; however , this j udgment was not shared by supe rvisees as
this was an area where they were least like ly to report improvement. Gradu-
ates and thei r immedia te superiors also tended to repor t rela t ively frequent
improvement in understanding of the manager ’s role in the communication
processes with organizational units. Graduates and supervisees both tended
to feel that improvement was present in the manager ’s ability to communicate
with others.

The area where little improvement was noted by both graduates and
immediate superiors was that of assessment center operation . This was , as
was noted ear l i er , the area of the course felt to be least useful by graduates.
Graduates and supervisees agreed in reporting relativel y i n f r equen t change in
establishing achievement indicators for unit goals.

4. Impact on the U n i t .

Graduates of the ME course most often felt , as did those from the
other recurrent courses , that the greatest impact on the unit ‘ j 5 in improved
interaction with emp loyees (Table  27 ) , as approximately three—fourths of these
managers reported this effect. Supervisees also were more likely to report
this change than any other; however , the proportion reporting improved inter-
action was just above one—half of the supervisee group.

Unit efficiency was judged improved by nea r ly two—thirds of the graduates
and about one—half the supervisees. In the area of job satisfaction among
emp loyees , one—half the graduates but only a third of the supervisees noted
improvemen t. Emp loyee morale was leas t l ikel y to be changed , a pa ttern
observed in the o ther co urses as we ll .

47

- .__-e _ ._-fl. _ —- — - - — -. — -- - - -—-- 1—•~~~
-



TABLE 27 . Percentage of Graduates and St~ervlsees Rating Conditions in

Their (kilt as Improved After Attendance of Graduate at It Course

It~~ Graduate Ss.~,ervt see

— 
(P1=82)

Unit Eff iciency 62.5 51.2

Employee lob Satisfaction 50.0 36 .6

EmpJ.oyee Horale 30. 9 35.3

S,~,ervisor’s Interaction With Employees 74.5 52. 4

Ratings of deterioration of conditions within the unit were not common as
onl y one graduate reported lessened job satisfaction in emp loyees and two
reported lowered morale since attending MTS. For the supervisees , such
reports were somewhat more frequent as two respondents reported poore r inter—
action with the graduate managers , six felt job satisfaction had decreased ,
and nine indicated that morale in the unit had diminished after the manage r ’s
attendance at the ME course. This rating by nine persons was the highes t
number of reported deterioration in conditions for any of the four recurrent
courses.

No differences in responses to these items were found for FAA services or
locations.

IV. Conclusions.

There is considerable un iformity to the findings from this survey of the
MTS recurrent courses. On the whole , each course was seen as beneficial to
the functioning of its graduates. This perception was shared by the graduates
themselves , by th e i r  immedia te superiors , and to a somewh at lesser , but still
notable degree , by their supervisees . In other words , it appears that the
recurrent training program is accomp l i sh ing  i ts purpose insofar  as tha t
purpose is to improve the perceived behavioral effectiveness of the agency ’s
supervisors and managers in the specific areas covered by the courses.

Al though each of the courses is directed toward a specific area of super-
visory functioning, it should also be noted that many of the graduates report
genera l benefits from attendance. In particular , these incl ude personal
grow th , a be tte r unders tanding  of one ’s self and othe rs , and a be tter sense
of the general supPrvisory task .
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W h i l e  the evaluations of the effectiveness of the four courses are more
alike than different , the evaluation of the LMR course diverge d in some
notable ways from the assessments of the other three courses. First , the LMR
course was judged to have the most behaviora l impact of any of these courses.
This was particularl y true of the assessments by supervisees. Second ,
altho ugh the course as a whole was judged to be very useful , particularly in
the area of grievances , it also contained material , spec i f i c a l ly on contract
negotiations , that was seen as having very little value . In fact , the ratings
on the contract negotiation top ics were by far the lowest of any obtained for
all the courses. Certainl y if one were looking to modify this course , this  is
an instructional unit that should receive priority attention. Finally it
should be noted that while the behavioral impact of this course was the most
notable  of the four , i . e . ,  graduate  supervisors apparently became more adept
at handling union—related matters after attending the course , the impact on
conditions within the unit was no greater , and perhaps somewhat less than for
the other courses. The data oi\ the LMR course provide no c lear  ind ica t ions  as
to why the relative ly strong improvement in supervisory effectiveness in the
LMR area is not particularl y associated with similarl y improved interpersonal
relationship between supervisor and emp loyees , unit efficiency , job satisfac-
tion , or morale. Perhaps it has something to do with the nature of the union
presence in the agency; i.e. , that improved ability to deal wi th union matters
simp ly has a focused effect on LMR aspects of work and this ability is not as ,
or at least no more , relevant to the general work factors mentioned above than
it is in the other courses.

There is not much else that needs to be said about the other three courses
that is not alread y apparent within the body of the findings . The exposure in
the CD course to conceptualizations of disci p line that are alternatives to
punishment seems particularl y valuable to supervisors . Management philosophy
and team action were the most valued presentations in the ME course. The
various areas within the PIP/PER course are rated with a considerable degree of
un i formity ; nothing was reported as striking ly more or less useful than any
other  area , with the one minor exception of the discussion on the relation of
PIP/PER to other FAA programs . However , even this area was viewed as useful
by more than half the respondents.

As for  weaknesses  in these  courses , the onl y s p e c i f i c  areas  not a l read y
mentioned that may be of questionable va lue are those concerned with assess-
ment centers in the ME course and certain aspects of ethical conduct as
presented in the CD course. In a more general sense there was feeling by some
graduates of each course that a more practical emphasis is needed in the
presentation.

The s p e c i f i c  impact  of the courses on behavior was most noticeable in a
few areas. For the PIP/PER course , it was an increased understanding of the
effects of various supervisory/managerial sty les on emp loyees that showed the
most frequent gain. For the LMR course , it seems that ability to handle
grievances was most enhanced. The CD course opened up alternative approaches
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t o disc i p line , and particularl y, enab led  graduates to shift away from im p >~e- d
to s e l f — d i s c i p l i n e  approaches.  The m a j o r  behavioral contribution of the ME
course was probably in the area of improved con~ unication s process -s.

In cons ider ing  the mean ing  of any e v a l u a t i v e  su rvey  such as t h i s , th-
ques t ion  of the accu racy  of the  f i n d i n g s  mus t  be c o n s i d t -r ~ d.  Does t h i s
evaluation appropriatel y represent the effectiveness of MTS recurrent
trai ning ? Severcd characteristics of the data suggest an affirmative answer.
First , the overall tenor of the findings is consistent both within and
between courses , between types of respondents (graduates , immediate supk -riors ,
and supervisees) , and between different aspects of the FAA organization .
However , w i t h i n  t h i s  ove ra l l  c o n s i s t e n c y  are the s p e c i f i c  v a r i a t i o n s  t h a t
suggest tha t  the jud gments p rovided  by respondents  were r easonab l y cons ide red.
The r a t i n g s  of the p r e s e n t a t i o n s  on c o n t r a c t  n e g o t i a t i o n s  in the LMR course
are a case in point. Furthermore , there were several differences between the
responden t s  fr— ’ m d i f f e r e n t  services  and locations that suggested that there
were appropriate variations in attitude s about certain aspects of these
rourses. Thus , it seems reasonable  to conclude t h a t  t h i s  survey p rov ides  a
s a t i s f a c t o r y  e s t i m a t e  of the r eac t ion  of agency personnel to the MTS
recurrent training program . It is clear  tha t  the react ion is by most accoun t s
a favorable one .

In sum , each of the recurrent  t r a i n i n g  courses appears to be providing a
useful service to FAA supervisors and managers. While some modifications to
the courses may be in order , i t  seems t h a t  the basic  goal of improving the
performance of those in leadership positions within the agency is be ing  met
by th i s  program .
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Appendix es

These appendixes contain the questionnaires used in the evaluation .
Appendix I contains the questionnaires provided graduates of the four
courses. Appendix II includes the questionnaires sent to immediate superiors
of graduates and Appendix III contains the questionnaires sent to super—
visees . In each appendix the cover letters and demographic forms are shown
only once.
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~PPEUDI X I

DEPARTMENT OF TRANSPORTATION
FEDERAL AVIATION ADMINISTRATION

A ERONAUTf CAL CEP4T(R
DA TE , o. aol uoss ~~~~ ~~

“i,.
OCLANONA CITY . OULANOU N TillS .~ ~~~~~

F -  AAC- 118

SusiecT [valuat ion of MIS Recurrent  T r a in ing

rmou Chief , C l in i ca l  Psychology Research Unit , AAC-118

io Pa r t i c ipa t ing  Supervisors

He re Is the questionnaire about the Management Training School’s ( M I S )

Recur ren t  T ra in ing  Program discussed wi th  you recentl y by phone . A l so

enclosed is the ques t ionnai re  for your immediate supervisor .  The

q uestio nnai re for your emp loy ee has been mailed directly to h im or her.

We apprec ia te your w i l l in gness to hel p us with this evaluation . When

you have comp leted the questi onna ire , return the answer sheet In the

enclosed envelope .

Thanks .

C ~~~~~
ROGI R ~~. SMITH , PH .D .  -~~

3 Inc l osures
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MIS

Recurrent Course

Ques t ionna i re

Ins t ruc t ions

1. Do HOT put your name on th i s  ques t ionna i re. We are in teres ted
In your f r an k and candid responses to the items ; therefore , th i s
survey is entirely confidential and anonymous .

2. The questionnaire consists of rating scales and a few open-ended
questions . Work quickly--use your first impression to answer
questions.

3. Use the enciosed answer sheet to mark your responses . Fill in the
space corresponding to your choice of answer w i t h  a p en c i l .  If
you do change your mind , erase thoroug h l y .

4. When you are finished , please place the  ques t ionna i re in  the
enclosed pos tage-pa id  envelope and ma i l  i t  d i r e c t l y  to the address
on the  envelope .

5. If you have any questi ons , please ca l l:

Dr. Roger C. Smith , AAC- l18
FAA-CAMI
P. O. Box ?5082
Oklahoma City , Oklahoma 731?5

Telephone: (405) ~86-4846
ITS Number : 73?-484~

I—
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In fo rmat ion  Sheet

Age 
__________ 

M 
_____ 

F _____ GS level __________ or Wage Grade (WG ) level 
__________

FAA Program: AF 
_____ 

AT 
_____ 

CS 
— 

Other (specif y )  ____________________________

Present position (sector manager , team supervisor , assistant chief , branch chief , etc.):

Present location (check one):

Was hington headquar ters ____________

Reg ional of f ice  ____________

NAFEC 
___________

Aerocenter 
____________

Field office/facility (speci fy office/facility type) 
__________

Total FAA experience (years  and mon ths)  
__________

FAA supervisory/manager ia l  exp er ience (years  and months )  
___________

Time in present posit ion (years  and months) 
__________

MIS a t tendance ( i n d i c a t e  the number you have attended) _________—

Basi c course:

Superv isory (mo nth / yea r )  ______________________________

Ma nager ial ( mont h / y e a r )  ______________________________

Refresher course:

Supervisory (P I P / P E R )  Recurrent  (m o n t h / y e a r )  _________________________

Labor-Management Relations (month/year) 
_________________________

Constructive Discipline (month/year) __________________________

Management Effectiveness (month/year) _________________________
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Some qener~ I quest  i ur e — —p 1 ( dS(  I is t (i~ t o  tIi r ( - ( -  r e spOf l S( 5 per q~ie5 t i on .

In wh a t  W a YS ~s I S  t h e  course most help fu 1 1)) V u ’ ) . ’

I)

‘
-, )

3)

In wha t  ways  cou ld  t I ,v course have lu-er , more helpful?

1)

3)

In what ways I ,~~~~ t h i s  c o4J rs ( -  sper i  f i c a l  I v  cI anq e $ your supervisory/ rna raqeria l behavior?

1)

3)

What major improv ements would you recommend for t his course?

1)

3) 
________________
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PIP/PER COURSE
( Supervisory Recurre nt )

1. In general , how useful was this MIS course?

a. very
b. generally
c. moderately
d. slightly
e. not at all

USE THE FOLLOWING SCALE FOR ITEMS 2-6.
To what extent have conditions in your unit  changed as a result of
your attendance at this MIS course?

a.  much better
b . better
c. no change
d. worse
e. much worse

2. wi th  respect to efficiency

3. employee job satisfaction

4. employee morale

5. your interaction with employees

6. your unders tanding of the supervisory/managerial role

USE THE FOLLOWING SCALE FOR ITEMS 7-9.
In general , how sat isf ied are you?

a. very sa t isf ied
b. sat isf ied
c. indifferent
d. dissatisfied
e. very dissat isf ied

7. working for the FAA

8. being a supervisor/manager

9. your current position as a supervisor/manager
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PIP/PER

USE TH E FOLLOWING SCALE FOR ITEMS 10-31.
Please rate the fo l lowing  specific course content areas in terms of the
usefulness of ea ch to you in your present posit ion.

a. not at all useful
b. slightly useful
c. modera te ly  useful
d . qui te  use ful
e. extremely useful

If you do not remember a subject , leave the space for the item blank.

Management Theory

10. Current theoretical approaches to supervision and management

11. Management sty le

12. Management theory applied to performance improvement

Commu nication

13. Theory and princip les of human communication

14. Applicat ion of communications principles in work settings

15. Communication and managerial style

16. App l i ca t ion  of communication principles of PIP/PER review
sessions

Performance Improvement Program (PIP)

17. The philosophy of PIP

18. Relation of PIP to other FAA programs

19. Develop ment of major job assignments (MJA ’ s)

20. Measuring the results expected from employees

Counseling

21. Review of principles of employee counseling
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P I P / PER

Performance Appraisal (PER)

22. Purposes of appraisal

23. Methods of appraisal

24. Problems in appraisal

25. Philosophy of appraisal

26. Establishing performance ratings

27. Relationship of appraisal to other FAA programs

28. Purposes of the PER

29. Use of the PER

30. Approaches to discussing appraisals wi th  employees

31. PER appeals process
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P IP/PER

USE THE FOLLOWING SCALE FOR ITEMS 32-68.
To what extent has your attendance at this MIS course changed your effective-
ness in the areas listed below?

a. considerable improvement
b. some Improvement
c. no change
d. some reduction
e. considerable reduction

32. Understanding my own supervisory/managerial style

33. Understar~dlng the effects of various supervisory/managerial styles
on employees -

34. Relating managerial theory to my current circumstances

35. Understanding my motivations as an FAA employee and supervisor/manager

36. Understanding the motivation of employees

37. App ly princ iples of communication to relations wi th employees

38. Present Informat ion to employees in a clea r fashion

39. Present information to employees in a helfpul manner

40. Appl ying the pr incip les of human relations and communications to
the PIP/PER pr ogram

41. Understand the relationship of PIP to other FAA programs

42. Understandi ng the relation of’ major job assignmen ts (M3A ’ s) to PIP

43. Accurate identification of M3A ’s

44. Establishment of results expected for M3A ’s -

45. Effective measurement of results obtained in M3A ’s

46. Attend to employee needs In supervisory/managerial actions

47. Appropriate variation in managerial style as circumstances warrant

48. EffectIve conduct of performance review

49. Understanding relat ion of PIP to PER
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PIP! F’LR

50. Use of results-oriented approach in performance review

51. App lication of appropriate  pr inciples  and techniques to employee
counseling

52. Use appropriate communication techniques during performance reviews

53. DefIni t ion of objectives of counseling sessions

54. Understand purpose of emp loyee appra isa l

55. Understand effective use of methods for appraisal

56. Awareness of FAA policy on performance appraisal

57. Development of we l l -de f ined  performance s tandards

58. Understand requirement3 for determining acceptable levels of competance

59. Understand the relat ionship of appraisal  to other  FAA programs
(MPP , EEO , LMR , Awards )

60. Understanding of the PER

61. Abi l i ty  to properl y prepare PER

62. EffectIveness in review of PER w i t h  employee

63. Understanding process of appeal of PER

64. Understand supervisor /manager ’ s role in appeal  process

65. Understand requirements for  den ia l  of w i t h i n - g r a d e  increments

66. Solicitation of employee involvement in  development of performance
standards

67. Adequacy of the evaluation of emp loyee performance

68. Fairness of the eva lua t ion  of employee per formance
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Labor -Management  R e l a t i o n s
( LMR)

1. In genera l , how u s e f u l  was t h i s  MIS course?

a. very
b . gene r a l l y
c. moderately
d. s l i g h t l y
e not at a l l

USE THE FOLLOWI N G SCALE FOR l IEN S 2-6 .
To what extent have conditions in  your u n i t  changed as a r e s u l t  of you r
a t tendance  at t h i s  MI S course?

a. much be t ter
b . be t t e r
r~ no change
d. wo rse
e. much worse

‘. w i t h  respect to efficiency

3. employ ee job sdtisfdction

4. -mployee morale

5. your  Interaction with employees

6 . your  u n d e r s t a n d i n g  of the s u p e r v i s o r y / m a n a ger i a l  r o l e

1 1SF THU F O L L O W I N G  SCALE EOR l IEN S 7-9 .
I n (j (~n er a l , how s a t i s f i e d  are you?

a. very satisfied
h. satisfied
. indl fferer,t

d. dissatisfied
e . very d i s s a t i s f i e d

7 . working for t h e  F A A

~1 . being a stjpervisor/manaqer

9 . your current  pos i t ion  as a superv i sor /manager
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I Ill’

1151 TI ll lOI t OWING SCAII FOR ITEMS 10— 44 .
Please rate the follow Ing specific course content areas in terms of the
usefulness of each to you In your present position.

a. not at al l u s e f u l
h .  s l i g h t l y useful
c. moderate l y u s e f u l
(I. q~ i t ( useful
e . extreme ly useful

I f  you do not rementu-r a subje ct  , leave t h e  space blank for the I tern.

U,ickgro~ind and Overview

0 . I x ecu t i  ye Order  114 9 1

11. The F A A  p o l i c y  ~nd ph i l o s o p h y of L 1IR

F hi t u re  of h it ! on /Ma n aq em en t l~e tat I~~n

I?. Types of ( FIN r e l a t i o n s

I I . Roles of supervisor/managers i n  LI-Ill

Nay to Day Operations i r , a Onion F acl llt .y

(4. Flegot ia t i n q  contracts

15 . Dealin g w i t h  u n i o ns

16. Contract .idm inls tr a t ior ,

17. UnfaIr I,ihor pre-I ces ( F l i p ’ s)

tianagement /(abor Rel ,t 1o r ,~ and Commuini , - i t  Ion

1~1. tmployee rig hts

19 . He h it  ions  when no t ied tir ’ r e - t - ’ t I I I J F ti, I , t s  b eret  ,icrorile-d

• He I at loris when ext - In s I ye tin I ‘ti r - ’  iq r i  I I tin -i ‘e- n, ,icrnrd -d

21. Relat Ions when rat lon~i l t-nc , s ’ i lt a t Ion ri ghts l ave- It t - r i

-~ f )3
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o r t  r a r t  tleqot Iat ior t s

?? .  Actio n prior to negotiat ions

?3. The r i e q o t  i a t i on  p rocess

?4 . P o s t - r i e q o t i a t i o n  r e s p o n s i b i l i t i e s

I)- ~ I irig w i t h  U n l ,-n , s  on Cont  r a ct  -- -

2 5 .  Vt r It ten ior -erner t vs .  , j n w r i  t 1 f - r i understandin gs

?6 . Roles of management

27 . Roles of ul n io r

~or i t rart Adm inist r u t  i o n

I I n d e r ~ t~ir (linq to r t ract s

29. A i I m  i t  I rat ion of t o r t r-irt

Jr , f a lr  L ab o r  Pr~e I i t ’ s  ( 1 1 ( P )

30. I l r u d e r s t  . u r , d i  i t ( J  I I I  P i (  t l or is

3 1 . I ’ r s - - l t r t - s  f i r  I J ~ p t .

Cr I

3? .  (51 q i  i rh I I r i s  u , app-~a1 and (
~r u - v a r u - e s sy s tem 5

I F . t I e  A \  q r [e v _ sni - c -  -
~~ ‘ l i - r n

14 . t i t - q o t  ~i t  e l f  5~~ 5 t t~ fl’

35 . t I . i t ,  r n- of q r i r v i r u - e - ’ .

Ii . l I r t i Ott i n ~~n t v c m e .n 1 I ’  ( J r l e ~~i r t ( - e - s

t7~ t~~n j ~r~ - r t l o g gr I c - ’~ u ru -n- s

3 ’ - . 1’ r o r - n - ~~~ I rtq q r l ’-~ - o - - -
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( I I I ?

A r b i t r a t i o n

39 Uses of arbitration

40. Alternatives to arbitration

41. Mechanics of arbitration

42.  The supervisor/manager ’ s role in arbitration

43. The a r b i t r a t i o n  hear ing

44. Preparing grievance cases for a r b i t r a t i o n

- - 
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II’

IJSI THE FOLLOWING SCALE FOR ITEMS 45-89 .
To w h a t  extent has your attendance at this MTS course changed your
effectiveness In the areas listed below ?

a. considerable improvement
b . some imp rovement
c. no change
d. some reduction
e. considerable reduct ion

45. lJnderstandlng of I xecutive Order 1149 1 on [tIP in government

46. Knowledge of the rights and restrictions detailed in FO 1149 1

47. Application of the FAA policy and philosop hy of IMP to one ’s own
organizational unit

48. Understand the meanin g of exclusive recognition for unions

49. Awareness of the various relationships that can exist
between labor and management

50. Knowledge of the roles of personne l involved in t h e  I FIR
process ( l i n e , s t a f f , e t c . )

51. Under s t and ing  of the impact of unionization on clay to day operation
of an o r g a n i z a t i o n

5?. Awareness of communication r equ i r emen t s  a s soc i a t ed  w l t t t  t I t  pre-~~ n~~
of labor organiiatlons

53. Awareness of problems surrounding the presence of labor orq an li atio rts

54. Analysis and i n t e r p r e t a t i o n  of con t rac t s

55. A b i l i t y  to execut .e role of management  in contract admir t i st r i t l o ut

56. u n d e r s t a n d i n g  of the- u n i o n  represen t a t i v e ’ s r o l e  in  a d m i n i s t e r I n g
contracts

57. Knowled ge of procedures used for handling ULP ’s

58. Knowledge of the requirem ents for meetin gs , conferences , and
consultations with labor organliatlons

S~~. Knowled ge  of procedure s to he used I n  men-I log  w i t h  l a b o r
orqanl zatlons

60. Knowledge of r e- i t i i  n i - m i n t s  and  l i m i t a t i o n s  on conruun lca t  ion w i t h
ruonlahor or nonrecognized labor organizations
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[FIR

61. Knowledge of FAA policy on use of government facilities by labo r
organizations

6.. Knowledge of the steps and actions which must  he undertaken in,
leading to negotiat ions

63. Awareness of negot ia t ing  techni ques

64. Awareness of means availabJe for resolving di fferences irising in
negotiations

65. Understanding of the role of the supervisor/manager in administering
a labor cont rac t

66. RecognI t ion  of problem areas in relations wi th  unions under contract

67. Appreciation of the role of the union representative in LFIR

68. Knowledge of indicators for evaluating the effectiveness of the
labor con trac t

69 . Contract  anal ysis  and i n t e rp r e t a t i on

70. Recognition of ULP ’s

71. Awareness of procedures for processing ULP ’s

7?. AbilIty to resolve LJLP ’s In a satisfactory manner

-73. Understand differences between complaints , grievances , IJLP ’ s,
and appeals

74. Knowledge of CSC cri ter ia  for grievance sys tems

75. Awareness of the FAA gr ievance sys tem

76. Knowled ge of proced ures required in a negot ia ted gr ieva nce sys tem

77. Unders t andIng  of the rights of all parties in the grievance system

78. Recog ni t ion of gr ieva nces

79. A b i l i t y  to resolve and process a grievance , in c l u d i n g  the required
documentation

80. Awareness of supervisory/managerial responsibility as to notification
of union represe nt atives of gr ievance ac tions

81. Knowledge of representation ri ghts of employees and union in
grievance ac t ions
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HIP

8?. Awareness of the gr ievance format

83. Understanding of the arbitration process

84. Awareness of a v a i l a b l e  op t ions  pr ior  to a r b i t r a t i o n

85. AbilIty to recognize and construct the  essential elements of issues
to be discussed In a r b i t r a t i o n

86. Awareness of a l t e r n a t i v e s  to a r b i t r a t i on

87. Understanding of arbitration procedures

MVt . A b i l i t y  to prepare  a grievance case for arbitration

89. Understanding of the supervisor/manager ’s role in arbitration

- 
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C

Construct ive Disci p l ine  Course

1. In general , how useful  was this  MTS course?

a. very
b . generally
c. moderately
d. slightly
e. not at all

USE THE FOLLOWING SCALE FOR ITEMS 2-6.
To what extent have conditions in your unit changed as a result of
your at tendance at this MIS course~

a. much better
b. better
c. no change
d. worse
e. much worse

2. wi th  respect to e f f i c i ency

3. emp loyee job sa t i s fac t ion

4. employee morale

5. your interaction wi th employees

6. your understanding of the supervIsory/managerial role

USE THE FOLLOWING SCALE FOR ITEMS 7-9.
In general , how sa t i s f ied  are you?

a. very satisfied
b . satisfied
c. indifferent
d. dissatisfied
e. very d issat isf ied

7. workIng for the FAA

8. being a supervisor/manager

9. your cur rent  pos i t ion  as a superv isor/manager
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(-I)

USE THE FOLLOWING SCALE FOR ITEMS 10-35.
Please rate the following specific course content areas In terms of
the usefulness  of each to you in your present pos i t ion .

a. not at all useful
b. slightly useful
c. moderately use ful
d. quite useful
e. extremely useful

If you do not remember a subject , leave the space blank for the item.

Human Rela tions

10. Review of motivational theory

ii. The supervisor ’s/ma nager ’s role In human relations

12. The Impac t of the organizational environment on employee
behavior

FAA Policy for Discipl ine

13. The FAA ph ilosophy of discip line

14. FAA standards of conduct

15. The role of the supervisor/manager In the area of d isc ipl ine

16. Relat ion of discip l ine to other FAA programs

Meaning and Purpose of Discipline

17. Concepts of posit ive vs. negative disci p l ine

18. Relat ionship of discipline to emp loyee motivat ion

19. The role of supervisor/manager In preventing the need for
correct ive discip li ne

20. Identifying potent ia l  problem areas

70
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Cl)

Informal Discip l i n e

21. Avai lable  disci p l i n a r y  actions

22. How to employ informal discip line actions

23. Approaches to the disciplinary interview

Formal Discipline

24 . Letter  of repr imand

25. MInor adverse actions

26. Major adverse actions

27. Employee appeals system

Other Behavioral Probl ems

28. Political activities

29. Financial obligations

30. Alcoholic abuse

E th ical Conduc t

31. Outside employment/financial interest

32. G i f t s , favors , entertainment

‘3. Supervisor/managerial responsibilities

Investigations and Security

34. Inves t iga t ive  and securi ty resources avai lable  to supervisor/managers

35. Supervisory/manager ia l  role in inves t iga t ive  actions

71
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USE THE FOLLOWING SCALE FOR ITEMS 36-69.
To what extent has your attendance at t h i s  MIS course change d your
e f fec t iveness  in the areas l i s ted  below?

a. considerable improvement
b.  some Improvement
c. no change
d. some reduction

. considerable reduction

36. Unders tand ing  the m o t i v a t i o n a l  factors  tha t  r e l a t e  to work
performance

37. Unders tand  the factors influencing the management style used by
supervis or /ma nagers

38. Awareness of FAA policy and philosop hy of positive disci p line

39. UnderstandIng supervisor/manager ’ s responsibilities for discipli ne

40. Understanding the reidtion of discipline to programs such as
EEO and [MR

41. ViewIng d i s c ip l i ne  in a positive manner rather than strictl y
punish men t

42. PromotIng se l f -d i sc ip l ine  in employees

43. Understanding the relation of positive discipline to motivational
factors influencing emp loyee behavior

44. Understanding of the relation of discip line to organizational goals

45. Awareness of the contrast between positive self-discipline and
negat ive  imposed discip l ine

46. Implement ing  s u p e r v i s o r y / m a n a g e r i a l  p rac t ices  to preven t  nt eed fo r
corrective (Imposed ) discipline

47. IdentifIcation of causes of employee behavioral problems

48. Awareness of methods a v a i l a b l e  to i d e n t i f y causes of behavior  problems

49. Recognition of symptoms of pr oblems

50. Awareness of causes of deteriorating discipline

51. Unders tand  ac t ions  to be taken to determine causes of deterioration
In d i e c i p l in e
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Cl )

5~~. Knowled ge of I n f o r m a l  d i s c i p l i n a r y  ac t ion

53. Understanding of correct procedures to accomplish informa l
disc ip l i n a r y  acti on

54 . A b I l i t y to conduct an effective disciplinary interview

55. Correct  use of the l e t ter  of repr imand

56 . Under s t andIng  of employee g r i evance  procedures i n  relation to
disciplin ary action

57 . U n d e r s t a n d i n g  of the roles of the parties involved i r ,  a g r i e v a nce  a c t i o n

58 . Awareness of documentation and administrative requirements for a
disciplinary action

59. Knowled ge of how to take a minor adverse action

60. Awareness of process for appeal of minor adverse action

61, Understanding of the supervisor/manager ’s role in processing appeals
for mi nor adverse ac t ions

6?. Ability to prepare a letter of proposal to take an adverse action

63 . Understanding of how to ~ ndertake a major adverse action,

64. tinderstandlnq of process for appeal of a major adverse action

65 . Awareness of the supervisor/ma nager ’s responsibilities with respect to
employee b e h a v i o r a l  problem in f i n a n c e , a l coho l  abuse , and political
activity

66. Knowledge of the FAA Eth i ca l Conduct Program

67. Awareness of supervisor/manager ’s respo nsibiliti es i n  t h e  Ethica l
Conduct Program

68. Awareness of Investi gative/securit y rt -so, ir cí -s av allah le

69. use of investi gative/security servi ce-s

73

- - ----- --5- - _ _  _ _ _ _

_______  -5---- -5— - _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _



Managerial Effectiveness Course

1. In general , how useful was this MIS course?

a. very
b. generally
c. moderately
d. slightly
e. not at all

USE IRE FOLLOWING SCALE FOR ITEMS 2-6.
To what extent have conditions in your unit changed as a result of
your attendance at this MIS course?

a. much better
b. better
c. no change
d. worse
e. much worse

2. with respect to efficiency

3. employee Job satisfaction

Li .  emp loyee morale

5. your interaction with employees

6. your understanding of the superv isory/manager ial role

USE THE FOLLOWING SCALE FOR ITEMS 7-9.
In general , how satisfied are you?

a. very satisfied
b. satisfied
c. indif ferent
d. dissatisfied
e. very dissatisfied

7. working for the FAA

8. being a supervisor/manager

9. your current position as a supervisor/manager
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ME

USE THE FOLLOWING SCALE FOR ITEMS 10-30.
Please rate the following specific course content areas in terms of
the usefulness of each to you in your present position.

a. not at all useful
b. slightly useful
c. moderately useful
d. quite useful
e. extremely useful

If you do not remember a subject , leave the space for the item blank.

Management Theory

10. Current theoretical approaches to management

ii. Management style

Management Philosophy

12. The study of managerial  philosophy

Group Influence on Decision Making

13. Group dynamics

14. Process in groups

15. Content in groups

16. Group problem solving

FAA Goals and the Formulation Process

17. The goals oriented approach to planning and operations

18. DOT/FAA goals

19. Resources utilization

20. Development of goals

2 1. Management of goal achievement
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ME

Transactional Analysis

22. TA theo ry

23. TA analy sis of managerial interactions

Management Comunication

24. Theory of human comunication

25. Factors in comunica tion fa i lure  and distor tion

26. Managers role in comunicatIon

Assessment Process

27. App roaches to assessment

28. Operati ng assessment cen ters

Team Approach/Organization Effectiveness

29. Concept of team approach

30. Character is t Ics  of e f fec t ive  teamwork
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ME

USE THE FOLLOWING SCALE FOR ITEMS 31-57.
To what  extent  has your a t tendance  at t h i s  MTS course changed your
effect iveness  in the areas listed below?

a. considerable Improvement
b . some improvement
c. no change
d. some reduction
e . cons iderable  reduc t ion

31. Relating management theory to your own supervisory/managerial situation

32. Emp loy ing concepts such as Reddin ’ s 3-D theory In your day-to-day
func t ion ing  as a superv isor /manager

33. Identif ying and eva lua t i ng  your own personal  supervIsory/manager ia l
philosop h y

34. Understanding your interpersonal relations with your supe riors , peers,
and subordinates

35. IdentIfication of personal leadership patterns that lead to problems
with emp loyees

36. Unders tanding  the dynamics  t ha t  operate in groups

37. IdentifIcation of sources of conflicts in groups

38. Development of group act ion in problem solving and Implementation of
solution

39. UnderstandIng DOT/FAA agency-wide goals

40. Deveiop inq viable unit goals based on national goals

4 1. E s t a b l i s h i n g  achievement  i nd ica to r s  for  u n i t  goals

42. I d e n t i f i c a t i o n  of problem-solv ing  al ter natives  and stra teg ies in
your u n i t

43. Improved managerial comunication tio ough self-analysis

44. UnderstandIng emotional and personal factors which lead to failures
or distortions in communications

45. Emp loy ing e f f e c t i v e  feedback p r i n c i p les in dealing with employees

46. U n d e r s t a n d i n g  your role  as a supervisor /manager  in the communicat ion
p rm e s s  wi t h i n  your u n i t
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ME

47. Understanding concepts of assessment centers

48. Can pa r t i c ipa te  e f f e c t i v e ly  in the assessment process

49. E f f ec t  proper u t i l i z a t i o n  of resources in goal ach 1evement

50. Direct  subord ina te ’ s e f f o r t s  in i n i t i a t i n g ,  organiz ing ,
and accompl ishing task

51. Seek and I n i t i a t e  appropria te changes w hen suc h changes w i l l  resul t
in  a more e f f e c t i v e  o rgan i za t i on

52. Express d i rec t ives  and assi gnments in a clear and unders tandable  manner

53. Through use of comunication skills , able to motivate employees toward
taking action and/or modifying be havior

Sit. Use the “team concept” in decision making

55. Provide effective feedback to others and elicit the same from them

56. Treat each emp loyee as an indiv idual wi th specifi c and un ique needs

57. Provide oppor tun i t i es  for  t he grow th and developmen t of emplo yees
within the job
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APPItIDIX II
DEPARTMENT OF TRANSPORTATION
FEDERAL AVIATION ADMINISTRATION

DAT L AERONAUTICAL CENTER
~~O 10* 13011

~~~~ AAC— 118 
O ILAH O NA CITY . O ILAN ONA 7)111 

~~~~~~~~~~~~~~~~~~

SUBJ ECT MIS surv ey

rROM - Chief , Clin ical Psyc hology Research Unit , AAC-il8

TO Second-line supervisors and managers

One of your subordinate supervisors has been asked to participate in
an evaluat ion of the Re cu r ren t T raining  he or she rece ived at the
FAA ’s Management Training School (MIS). As part of this evaluation ,
we would also g r e a t l y  apprec ia te  your  assessment of the  impact of
that training on the performance of your subordinate.

Enclose d you will find a brief questionnaire to use in recording your
judgments . All that is needed is to complete the questionnaire and
return the answer sheet in the enclosed envelope.

We hope you will be able to help us with this survey as the assessment
of the impact of the MIS Recurrent Training program would be incomp lete
wi thout  the behavioral  judgments  of those other  than the graduates
themselves .

Thank you.

c - 
~~~~~~~~~~~~~~~~~~~~~~

ROGER . SMITH , P H . D .  
)

2 Enclosures
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FITS

Q u e s t i o n n a i r e

Instructions

1. Do NOT put  your name on t h i s  ques t ionna i r e . We are in t e re s t ed
In your  frank and candid responses to the items ; therefore , th i s
survey is entirely confidential and anonymous .

2. The questionnaire consists of rating scales . Work quick ly--use
your f i r s t  impress ion  to answer  ques t ions .

3. Use the enclosed answer sheet to mark your responses . Fill in the
space corresponding to your choice of answer with a pencil. If
you do change your  mind , erase thoroughl y.

4. When you are finished , please p lace the ques t ionna i re  in the
enclosed postage-paid envelope and mail it directl y to the address
on the envelope.

5. If you have any questions , p lease call:

Dr. Roger C. Smith , AAC-118
FAA-CAMI
P .O .  Box 25082
Oklahoma  C i t y , Ok lahoma  73125

Telephone: (405, 686-4846
FTS Number: 732-4846
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I n f o r m a t i o n  Sheet.

Age 
__________ 

Fl 
_____ 

F 
_____ 

CS level  
__________ 

or Wage Grade (WG) l e v- I 
__________

FAA Program: AF 
_____ 

AT 
_____ 

FS 
_____ 

Other  ( spec i fy ) _____________________________

Present position (sector manager , team supervisor , assistant chief , bra nch chi ef , etc.):

Present location (check one):

Washington headquarters 
____________

Regional office 
___________

MAFEC 
____________

Aeroce nter 
___________

Field office/facility (specif y of f ice / fac i l ity type) 
__________

To tal FAA exper ience ( years and months ) 
__________

FAA superv isory /ma nager ial exper ience ( years and month s) 
____________

Time in present position (years and months) 
___________

FITS attendance (indicate the number  you have attended) 
____________

Bas ic cours e:

• Supervisory (month/year) _______________________________

Managerial (month/year) _____________________________

Refresher course :

Supervisory (PIP/PER) Recurrent (month/year) __________________________

Labor-Management Relations (month/year) __________________________

Constructive Discip line (month/year) 
___________ _________

Management Effectiveness (month/year) 
_________ - - - - ___________
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PIP/PER Course
(Supervisory)

USE THE FOLLOWING SCALE FOR ITEMS 1-36 .
To what  extent  has the a t t endance  of your  subord ina te  at this  MTS course
changed his  or her effect iveness in the areas l isted below?

a.  considerable  improvement
b.  some improvement
c. no change
d.  some reduct ion
e. considerable reduction

If you don ’t know , or have not observed the behavior described in an
i tem , pl ease leave i t  b l a n k .

1. Un ders tanding  the effects of various supervisory managerial styles
on employees

2. Relates managerial theory to his or her current circumstances

3. Understands his or her motivations as an FAA employee and supervisor/
manager

4. Understanding the motivation of employees

5. App ly ing  p r i nc ip l e s  of communica t ion  to r e l a t ions  w i t h  employees

6. Presents information to employ ees in a clear f a sh i o n

7. Presents information to employees in a helpful manner

8. Apply the princi ples of human relations and communications to
the PIP/PER program

9. Unde r s t ands  the  r e l a t i o n s h i p  of P I P  of o ther  FAA programs

10. Understands the relation of major job assignments (MJA ’s) to PIP

11. -‘~ccurate  I d e n t i f i c a t i o n  of FIJA ’ s

1?. E s t a b l I s h m e n t  of r e s u l t s  expected for MJA’ s

13. E f f e c t i v e  measurement  of resul ts  obtained in MJA ’ s
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PIP/RI H

14. Attends to employee needs in supervisory/managerial actions

15. ApproprIate variation in managerial style as circumstances warrant

16. Effectively conducts performance review

17. Understands re ’ation of PIP to PER

18. Uses results-oriented approach in performance review

19. Applies appropriate princip les and techniques to employee counseling

20. Uses appropriate comunication techniques during performance reviews

21. Defines objectives of counseling sessions

22. Understands purpose of employee appraisal

23. Understands effective use of methods for appraisal

24 . Aware of FAA policy on per fo rmance appra isal

25. Develops well-defined performance standards

26. Understands requirements for determining acceptable levels of competartce

27. Understands the relationship of appraisal to other FAA programs
(MP P , EEO , LMR , Awa rds )

28. Understands the PER

29. Able to properly prepare PER

30. Effectively reviews PER with employee

31. Understands process of appeal of PER

32. Understands supervisor/manager ’s role in appeal process

33. Unde rstands requirements for denial of wi th in -grade  increments

34. SolicIts employee involvement in development of performance standards

35. Evaluates employee performance adequately

36. Evaluates employee performance fairl y
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Labor-Management Relations
(LMR )

USE THE FOLLOWING SCALE FOR ITEMS 1-45.
To what extent has the attendance of your subordinate at this MIS course
changed h is or her effec tiveness in th e areas listed be low?

a. considerable improvement
b .  some improvement
c. no change
d. some reduction
e. considerable reduction

If you don ’t know , or have not observed the behavior described in an item ,
please leave it blank.

1. Understanding of Executive Order 11491 on LMR in government

2. Knowledge of the  ri ghts and restrictions detailed in E0 1149 1

3. Appl ica t ion  of the FAA policy and phi losoph y of LMR to h i s  or her
own organizational unit

4. Understand the meaning of exclusive recognition for unions

5. Awareness of the various relationships that can exist between
labor and ma n ageme n t

6. Knowledge of the roles of personnel  involved  in the  LM R process
( l i ne , s t a f f , etc.)

7. Understanding of the impact of unionization on day to day operation
of an organizat ion

8. Awareness of communication requirements associated with the presence
of labor organizations

• 9. Awareness of problems surrounding the presence of labor organizations

10. Anal ysis and in t e r p r e t a t i o n  of con t rac t s

11. A b i l i t y  to execute role  of managemen t  in cont rac t  a d m i n i s t r a t i o n

12. U n d e r s t a n d i n g  of the  un ion  r e p r e s e n t a t i v e ’ s role in a d m i n i s t e r i n g
cont rac ts
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13. Xnowiedge of procedures used for hand l ing  ULP’ s

14. Knowledge of the requi rements for meetings , con fere nces , and
consul ta t ions  wi th  labor organizations

15. Knowledge of’ proced ures to be used in meeti ng wi th labor
organiza t ions

16. Knowledge of requirements and limitations on coninunication with
nonlabor or nonrecognized labor organizations

17. Knowledge of FAA policy on use of government facilities by labor
orga nizat ions

18. Knowledge of the steps and actions which must be undertaken in
lead ing to negotia t ions

19. Awareness of negotiating techniques

20. Awareness of means available for resolving differences arising in
negotiation s

21. Understanding of the role of the supervisor/manager in administering
a labor contract

22. Recognition of problem areas in relations with unions under contract

23. Appreciat ion of the role of the union representat ive  in LMR

24. Knowledge of indicators for eva lua t ing  the e f fec tiveness of the
labor contrac t

25. Contract analysis and interpretation

26. Recognition of ULP ’ s

27. Awareness of procedures for process in g ULP ’ s

28. AbIlity to resolve ULP ’ s in a satisfactory manner

29. Understands differences betwee n complai nts , gr ieva nces , ULP ’~
and appeals

30. Knowledge of CSC criteria for grievance systems

31. Awareness of the FAA grievance system

32. Knowledge of procedures required in a negotiated grievance system
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33. Understanding of the ri ghts of all par t i es  in the gr ievance system

34. Recognition of gr ieva nces

35. Ability to resolve and process a grievance , including the required
documentation

36. Awareness of superv i sory /manager Ia l  r e spons ib i l i ty  as to notification
of union representatives of grievance ac t ions

37. Knowledge of representation rights of employees and union in grievance
actions

38. Awareness of the grievance format

39. Understanding of the arbitration process

40. Awareness of available options prior to arbitration

41. Abi l i ty  to recognize and construct the essential elements of issues
to be discussed in arbi t ra t ion

42. Awareness of alternatives to arbitration

43. Understanding of arbi t ra t ion procedures

44. Ability to prepare a gr ieva nce case for arb it ra tion

45. Understanding of the supervisor/manager ’ s role in arbitration
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Construct ive Discip l ine

USE THE FOLLOWING SCALE FOR ITEMS 1-34.
To what extent has the attendance of your subordinate at this MIS course
changed his or her effectiveness in the areas listed below?

a. considerable improvement
b. some improvement
a. no change
d. some reduction
e. considerable reduction

If you don ’t know , or have not observed the behavior described in an item ,
please leave it blank .

1. Understands the motivational  factors that relate to work performance

2. Understands the factors influencing the management style used by
superv isor/ managers

3. Awareness of FAA pol icy and phi losophy of positive discipline

4. Understands supervisor/manager ’s responsibilities for discipline

5. Understands the relation of discipline to programs such as
EEO and LHR

6. Views discipline in a positive manner rather than strictly as
punishment

7. Promotes self -discip l ine  in employees

8. Understands the relation of positive discipline to motivational
factors Inf l uenci ng employee behav ior

9. Understands the relation of discipline to organizational goals

10. Awareness of the contrast between positive self-discipline and
negative (imposed ) discipl ine

11. Imp lements superv isory/ma nagerial practices to prevent need for
correct ive ( imposed) discipl ine

12. Identifies causes of employee behavioral prcblems

13. Awareness of methods available to identify causes of behavior problems

14. Recognizes symptoms of problems
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15. Awareness of causes of deteriorating discipline

( - 
16. Understands actions to be take-n to determine causes of deterioration

£ in disci p line

17. Knows about i n f o r m a l  d i s c i p l i n a r y  ac t ion

18. Understands correct procedures to accomplish informal discipl in ary
• action

19. Able to conduct an effective disci plinary Interview

~~~~~~~~~~~~~~~~~ 

20. Correctl y uses the letter of reprimand

21. Understands emp loyee grievance procedures in relation to
disciplinary action

22. Understands roles of the parties involved in a grievance action

23. Aware of’ documentation and administrative requirements for a
disci plinary action

24. Knows how to take a minor adverse action

25. Aware of process for  appeal  of minor  adverse  ac t ion

26. Understands the supervisor/manage r ’ s rol e in process ing appeals
for minor adverse actions

?7. Able to prepare a letter of proposal to take an adverse action

28. Understands how to undertake a major adverse action

29. Unders tands  process fo r  appeal  of a major  adverse act ion

30. Aware of the supervisor/manager s responsibilities with respect
to employee behavioral problem in finances , al coho l abuse , and
political activity

31. Knows the FAA F thical Conduct. Program

32. Aware  of supervisor/manager s responsibilities in the Ethical
Conduct  P r o g r a m  

-

33. Aware of investigative/sec ’irity resources available

34. Uses investigative/security services appropriately
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Management Effectiveness

USE THE FOLLOWING SCALE FOR ITEMS 1-25.
lo what  extent  has the at tendance of your subordinate at thIs MIS course
changed his or her effectiveness in the areas listed below?

a. considerable improvement
h .  some improvement
c. no change
d . some reduct ion
e. considerable reduction

If  you don ’t know , or have not observed the  b e h a v i o r  described in an i tem ,
please leave it blank.

1. Employing concepts such as Reddin ’s 3-D theory in his or her day-
to-day functioning as a super~ i so r /m anager

2. Understanding interpersonal relations with his or her superiors ,
peers , and subord ina te s

3. Identification of personal leadership patterns that lead to problems
w i t h  employees

4. Understanding the dynamics that operate in groups

5. Identification of sources of conflicts In groups

6. Development  of group action in problem solving and implementation of
so lu t ions

7. Understanding DOT/FAA agency-wide goals

~~~~ Developing viable unit goals based on national goals

9. E s t a b l i s h i n g  ach ievemen t  ind ica tors  fo r  un i t  goals

10. I d e n t i f i c a t i o n  of p r o b l e m - s o l v i n g  a l t e rna t ives  and s trategies in
his or her un i t

11. Improved managerial comunication through self-analysis

12. U n d e r s t a n d i n g  emot iona l  and personal  f ac to rs  which  lead to f a i l u r e s
or d i s t o r t i ons  in communica t ions

‘-S
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13. Emp loy in g e f f ec ti ve feedbac k pr inc ip les in dealing with emp loyees

14. Unders tand ing  the role of a superv isor /manager  in the communication
process wi th in  his  or her un i t

15. Understanding concepts of assessment centers

16. Par t ic ipates  e f fec t ive ly in the assessment process

17. Proper u t i l i z a t i o n  of resources in goal achievement

18. Direc t ing  subordinate ’ s e f fo r t s  in initiating , organizing , and
accomplishing tasks

19. Seeks and initiates appropriate changes when such changes will result
in a more e f f e c t i v e  organiza t ion

20. Expresses directives and assignments in a clear and understandable manlier

21. Uses comunlcation skills to motivate emp loyees toward tak ing ac tion
and /o r  modif ying behavior

22. Use of the “ team concept” in decis ion makin g

23. Provides effective feedback to others and elicits the same from them

24. Treats each employee as an ind iv idua l  wit~ specific and unique needs

25. Provides opportunities for the growth and development of employees
within the job
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DEPARTMENT OF TRANSPORTATION
FEDERAL AVIATION ADMINISTRATION

DATE AERONAUTI CAL CENTER —
P 0  lOS 15015 ic~

~~~~~~~ 
-
~ AC - 1 1 ~ 011*501* CI TY ~ OS LAHONA ‘liii

SUBJEC T MIS survey

F ROM  Ch i e f , C l i n i c a l  P s y c h o l o g y  N es t- .irch U n i t , A,AC~~l18

TO FA A n on s u p er -~ i so r ~ personnel

Your  supervisor has bei- n asked to participate in an e~. a 1u at i o n  of the
Recurrent Training course he or she received at the FAA s I - I an açem ent
Training Schoo l (F-ITS). As part of’ t h i s  ev a l u a t i o n , we would also
g r e a t 1~ appreciate your assessment of t he  impact  of t ha t  training on
t h~ performance of your supervisor.

E nc losed you wi ll f i n d  t~~o questionnaires . The first is focused upon
the results of MTS tr iini ng as you have observed them. The second
is a standardized questionnaire that asks about your approacr to
your w o r k .  A ll t h a t  is needed is to complete  the  questionnaires
and r e tu rn  the  answer  sheets  in  the enclosed enve lope .

We hope yo u w i l l  be able  to  hel p us w i t h  t h i s  survey as the assessment
of the impact of the  FITS R e c u r r e n t  T r a i n i n g  program would be incomplet e
without the assessments of those other than the graduates themsel~ es.

—
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ROGER ‘
~~ . SI-IITH , PH.D.

3 Enclosures
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MTS

EMPLOYEE QUESTIONNAIR E

Instructions

1. Do NOT put your name on this questionnaire. We are interested
In your frank and candid responses to the items; therefore, this
survey is entirely confidential and anonymous.

2. The questionnaire consists of rating scales. Work quic~~y--useyour first impression to answer questions.

3. Use the enclosed answer sheet to mark your responses. Fill in
the space corresponding to your choice of answer with a pencil.
If you do change your mind , erase thoroughly.

4. When you are finished , please place the questionnaire in the
enclosed postage-paid envelope and mail it directly to the
address on the envelope.

5. If you have any questions, please call:

Dr. Roger C. Smith , AAC-l18
FAA-CAM I
P. O. Box 25082
Oklahoma City, Oklahoma 73125

Telephone: (405) 686~14846
FTS Number: 732-4846

0

-
~
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TEAR ~i~T ~~~ o~ T’ION
WITH At~SV~E~ SHEET

Information Sheet

Age 
______ 

M 
______ 

F 
______ 

GS level 
__________ 

or Wage Grade (WG) level 
—

FAA Program: AF 
— — 

AT 
_____ 

FS 
— 

Other (specify) ________________________

Present Position (AF technician , flight inspector , air traffic controller , etc.):

Present location (check one);

Washington headquarters _______—

Regional office ___________

NAFEC __________

Aerocenter ___________

Field office/facility (specify office/facility type) _______ —

Total FAA experience (years and months) _______

I
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PIP/PER

USE THE FOLLOWING SCALE FOR ITEMS 1-4.
To what extent have conditions in your unit changed as a result of your
supervisor ’s attendance at the MTS Performance Improvement/Performance
Evaluation (PIP/PER) course?

a. much better
b. better
c. no change
d. worse
e. much worse

1. with respect to efficiency

2. employee Job satisfaction

3. employee morale

4. supervisor ’s interaction with employees

USE THE FOLLOWING SCALE FOR ITEMS 5-7.
In general , how satisfied are you?

a. very satisfied
b. satisfied
c. indifferent
d. dissatisfied
e. very dissatisfied

5. working for the FAA

6. with your choice of occupation/profession

7. your current position in FM
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PIP/Il H

USE IlL FOLLOWING SCALE FOR ITEMS 8-34.
To what extent has your supervisor ’s attendance at the PIP/PER course changed
his or her effectiveness in the areas listed below?

a. considerable improvement
b. some improvement
c. no change
d. some reduction
e. considerable reduction

If you don ’t know , or have not observed the supervisory behavior described
in an item, leave it blank .

8. His or her supervisory/managerial style

9. Understanding my motivation as an employee

10. Relations with employees

11. Presenting information to emoloyees in a clear fashion

12. Presenting information to employees in a helpful manner

13. Identification of major job assignments (M3A ’s)

14. Indication of results expected for MJA ’s

15. Measurement of results obtained in M3A ’s

16. Attending to my needs as an employee in supervisor/managerial actions

17. Varies his or her managerial style as circumstances warrant

18. Effectively conducts performance review

19. Uses a results-oriented approach in performance review

20. Communicates well during performance reviews

21. DefInes objectives of counseling sessions

22. Clearly states purposes of employee appraisal

23. Effectively appraises my performance

24. Develops well-defined performance standards

25. Presentation of requirements for determining acceptable levels of
competance

26. Communicates an understanding of the relationship of appraisal to
other FAA programs (MPP, LEO , LMR , Awards)
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1 11’/PI H

27. Communicates an understanding of the PER

28. Properly prepares PER

29. Effectively reviews PER with me as an employee

30. Clearly presents appeal process for PER

31. Takes proper role as supervisor/manager in appeal process

32. Solicits employee involvement in development of performance
standards

33. Evaluation of my performance is done adequately or better

34. Evaluation of my performance t~ done fairly

96

- - - - -  - - - - 
-
~~~~~~~~~-

-- -
~~~~~~~~~~ -~~~~~~~~~~

.
~~~~~~~~~~ - - -- - 

- - -



Labor-Management Relations
(LMR)

USE THE FOLLOWING SCALE FOR ITEMS 1-4.
To what extent have conditions in your unit changed as a result of your
supervisor ’s attendance at this MIS course?

a. much better
b. better
c. no change
d. worse
e. much worse

1. with respect to efficiency

2. employee job satisfaction

3. employee morale

4 your supervisor ’s interaction with employees

USE THE FOLLOWING SCALE FOR ITEMS 5-7.
In general, how satisfied are you?

a. very satisfied
b. satisfied
c. indifferent
d. dissatisfied
e. very dissatisfied

5. working for the FAA

6. with your choice of occupation/profession

7. your current position in the FM
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LMR

USE THE FOLLOWING SCALE FOR ITEMS 8-17.
To what extent has your supervisor ’ s attendance at the MIS course on
Labor-Management Relations (LI4R) changed his or her effectiveness in
the areas listed below?

a. considerable improvement
b. some improvement
c. no change
d. some reduction
e. considerable reduction

If you do not know, or have not observed the supervisory behavior described
in an item , leave it blank .

8. Understands of the impact of unionization on day to day operation
of labor organization -

9. Aware of problems surrounding the presence of labor organizations

10. Knows procedures used for handling ULP ’s

11. Appreciates the role of the union representative in LMR

12. Recognition of IJLP ’s

13. Ability to resolve ULP’s In a satisfactory manner

14. Understands differences between complaints , grievances, ULP ’s
and appeals -c

15. Understands the rights of all parties in the grievance system

16. Recognition of grievances

17. AbIlity to resolve and process a grievance , including the required
documentation
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Constructive Discipline Course

USE THE FOLLOWING SCALE FOR ITEMS 1-4.
To what extent have conditions in your unit changed as a result of you
supervisor’s attendance at the MIS Constructive Discipline Course?

a. much better
b. better
c. no change
d. worse
e. much worse

1. with respect to efficiency

2. employee Job satisfaction

3. employee morale

4. supervisor ’s interaction with employees

USE THE FOLLOWING SCALE FOR ITEMS 5-7.
In general , how satisfied are you?

a. very satisfied
b. satisfied
c. indifferent
d. dissatisfied
e. very dissatisfied

5. working for the FAA

6. with your choice of occupation

7. your current position as a supervisor/manager
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CD

USE THE FOLLOWING SCALE FOR ITEMS 8-19.
To what extent has your supervisor ’s attendance at the Constructive Discipline
Course changed his or her effectiveness in the areas listed below?

a. considerable improvement
b. some improvement
c. no change
d. some reduction
e. considerable reduction

If you don ’t know , or have not observed the supervisory behavior described
in an item , leave it blank .

8. Understanding my motivation as an employee

9. Views discipline in a positive manner rather than strictly
punishment

10. Promotes self-discipline in employees

11. Relates discipline to organizational goals

12. Encourages positive self-discipline as opposed to negative (imposed)
discipline

13. Implements supervisory/managerial practices to prevent need for
corrective (imposed) discipline

14. Can identify causes of employee behavioral problems

15. Recognizes symptoms of problems

16. Is aware of causes of deteriorating discipline

17. Acts appropropriately to determine causes of deterioration in discipline

18. Effectively employees informal disciplinary action

19. Conducts an effective disciplinary interview
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Managerial Effectiveness Course

USE THE FOLLOWING SCALE FOR ITEMS 1-4.
To what extent have conditions in your unit changed as a result of y’ ur
supervisor ’s attendance at the MIS course in Managerial Effectiveness?

a. much better
b. better
c. no change
d. worse
e. much worse

1. with respect to efficiency

2. employee Job satisfaction

3. employee morale

4. supervisor ’s action with employees

USE THE FOLLOWING SCALE FOR ITEMS 5-7.
In general , how satisfied are you?

a. very satisfied
b. satisfied
c. indifferent
d. dissatisfied
e. very dissatisfIed

5. working for the FAA

6. with your choice of occupational/profession

7. your current position In FAA
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USE THE FOLLOWING SCALE FOR ITEMS 8-25.
To what extent has your supervisor’s attendance at the Managerial Effectiveness
course changed his or her effectiveness in the areas listed below?

a. considerable improvement
b. some improvement
c. no change
d. some reduction
e. considerable reduction

8. Relations with employees

9. Changing personal leadership patterns that lead to problems with
employees

l0~ Identifies sources of conflicts in groups

11. Develops group action in problem solving and implementation of solution

12. Develops viable unit goals

13. Established achievement indicators for unit goals

14. Identifies problem-solving alternatives and strategies in your unit

15. Has improved managerial comunication

16. Understands emotional and personal factors which lead to failures
or distortions in communications

17. Employs effective feedback principles in dealing with employees

18. Directs efforts in initiating, organizing, and accomplishing tasks

19. Seeks and initiates appropriate changes when such changes will result
in a more effective organization

20. Expresses directives and assignments in a clear and understandable manner

21. Through use of communication skills, is able to motivate employees
toward taking action and/or modifying behavior

22. Uses the “team concept” in decision making

23. Provides effective feedback to others and elicits the same from them

24. Treats each employee as an individual with specific and unique needs

25. Provides opportunities for the growth and development of employees
within the job
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