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COMMUNICATION AND HUMAN FELATIONS
1), November 1952

COLONEL CAVE: One is almost hesitant sbout introducing the sub-
ject of. commnications to this audience, because certainly we in the
military service have been dealing with it a1l of our service lives.
The last few doys we have been using the word around in 2 somewhat
different connotation. And so I think in pringing to a close this week
of executive skills discussion, we in the faculty would have been some=
what remiss if we did not give you an adequate opportunity to hear some
thing about this human relations field—-commnica'bions. ,

Qur speaker this morning is Dr. Alex Bavelas, Associate Professor
at Massachusetts Institute of Technology. He is in the forefront of
those studying this subject in this country today., You have probably
already read his biogxraphy and have noted the experience he brings to
you; and from some of our discussions just a few moments ago I think
some of these things are going to be 2 little disturbing to you in &
beneficial sort of waye '

Mex, it is a real pleasure for us to have you with us, It is a
joy for me to introduce you to this audience.

DR. BAVELAS: 1 can't talk without a blackboard, not because what
T say must be j1lustrated, bub because it makes me feel more at home,
Tt is the kind of enviromment that I am used to. T wonder if you have
any idea how things look to me from up here.

1 am not going to try to s&y anything relevent with respect to

the case that you have read, Whab T will try to do is merely to give
you a series of what 1 hope are clear examples of the kind of research
we are trying bo do in this field of communication between human beings.

We see the problem as being one in which the jndividual is faced
with the necessity of making a choice of some kind. There may be &
number of alternatives. We 1ike to think of these alternatives as
being a rather small, certainly & finite, number, Many of the choice
situations that we encounter may appesar to have almost unlimited
possibilities of choice, but this is almost never the case.

It may be true that there are many nillions of women in this coun=
try, but an unmarried man doesn't really choose & wife from among these
millions. Studies have shown, for instance, that most people choose &
mate from only about four or five acquaintances. And the same thing
is true of almost any problem we have attempted to analyze. The infor=-
mation that a man nas at the time when he makes his choice is usually
such that many theoretically possible alternatives are seen as com=
pletely improbable. He knows that they won 't work. ’
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The problem is usually one of picking one out of four or five
alternatives, The way a pPerson makes hig selection ig by getting inforw
mation which leads him to believe that one is more likely to be correct
than the others,

Information may be so defined, Anything that makes it more likel;
that a certain one out of a number of choices may be right is infomatzon.

ch & man has and whic} changes the likelihoog that one of the possible
choices is more likely to be g better choice than the others with respect
to his pwrposes is information, - :

For,;!.nstance, Suppose there is a door which may be opened by a
cambination lock, - If you have to open that door without damage, you
need infomation; and . that information ‘Presumably will be g set of
numbers and instructions--to the right So-much and to the left so much,
No one would quarrel. with the definition that these numbers canstitute
information needed to open that door, It is information because those

- Suppose, however, that the door can be opened in another way, too~-
by a key which fits a lock on the door, Instead of giving you the .
numbers of the combination, T might give you the key, Well, now,
according to such a definition suggested earlier, the key is informa-

things are foms of information, What they do is help the individual
make a choice, ,

Now bluei;_ me jump jftn"zn)ediat,ely, to an early experiment done at M.I.T,
In this first experiment one man would be put in an office where there
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was a table and 2 telephone. He would sit there. There was nothing
else in the room, no other person. In another office was another man,
and the task they had to pgrform was the following one: We had ‘taken
a sheet of paper, 8" x 11" in size and on this sheet of paper we had
traced around a block of wood, a domino. We repeated this 12 times,
so that we had a sort of pattern on this piece of paper. It doesn't
matter what the patiern was, but there were 12 blocks ‘outlined. '

This 12-block pattern we called a blueprint. That picture was
given to one mane The other, this man (indicating) had a blank piece
of paper and 12 of the little wooden ‘blockse : AR

The man who knew where the blocks should be posi‘oioned-—but had :
no blocks to place--had to tell the other man who had the blocks, but .
didn't know, where to put them. It is a simple case, you 5e€e, of in=
formation which has to go from one place to the other. The second man
had to pick out of all the possible locations for these blocks the right
locations. : : , N

This experiment was done to test the often-repeated idea that one-
way communication is not good; that you should have twomuay canmuni-
cation, not only two-way communication, but that the communication up
and down should be as unrestricted as possible. ST

Let us call the first man A and the sedond man B, We ran some
pairs under this condition: The man A had a telephone that he could ¢
pick up and say anything that he 1iked to man Be-give him any instruc-
tions he pleased. B, however, had nothing but a receiver. He could
1isteny but not speak. This is one-way communication down.

Tn the second set of experiments, with other pairs of subjects,
man A again had a telephone on which he could s&y anything he wished.
B had a telephone, but he could only respond by saying "Yes" or 1o,
This isn't really straining reslity. Tn many organizations there are.
very real inhibitions against saying anything more than "Yes" or wyo"
in response to an instruction. : C S

In the last case there was complete communication both ways. It
was as free as @ telephone conversation between friends. :

We ran 20 pairs of subjects in each of these, a different 20 in
each case€s After rumning a dozen or so, in the first variation, we
stopped, because we found no pair in which even the first task was -
completed. We had several versions of blueprints. We had intended,
after the first had been completed, to present a second, a third, a
fourth, and so on, in order to obtain a pecord which might show
learning. But, in the ‘first experimental variation, even the first
task was nob completed. - .
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Ay of course, knew that B could not respond, He would say to
himself, quire obviously, that he must be very careful not to be mig-
understood, that he must speak slowly, that he must give directions
very exactly, that he must repeat his directions, ,

But in every case something was forgotten, Apparently it is not
eagy to think of everything that might happen to B when you are in Als
position, This man sitting at this desk with the blueprint might for-

way for A and the other Wway for B, Everything would go all right wntil
A gave the directions for placing the fifth block, Those directions
resulted in the block being off the baper. B was disturbed, There was
nothing he could say to A so he cast back in his ming to see what he
might have misunderstood, But by that time the directions for placing

B would stop working, When A was notified that B had given up A
would ask, "What is the matter with him?" B, of course, in no uncertain
terms could tell hinm what was the matter with him,

If you are like most People you are thinking "Well, if I were in
A's spot, I could have done it, I could have been quite careful to
give these directions in such a way that there would be no mistake,®
I think that is a universal illusion, The real problem is not g
problem that can be solved by power of intellect, The problem is not
only for A to -analyze logically the necessary instructiems, That is
only a part of the problem, Another part of the problem is one on
which A has no data, and that is to know all the possible misunderstand-
ings, all the possible misconceptions, which might arige in B's mind,
and which of those wili arise in fact, so that they can be neutralized,

people give for having one-way communications, They claim to know in
advance actually what the receiver is going to think and how he is
going to respond. So they can, in advance, take care of the situation

Now let us go on, because I don't want to use up our time entirely
on this case. The other two groups were all able to do several patterns,
There was no difference, vVery curiously, between the "Yegn uyou response

After the groups had finished the exXperiment, each of the individe
uals was interviewed Separately, In eévery case both the persons in
the "Yesn myon variation indiecated that, if they hag to do the job
over again, they would like another partner also, they had no con-
fidence in the result, The typical response to the question: 'How
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favorably with those of other subjects?" was that B would say=-=he
wouldn't always use these words, but it would always be this same
reply--"Well, I know that I followed the instructions that were given
to me. I don't know anything about how good they were." A, being
asked the same question, would s2y: "Well, I told him exactly what to
do, I don't know whether he did it or not."” You will notice that the
beggest difference with respect to getting the job done quickly and
accurately is between no feedback and some; not between some feedback
and a lot.

Let me describe another experiment very quickly, because there is
only one point about it that is important. Suppose you are trying to
hit a target. It should be useful to know how much each shot is off,
This ought to be important information, We did the following experiment:
Five men were separated from one another, sitting in cubicles, so that
they could not communicate with one another. Each man had a pad of paper
and a desk that he could write on.

The men were told the following: "You constitute a team, but you
can't communicate with one another." You are to try to hit a target.
The way you are going to hit the target is this: The experimenter will
post a number, The number may be any number between 2 and 25, Now, each
of you may contribute on a slip of paper any mumber from zero to 5,
These slips will be collected and the numbers will be added, If the sum
of the mumbers that you have contributed is the same as the posted
number, you have hit the target.

"The target may be announced as 17. You will all write down same
mmber which you believe will help to make 17. The slips will be
collected,  The experimenter will say, for example, "Your sum is 1h.

. Try again., You will try again. The experimenter will collect the
slips, and say, "This time your sum is whatever it is. You will con-
tinue until you hit the target. Then you will be given a new target."

Now in the experiment we campared this situation--in which the
group is given the size of the error and the direction of the error--
with snother in which the group is merely told, after each attempt,
"You have missed. Try again.” No one in the group knows by how much
the target was missed. All that is known is that the target was missed.

Let me make a long story short and tell you that the performance
in the one situation is no better than in the other.

Without going into a detailed analysis, let me assure you thab
it can demonstrate repeatedly that the amount of infomation (all of
it being relevant, all of it being accurate) that can in fact be used
in such a way as to improve the performance of this kind of group is
very closely related to how much intercommunication this group has
available. If the intercommunicating facilitles are below a certain
level, the amount of information that 1s made available for the solue
tion of the problem may very well be "too muchj" so that impairment
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results rather than improvement, The reason for this result is that
the information available may, under certain conditions, lead to
creating more and more hypotheses » all of which have little chance of
being correct. '

If, for instance, you don't know anything but the fact that you
missed and you know the target is 17, what you are likely to say to
yourself is: *"There are five of us. I will divide 17 by 5, which
gives 3, So I will either put in 3 or h." So the distribution of
responses, instead of being from zero to 5 is clustered very highly
around 3 and L, ‘

In the other group what happens is very different. Consider the
man who has contributed 3, The feedback is; "Your target is 17, Your
sum was 15, Try again," Now, he says to himself:  "Well, obviously
we must go up. T should put in 4. But, of course, that is what they
are all going to do, Therefore I should cut down." But then he may
think: "But this is precisely what the others are likely to do there-~
fore, I should put in 5." The result of all this "calculating" maybe
a distribution in which any number is as likely as any other, This
-means that the probability of hitting the target is materially reduced.

The second factor which contributes to this rather peculiar result
is that in the first group there was never any feeling that one could
calculate-~-that one could arrive at a system for hitting the target.
The only thing one could do was to guess. So when this group was told
that it had succeeded in hitbing 17, each of the men realized that they
had hit it by guessing. So if that target appeared again at a later
time all they had to do was to remember what they had contributed the
last time, There was no "System" involved in this process~--just memory
and blind repetition.

In the other group, however, each man was groping ror a system,
based upon calculations on what the other fellows in the group would
do. He would try not to remember the number he put in; but to devise
a system, Unfortunately in this case it is only an illusion that one
can calculate, No calculation leading to a system is in fact possible,

This illusion of calculability forms very easily when one has
great amounts of information which is relevant and correct. We have
been trained to prefer the use of the most powerful tools we have,
even though they may not necessarily be the best ones in a given
instance.

If a group of people must work together to do a job, or solve a
problem, does the method or pattern of communication they use affect
the learning process which must occur?

It has been shown that some problems, such as group-nazes, may
change their entire structure when the pattern of communication used
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for their solution is changed, However, even those problems' i«ﬁbse
nature is not altered by a change in the communication net used for

solution may require simpler or more difficult processes of group
learning, depending on which such change is made,

One such aspect of group learning--the ability of a group to adapt
jtself to a simple change in the problem-enviroment--was studied in this
experiment., We asked this question: If a group which has learned a given
task thoroughly must relearn certain parts of it due to a change in the
envirorment, is the group's ability to adapt to the new situation related
to the communication net which must be used?

Five subjects were seated at a table, separated from one another
by partitions through which they could communicate in a specified pattern,
using written messages., The experimenter gave them instructions con-
cerning the experiment, following roughly the form of a prepared sheet.,
 The actual wording used was on a more direct, colloquial level, and
points which seemed unclear to the subjects were repeated with greater
emphasis, ' '

Each man had a series of small boxes before him (labeled from 1 to
30), in each of which were five marbles, At the signal to start, each
of the five men opened his box for trial one and could then write any-
thing he wished to the men with whom he could communicate.

There was only one color in the marbles which appeared in everyone's
box, and the group continued sending messages until everyonme in it had the
answer (that is, kmew which marble was common to them all). The subjects
had been tested previously for correct color vision. N

When a man found which was the cammon marble, he removed it from
his box and dropped it into a tube, through which it rolled into a con-
tainer observed by the experimenter., The experimenter took data on
time=-for-solution, and recorded any errors made (wrong marbles sent).

The subjects' primary incentive was for speed:s they were told
that their group would be compared with others on the basis of how
quickly everyone in the group sent in the answer on each trial; that is,
for all five men to drop the marbles down their tubes. -

In this experiment three of the four cammmication patterns used
by Leavitt were studied: the "circle," "chain," and "wheel"--with four
groups being run for each of the three patterns;

P — AB/ A E

‘Circle Chain Wheel
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During these first 15 trials, the subjects worked with marbles of
distinct, solid colors: red, white, blue, yellow, green, and black,
At the sixteenth trial, however, and continuing to the end of the ex-
periment, the marbles in the boxes were streaked, milky types-
distinguishable, but not easily describable. These marbles for trials
16-30 were substituted exactly for the marbles in trials 1-15, so as
to equate the second half of the experiment to the first in everything
except that (1) the marbles were changed in appearance and (2) at the
time of this change each group had already completed 15 trials using
its given communication net.

Observation of the groups run showed that the subjects experienced
noticeable shock and temporary dismay upon opening the sixteenth box,
and that these new marbles remained a comsiderable challenge to them for
a number of trials.,

This is the change of problem-enviromment, then, against which the
group's adaptability is measured.

In accord with previous experiments on the same nets but with
different tasks, organization was achieved almost irmediately in the
wheels where the center man rapidly collected the information and sent
out the answer. The chains organized about their centers, relaying
information in and the answer being sent out again., Two of the four
circle groups run never did organize their message sending about a
leader; one group, however, developed a leader chainwise late in the
experiment (trial 23) and another group operated chainwise from the
beginning, but rotated the center position so that each man held it
sometime during the 30 trials., Even in these latter "chains »" however,
the vestigial link form "A!" to "E" was frequently used,

Chart 1, following page s represents the average time-for-solution
for groups working under the three different communication nets over the
30 trials. The chains seem to be significantly slower on the first
trial (averaging 931 seconds) compared with circles (636) and wheels
(L67)s Initially, the more central men in the chain do not realize that
the "end men" (A and E) are relatively isolated and dependent upon them
for information; considerable time is spent during the first trial in
discovering this situation and passing along "the word.” (The average
time for the first man in the group to send in the answer for the first
trial is 285 seconds in the chain, 25 seconds in the circle, 226
seconds in the wheel--a much smaller difference » though in the same
direction, than is shown in their group-times for that trial).

The average group-times over trials 1-15 seem to show that the
wheels are somewhat speedier than the other nets. This difference in
speed is no longer significant during the later trials from 16-30,
even though the wheels are slowed up less on trial 16 itself than the
other nets. The new situation of altered marbles remains so difficult
for them that they cannot regain their former speed,
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As can be seén, all three nets were slowed initially by the
marble change, but eventually returned to a reasonably "steady-state!
condition of operation,

The sharp rise in average group~-time for the chains in the fourteenth
trial does not in any way represent an "anticipation” of the marble-
change, but rather was caused by confusion due to error occurring coine-
cidentally at that trial in two of the four groups run with that pattern,

Chart 2, following page s shows the average errors made by a group
operating under each of the three nets during successive five-trial
periods. During trials 1-15 there was little difference in error occur-
rence among the three patterns, Trials 16=20 show a large increase in
errors caused by the confusion due to the marble change, The chief
cause of this confusion lies, of course, in the area of semantics, since
initially everyone in a group gives his own names to the new marbles,

.. A marble may receive as many as five different descriptions from the

group-initially, a situation worsened by the more subtle difficulty
arising when the same description is applied by two subjects to two
different marbles,

It is interesting to observe the circle groups decrease their
errors consistently so that in the last five trials it is no greater
than the errors made using the original marbles. The chains show a
similar but very small decrease in errors » ending the experiment still
sending in a large number of "wrong" marbles, The wheels, which seen
to make a bad enough showing in regard to errors already, are redeemed
from an utter chaos of errors only by "wheel 3" which made an unusually
low number of errors,

Preliminary observation would suggest that this happy result can
be attributed to the larger and less-constrained message flow charac-
teristic of the circle pattern. Messages sent in the chains and wheels
have decreased considerably in volume during trials 1-15 and suggestions
and opinions from the more peripheral members of these groups have not
been encouraged,

In the circles, the initial names given to the new marbles seem

. to become modified toward a standard teminology as increasing contact

occurs between the varying nomenclatures., Some slight modification
takes place in the chains where subjects at positions B and D attempt
to make,the descriptions from the end men consistent with their own.
Even where this does occur, the center man (C), who has been sending
out answers with no difficulty in trials 1-15 will presunably receive
two different lists from either side of him with resultant translation
problems, The center man of the wheel receives lists using four
different naming systems from four men, which in itself could explain
the overwhelming number of errors made by this pattern.

This analysis does not maintain that an unusually imaginative
center man with considerable executive ability could not find the way
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out of his dilemma in either of these pattems., The excellent perfor-
mance of "wheel 3" as a group might be atiributed to this possibility,
though a preliminary inspection of the messages received by C on trial
16 shows that, by accident, the marble lists he was given by his group
vwere definitely more similar than those received by the center men in
the other wheel groups, ‘

Chart 3, following page, represents average group=performance if
both speed and accuracy are taken into account, Our groups were stopped
on each trial as soon as a marble had been received from each member of
the group, whether this marble was the answer or not. This meant that
if a subject had sent in an incorrect marble, he could send the correct
one after it if the group had not yet been stopped.. Some errors were
corrected in this way, Though these errors are included in the error
count, only "final" (uncorrected) errors were considered as making the
entire trial incorrect. From the plot in Chart 3, then, we could find
out what percent of the trials done by circle groups before the marble-~
change were completed correctly (without final error) in less than 300
seconds, for example. _

The difference in these performance curves for the three com-
munication patterns during trials 16-30 is striking when compared with
their similarity during trials 1-15, The fewer errors made by the
circle groups after the marble-change stands out clearly., The wheels
are again redeemed (only in comparison with chains) by "wheel 3 during
trials 16-30. The three high-error wheels completed among them only
seven trials correctly (out of a possible L5) while the low-error group
completed 12 of its 15 trials correctly, If this latter group were
omitted from consideration, the remaining wheels would have a performance
curve considerably below even that for the chains during trials 16-30,

It has been “dei‘initelyv shown that difference in cammunication
pattem may have a marked effect on the adaptability of groups to
envirommental change, '

. Whether this effect can be ‘generalized to the pattern alone, or

whether it depends also upon the group-task used, as well as other
variables, cannot be determined from this work,

(31 Mar 1953~-500)S/ibc

10k

RESTRICTED




Tl

831

i

) -4
-4

W N
i

- ..! ERBma

Tt
| REm

4

Y

!
¥

T

S
Lt

Rak

1 W

1T

N

-

T

105




1.

2.

3.

Lo

.5.

9e

10,

11.

12.

13.

RESTRICTED
833

BIBLIOGRAPHY

American Management Association. The Development of Executive Talent.
Edited by M. Joseph Dooher and Vivienne Marquis, Ne. Y., 1952
576 p.

-~ The Foreman's Basic Reading Kit. N. Y., 194k, 213 p. (HF 5549
K73} 1 copy.

-= The Management Leader's Manual for Operating Executives, Super-
visors and roremen, od ed. DBy James O, Rice and M. J. Dooher,
N. Y., 1948, 190 p. (HF 5549 ATL4386) 1 copy. .

-- The Supervisor's Management Guide. Ed. by M. Joseph Dooher and
ViVienne Marqu?LS, Nn .y 9. 88 po

Asbury, N. G. Personnel Administration at the Executive Level.
Annapolis, ¥d., U. S. Naval Institute, 1948. L5 p. (HF 5549 A8)
L copies. v

Barnard, Chester I. The Functions of the Executive. Cambridge,
Harvard Univ. Press, 1930. 334 pe (HD 31 B30) 1 copy.

~- Organization and Management, Cambridge, Harvard Univ, Press,
TOL8. 2hL p. (HD 21 B3) 2 copies.

Barnes, Ralph M., Motion and Time Study. 3d ed. N. Y., Wiley, 19L9.
559 p. (T 58 B2L5 I9LY) 1 copy. |

Beishline, Colonel John R., USA. Military Management for National

Defense, N. Y., Prentice-Hall; 1950, 289 p. (UB 15 BL)
L0 copies.

Bower, Marvin, ed. Development of Executive Leadership. Cambridge,
Harvard Univ, Press, I949. 130 p. (HD 31 BOS)

Bradshaw, T. F. Developing Men for Controllership. Boston, Harvard
University Graduate Scnhool of bBusiness Administration, 1950,
231 p. (HF 5550 B65) 1 copy.

Bray, Charles William, Psychology and Military Proficiency.
Princeton, Princeton Univ. Press, 19LB, 242 p. (U2l Bok)
1 copy.

Britt, S. H. Social Psychology of Modern Life. N. Y., Rhinehart,
1949, 703 p. (HM 251 Bod ISLY) 1 copy.

Broaded, Charley H. Essentials of Management for Supervisors. N. Y.,
' Harper, 1947. 239 p. (HF S5L9 BG85) I copy.

107

RESTRICTED




15,

16.

17.
18.

19.

20,
21,

22,

23.

2h.

25,
26.
7.
28,

29,

RESTRICTED
834

California Institute of Technology. Trends in Industrial Relations.
Pasadena, Calif., 1949, 88 p. (WF S55LY A2C3 No. 1B8)
(Its Bulletin No. 16)

Chapple, Eliot Dismore and Edmond F. Wright. How to Supervise People
’ in Industry. N. Y., National Foremen's Institute, %EE. 123 p.

5) 1 copy.

Chase, Stuart., The Proper Study of Mankind: An Inquiry into the Science
of Human Relations. N. Y., Harper, 1948. 31l p. (H OL Cb) 1 CODPY o

Cleeton, Glen U. Making Work Human. Yellow Springs, Ohio, Antioch
PPGSS, 19)-(-90 Pe 5)

-~ and Charles W, Mason. Executive Ability, Its Discovery and
Development, Yellow Springs, Ohio, Antioch Press, I9h6. BLO p.
mﬁ 1946) 1 copy.

Cooper, Alfred M. How to Supervise People. 2d ed. N. Y., McGraw-
Hill, 1946. 16'2'—'—('1‘3%“ ~CoL EE%F

Copeland, Melvin T, The Executive at Work, Cambridge, Harvard
Univ, Press, 1951, 278 p. (D 31 COL3)

-~ and Andrew R, Towl. The Board of Directors and Business Manag_q_:
- ment. Boston, Harvard Universily Craduate School ol Business
Kdministration, 1947. 202 p. (HD 2745 C6) 1 copy.

Copley, Frank Barkley. Frederick W, Taylor, Father of Scientific
Management. N. Y., Harper, 1923, 2 vols. -

Cornell, William B. Organization and Management in Industry and
Business. 3d ed. N. Y., Ronald, 1947. O8I0 p. (T 56 C55 I947)

copies,

Fayol, Henri. General and Industrial Management. N. Y., Pitman,
1949. 110 p. (T 56 F3 I9LY) LI coples.

Follett, Mary P. Dynamic Administration. N. Y., Harper, 1940. 320 p.
(T 56 F6) 1 copy. _

Freeman, G. L and E, K. Taylor. How to Pick Leaders. N. Y., Funk &
Wagnalls, 1950. 226 p. (Modérn Industry Books) (HF 5353 F72)

Gardner, Burleigh B, Human Relations in Industry. Chicago, Irwin,
1950, U431 p. (HF BBLY G316 1950) I copy.

Gibbs, C. A. The Principles and Traits of Leadership. (Reproduced
from the Journal of Abnormal and Social Psychology, vol. L2,
July 1947, 23 ivs) (UB210 65)

108

RESTRICTED




31.
32.
33.

3k.

35.
36.

3.

38.
39.

Lo.

L1,
L2,

h3.

RESTRICTED

Glover, J. D, and R, M. Hower, The Administrator. Chicago,
 Irwin, 1949. 690 p. (HF 5509 G55) 1 copy.

Golden, C. S, and H. J. Ruttenberg. The Dynamics of Industrial

Democracy. N. Y., Harper, 19L2. 358 p. (HD 6508 G68)

Gouldner, Alvin Ward, Studies in Leadership. N. Y., Harper, 1950,
736 p. (HM 1h1 GE5)

Haiman, F. S. Group Leadership and Democratic Action. Boston,
Houghton Mil'?ﬁxz; Co.s 1'95f. 309 p. :

Heron, Alexander., Sharing Information with Employees, Stanford,
Calif., Stanford Univ, Press, 19h2. 20L p. (HD 6961 H3T7)
1 copye. - _

-~ Why Men Work, Stanford, Calif., Stanford Univ. Press, 19L8.
Ei; Pe (HD L4904 HL3) 1 copy.

Heyel, Carl., BHuman-Relations Manual for Executives. N. Y., McGraw-
Hill, 1939. 253 p. (IS 155 HE3) I copy. / |

Holden, Paul E., et al, Top-Management Organization and Control.
Stanford, Calif., stanford Univ. Press, 19L8. &bl P. (HD 31 H6)
2 coples,

Hoslett, Schuyler Dean, Human Factors in Management. Parkville,
Mo., Park College Press, I9Lb. 322 pP. (HF 5bLY HSL) 1 copy.

Humphrey, George, Directed Thinking, N. Y., Dodd, 1948. 229 p.
(EF Lkl HB82) 1 copy. »

Jacobs, Arthur T, How to Use Handicepped Workers. Deep River, -
Conn,, National Foremen's Institute, 194b. 186 p. (HD 7255 J3)
1 copy. :

Jommson, Robert Wood. "Human Relations in Modern Business,"
Harvard Business Review, vol. 27, No. 5, Sep 1549, p. 521.

Jucius, Michael James., Personnel Management. Rev, ed., Chicago,
Irwin, 1951, 724 p.~ (BF 5549 J8 %SI)

Kienzle, George J. and Edward H. Dare, Climbing the Executive Ladder.
N. Y., McGraw-Hill, 1950. 27 p. (HF 5386 XL7) 51 copies.

Kimball, D, S, and D. S. Kimball, Jr. Principles of Industrial
Organization. 6th ed. N. Y., McGraw-HilI, 194L7. D531 p.
(T 56 K5 IOL7) 10 copies.

109

RESTRICTED




hs.

L6.
L7,

L8.

L9,

51.

520

53..

Sh.

55.
Sé.

57.

58.

RESTRICTED

836
Kornhauser, Arthur, ed. Psychology of Labor-Management Relations.,
Champaign, Y11,, Industrial Helations ResearEffAssociation,
1949, 122 p., (Proceedings of the meeting held in Denver,

Colorado, 7 Sep 1949.) .

Laird, Donald A. and Eleanor C. Sizing up Peoples N. Y., McGraw-
Hill, 1951, 270 p. .(BF 636 L27E)

-- The Technique of Building Personal Leadership. N, Y., McGraw-
L, . T e (ST LTI Tocery: |
Learned, Edmund P., David N. Ulrich, and Donald R, Booz., Executive
Action, Boston, Harvard University Graduate School of Business

KdminIstration, 1951. 218 p. (HF5500 L333)

Lee, Irving J. How to Talk with People, N. Y., Harper, 1952,
176 p.  (BJ2IZ2T LL5) - ‘

Lelghton, Alexander Hamilton., The Governing of Men., Princeton,
Princeton Univ. Press, 19467 IOL p. (D 805 US LL) 1 COpY e

Lepawsky, Albert. Administration. N. Y. s Knopf, 19119. 669 p.
(JF 1321 LL) 1 copy. ;

Lincoln, James. Lincoln's Incentive System. N. Y., McGraw-Hill,
1946, 192 p.”

‘.Mace, Myles L, The Growth and Development of Executives., Boston,

Harvard Universily Graduate School of BusSiness Administration,
- 1950, 200 p. (HF 5500 M26) 1 copy.

Maier, Norman R, F, Principles of Human Relations. N. Y., John
Wiley and Sons, Inc., 1952. LT p. :

- PSychology in Industry. Boston, Houghton, 19L46. L63 Pe
(aF ToLS MZI) I CODY e

Marshall, S, L, A, 'C'olonel, AUS. Men Against Fire. N. Y., Morrow,
1947, 215 p. ]

‘Mayo, Elton. The Human Problems of an Industrial Civilization.

Boston, Harvard University Graduate School o siness in-
istration, 19L6. 187 p. (HD 6331 M3) :

-~ The Political Problem of Industrial Civilization. Boston,

- Harvard Unlversity Graduate School o siness Administration,
1947, 26 p. (Two lectures--farewell comments by Professor
Mayo on his retirement from the Harvard Business School.)

(JC 433 M355) 1 copy.

110

RESTRICTED




RESTRICTED
59, Mayo, Elton. The Social Problems of an Industrial Civilii;,’;.im.

- Boston, Harvard Unlversity Graduate School ol Dusiness
Administration, 1945. 150 p. (HD 6331 M32) 1 copy.

60. McCormick, Charles Perry. The Power of People: Multiple Manage-
ment Up to Date. N. Y., Harper, 1949. 130 p. (ﬁITS'sm : )

1 copy.

61, McLarney, William J. Management Training, Cases and Principles.
Chicago, Richard D. Trwin, Inc., 1955}. 358 p. (0D 3L M27)

62. Mee, Jomn F., ed, Personnel Handbook., N, Y., Ronald Press, 1951,
: 1167 p. (HF 5509 M3h) 1 copye. ’ "

63. Merrill, Harwood F., ed. The Responsibilities of Business Leadership.
' Cambridge, Harvard University Press, 1949. (HF 5391 M
93 p. 2 copies.

6. Michigan, Uhiversity.. Survey Research Center. Productivity,
‘Supervision and Employee Morale. Amn Arbor, I9LB. 22 p.

€5. Miles, Lester Frederic., Brass Hat or Executive. 'No Y., W, Funk,
1949. 269 p. (HF 5500 ML9) 1 copy..

66. Modern Industry. Management Men and Their Methods; ed. by
L. J. A. VillaTon, N. Y., Funk & Wagnalls, 1949« 270 p.
(HD 31 M6) | |

67. Mooney, James Di Principles of Organization. N, Y., Harper, 19L7.
223 p., (MM 13T M6 ﬁﬂ'ﬂ T copy.

68. National Industrial Conference Board, Inc. Factors Affecting Employee
Morale, N. Y., 1947. 35 p. (HF 5549 A2 W27 VO5) 1 copy.

69. National Research Council.. Psychology for the Armed Services.
Washo’ Do Co, Infanu'y Jouma].:—_l hg. 533 P

70, O'Connor, Johnson, Unsolved Business Problems‘. Hoboken, No Jey
' Human Engineering Laboratory, Inc., 1940. 165 p.

71. Ohio State University, Columbus. Personnel Research Board.

Studies in Naval Leadership., Technical Report, Contract

N6ori-17 T.0. 111 NR 153 IEB,' Project 268, Columbus, Ohio,
15 June 1949, « S

72. Parker, Willard Eagleson and Robert W. Kleemeier. Human Relations

. in Supervision. 1lst ed., N. Y., McGraw-ilill, 195l. L7Z p.
(FF55L9 PeB) ~ ‘

111

RESTRICTED




RESTRICTED
838

73. Pfiffner, John M, The Supervision of ‘Personnel; Human Relations
in the Management of Men. N. Y., Prentice- 5 . De
d)

Th. Pigors, Paul, Effective Communication in Industry. N. Y., National
Association o ufacturers, . . t. Rush Toland

P
Memorial Study No. 1) (HF 5549 PL67) 1 copy.

75+ == and Charles A, Myers, Personnel Administration. N, Y., McGraw-

Hill, 1947. 553 p. (HF SBL9 PLGB) T copy.

'76s == -- Readings in Personnel Administration. ¥, Y., McGraw-Hill,
o —T83 p. ) ~

77. Reading Course in Executive Technique. N. Y., Funk & Wagnalls,
. ~ I9UB.T (Set of L2 vols.) (WD %ﬁ RL)

78. Research Instltute of America, Inc, loyee Motivation., N. Y.,

" 1949, 23'p. (Its Analysis 66) COpY.

?9. 'Roeth]isberg_er,- F, J. Manag.ent and Morale. Cambridge, Harvard
University Press, 19T, I9L p. (HF 5549 R6) 1 copy.

80, == Traininé,Su ervisors in Human Relations and Executive Training
’ : by the Case Method by Andrews, X. K. (Reprinted from the

Harvard Business Review, Sep 1951) p. 47-70) (HF 5549 R61)

[ 4

81, == and William Je Dickson, Management and the Worker. Cambridge,
Harvard University Press, 1939. 6.5 P. (150 RO2) 1 copy.

82. Rogers, Carl R. Counseling and Psychotherapy: Newer Concepts in
Practice. Boston, Houghton M1 in, 1942, 50 p. ( 6)

83, == and F, J, Roethlisberger., Barriers and Gateways to Coizzmuni‘cation.
(Reprinted from the Harvar siness Review, July-Aug R
vol. 30, No. L, p. 46-52) (HF 5549 R63)

84, Ruch, Floyd L. Psychology and Life. Rev. ed. Chicago, Scott,

N

Foresman & Co., 1948, 782 p.

85. Schell, E. H.' The Technique of Executive Control. Tth ed. N. Y.,
McGraw=-Hill, 1950, ?:;U P. (HF SBLY 37 19507 1 CODY o

86. Selekman, Benjamin M, Labor Relations and Human Relations. N. Y.,
McGraw-Hill, 1947, Pe COpY .

87. Seward, William, Teamwork in Industry. N. Y., Funk & Wagnalls,
1949, 206 p. ~THD BIGT )

112

RESTRICTED




88,

89.

90.

91,

92,
93.
b
95.
96.
97,
98.

99

100,

101.

102,

RESTRICTED
Stuman, Ronald B, The Management of Men. Norman, Okla., Univ.

of Oklahoma Press, I9LB. 208 p. (HD 31 Si8) 1 copy.

Simon, Herbert A. Administrative Behavior. N. Y., Macmillan,
1950, 259 p. (HD 31 555) X copye

= Donald W. Smithburg and Victor A. Thompson. Public Administration.
N. Y., Knopf, 1950, 582 p. (JF 1351 85 1950 1 copy..

Smith, Charles Copeland. The Foreman's Place in Management., N. Y.,
" Harper, 1946. 159 p. '

Smith, Elliott Dunlap, Psychology for Executivess A Study of Human
Nature in Industry. ‘NI"Y. s Harper, 1935. OII Pe

Smith, Howard, Developing Your Executive Ability. N. Y., McGraw-
Hill, 19L46. "225 p. 5500 S638) BT

Snygg, Donald and A, W, Combs. Individual Behavior. N. Y,, Harper,
19)49‘ 386 po Chap‘bers I-Vo )

Southall, Sara Elizabeth., Industry's Unfinished Business. N.VY.,‘
Harper, 1950. 173 p. (HD Sﬁi;g STI8) I copy.

Tead, Ordway. Art of Administration. N. Y., McGraw-fill, 1951,
223 p. (HD 3T T38) ¢ copies.

- Art of Leadership. N. Y., McGraw-Hill, 1935. 308 p.
TF T T 1 copy

Tifflin, Joseph. Industrial Psychology. N. Y., Prentice-Hall,
1947. 553 p. ~(BF 636 T50 %9575 ¥ COopYe.

Ulrich, David N,., Donald R, Booz, and Paul R. Lawrence. Ma.naéement
Behavior and Foreman Attitude: A Case Study. Boston, ar
Universitly Oraduate ochool ol Pusiness Administration. 1950,
56 p. (HF 55L9 UL) 1 copy.

Ue Se. Army Field Forces, Military Leadershi? !' Pszucﬂologf and
Personnel Management., Jlst ed., Wash., D. U., June e 131 pe

-~ Command and General Staff College. Military Psychology.
Fort Leavenworth, Kesnsas, Sep 1948. "50 p.

-- Department of Defense, The Armed Forces Officer. Wash., D. C.,
GPO, 1950. 267 p. (UB 210 UBAD) 4 coples.

113

RESTRICTED




103.
10k,

105,

106.
107.

108,

109.
110,

111,

112,

113.

115,

116,

117,

RESTRICTED
]30

U. S, Department of the Air Force. Air Force Leadershi . Wash., D, c,,
Dec 1918, B1p. AFM 35-15. (UC-BIFAoONomrtop 50 o

-- Department of the Army. Leadership., Wash., D. C. » GPO, Mar 1951,
66 p.‘ m 22-10. (U h06. NO. 22"10)

-~ Naval Academy, Annapolis, Executive Department. Naval Leadership.
.Annap§ilis, Md., 1949. 324 p. (V 133 A37 1949) 1 'Copy. (50 on
order

== Naval School (General Line), Naval Base, Newport, R, I.
Personnel. 2d ed. Apr 1948, 222 p,

- Office of Strategic Services., Assessment of Men, N. Y., Rhine-
hart, 1948, 5l1 p. (BF 431 U6) T copy. -

== ©Second Army Leadership Schools, Fort George G. Meade, Md., and
Camp Campbell, Ky, Lectures on Leadership. Baltimore, Md.,
Hq. Second Army, 13 Aug 19L6., 56 p. (UB 210 US A52)

Urwick, L. Elements of Administration. N. Y., Harper, 19, 132 P
(HD 31 U7) I copy.

Viteles, Morris S, Industrial Psychology. N. Y., Norton, 1932.
652 p, T

Watkins, Gordon S., et al, The Management of Personnel and Labor
Re].ations. N. I.’ ECGI‘aW“ 9 'Y pQ
» COpPY e

Wetherill, Richard W. Management Techniques for Foremen, N. Y.
National Foremen's Institute, Inc., %13. I77 p. (IS 155 wﬂ'()

1 copy.

Whyte, William Foote. Pattern for Industrial Peace. 1st ed, N. Y.,
Harper, 1951. 2L5 T, 3

Yoder, Dale. Manpower Economics and Labor Problems, N, Y., McGraw-
Hill, 1950 &I P. (HD 8072 Y6 I950)

== Personnel Management and Industrial Relations, 3d ed. N. Y.,
: ce-Hall, . Pe 8) 1 copy.

Conference Leadership

Aver, J. J. and H. L. Ewbank, Handbook for Discussion Leaders,
N. Yo’ Hal'per’ 19h70 118 p.

Black, Max, Critical Thinking, N. Y., Prentice-Hall, 1946. Lo02 p.

11,

RESTRICTED




118,

119,

120,
121,
122,
123.
124.
125,
126.

127.

- RESTRICTED
844

Cooper, Alfred M. How to Conduct Conferences., N. Y., McGraw-Hill,

Hannaford, E. S, Conference Leadership in Business and Industry.
NQ Yo, MCGra-w- 11 9 . Pe H
1 copy. .

Hegarty, Edward J. How to Run a Meeting. N. Y., McGraw-Hill,
1947. 222 p. (FS25I9 HL)

Heyel, Carl. Standard Business Conference Technique. N. Y., Funk,
1948, 231 p.

McBurney, J. H. and K. G. Hance, Discussion in Human Affairs.
N. Y., Harper, 1950, U432 Poe

Strauss, Bert and Frances. New Ways to Better Meetings. N. Y.,
The Viking Press, 1951, Pe (P

U. S. Navy Department. Maintenance Division, Buler. Tips on
Conference Techniques. 20 p.

Wagner, R. H., and C, C, Arnold. Handbook of Group Discussion.
N. Y., Houghton Mifflin, 1950, 322 pe

Walser, Frank. The Art of Conference., Rev, ed, N, Y., Harper,
1948, 206 p;

"Acdult Leadership.” A monthly magazine published by the Adult
Education Association of the United States provides valuable
guidance in this field, Not available at newsstands, its
circulation department is at 743 N. Wabash Ave., Chicago,
Illinois.

115

RESTRICTED




