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FUNCT 1T ONS

CHATRMAN:  To act as gensral ccordinator of the activities of the association and preside
at all business meetings. To issue notice of ali regular meetings of the membership
or special meetings of the cabinet. (The cabinet fo be composed of The Chalrman,
Vice~Chairman, Treasurer, and all committes chalrmeni. To represent the Association
in relation to other organizetions. Term of cffice to be three {(3) years.

VICE CHAIRMAN AND COMFERENCE SECRETARY . To assswume all dulies of the Chairman in ihe
absence of or inability of That officer, To keep a record of ali proceedings and
prepare, pubiish, and distribute the annuai conference summary. (This function can
be carried out with the assistence of the Management Services Department of NRECA,
inciuding stenographic heip.} To request, collate, summarize, and distribute a
critigue of the annual conference. Term of office to be three (3} years.

TREASURER: To collect all monies due the Association Including reguler membership dues
and special assessments. To pay ali bilis submitted in proper form. To prepare an
annual finencial statement and forward to the Secretary for inclusion in the annual
conference summary. Term of office 1o be three (3) vyears,

COMMITTEES

ALt commitiees To be composed of a chairmen and three (3) members. The Chairmen to
ke nominated by the nominating committes. ALl comniftee chalrmen and commities
members 1o serve staggered terms of three years each.

PROGRAM COMMITTEE: To determine program content and format for the annual conference
and secure cutside speakers and appropriate participation from the membership. To
provide for subject continuity in programming when desirable. To select the Time
and place of the annual conference and make all conference arrangements, {(This can
be accomplished Through the Management Services Department of MRECA, inciuding
registration). The commiitee chairman shal! preside at all program sessions.

MEMBERSHIF COMMITTEE: Under the criteria established for admission to membership,
select ten (10) organizations each year who are actively engaged in management in the
ruaral electrification fleld who will be offered membership in the Association.
Evaluate compliiance of member systems with criteria.

MOMINATING COMMITTEE:  To nominate all officers and committee chalrmen, as necessary,
for submission fo the annual!l conference for election. Al nominations shall be
submitted In writing, certitied by the chairman of The committee, and deposited with
the conferernce secretary.

EXECUTIVE ASSISTANT: To assist program committee as requested in planning and arranging
for consultation programs. To keep permanent files for consultation group to assure

continuity. NRECA Management Services will designate person fTo serve in this capacity,



OFF 1 CERS AND COMM!TTEES
1971 CONSULTAT + ON

Chairman - C. E. Boulson

Vice Chairman - Charies Overman
Treasurer - Cvereit Bristol
Secretary - Barbara Deverick

PROGRAM

Chairman - Jim Goiden
Miilard Goff
Lawrance Moderow
Clyde Hukitis

NOMINATING

Chairman ~ Virgil Herriott
Bob YWeathers
Jack McEnerney
Norwood Speight

Chairman - Cecii E. Viverette
Charlie Qverman
Olaf Sandvick
Bruce Bosworth

Ao AL commiiltes members and officers - elected for a 3-year term.

B. Chairmen of each standing commitiee a

FOR

Term Expires n 1972
Term Expires in 1973
Term Expires in 1971
Appointed by Chairman

Term Expires in 1972
Term Expires in 97t
Term Expires in 1972
Term Expires in 1973

ferm Expires in 1971
Term bExpires in 1972
Term Expires in 1972
Term Expires in 1973

Term Expires in 197]
Term Expires in 1972
Term Expires in 1973
Term Expires In 1971

re named by The Nominating

Committee and serve for 3 years when elected.
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1971 MANAGEMENT CONSULTATION

HOLIDAY NN
KIMBERLING CITY, MISSOURI
May 12-13-14, 1971

JIM GOLBEN, PRESIDING

Registration

POSITION EVALUATION STUDY
Mrs. Barbara Deverick, Staff Assistant
Blue Ridge Electric Membership Corporation
Lenoir, North Caroiina

AN EXAMPLE OF UFP & OUT MANAGEMENT
Otha Beard, Manager
Kiamichi Electric Co-op
Witburton, Oklahoma

Noon Luncheon Recess

A MODIFIED APPROACH TO ORGANIZATION PLANNING
James M, Kitley, Assistant Manager
Sioux VYalley Empire Electric Association
Colman, South Dakota

AND

Eric Nicol, Consultant
Nelson & Nicol, Management Consultants
Washingteon, 0. C.

Question Period

Ad journ

JOB ENRICHMENT~CONCEPT & STRATEGIES
Dr. Erik Winslow
George Washington University
Washington, D. C.

Noon Luncheon Recess
JOB ENRICHMENT-CONCEPRPT & STRATEGIES {(con't)

Adjourn

General Membership Meeting

MANAGEMENT CONSULTATION RESEARCH COMMITTEE REPORT
James Kiley, Chairman
Ev Bristol
Jack Goodman
Ceci |l Viveretie
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POSITION EVALUATION STUDY ~ CONTINUED

Managemaent Consultation
Kimbasling Clty, Missour]
May 12 - 14, 197

Preserntad by Barbara Deverick

Last vear at this meeting ! reporfed to you on beginning work of the Job Evaluation
Research Committee which had been set up by NRECA Management Services Department to
work with Clyde Aultz of NRECA Management Services and Dr. Jay Otis, Industrial
PsychologistT, in updaling the job svaluation manuals of NRECA.

Let me refresh your memories as o The purpose of this commitiee:

The Job Evaluation Research Commitftee, as i1 has been designated, has as its
objectives the foliowing:

To develop plans or a plan to use in ocur member systems to evaluate all jobs:

A, In as simpiified s manner as {s possibie with the
required retiabli ity and validity

B. 5o the empioyes committees alone can arrive alt consistent,
refjable, reiative evaluations

C. 50 that the refative evaluaticns arrived at by consuitants
and/or Employes or Management Committees in The systems
will have labor market validity {(i.e., The reialive values
placed on the jobs internaliy, will be found to roughly
coincide with the relative wages paid in Tthe |ahor market
for stable jobs - Those jobs with no unusual shortage or
other supply demand conditions}.

in March, 1970 we completed drafts of the four basic job evalualion manuals-
(1) Clerical, (2) Operations Skills, (3) Engineering-Technical, and (4)
Management, Supervisory, Administrative. Six electric cooperatives agreed fo
tleld test the clerical and operafions skilis manuals by evaluating Their jobs
urder these new plans.

These systems ware:

Alken - South Carolina Fiint - Georgia

Cass County - North Dakota Halifax - North Carolina
Choptank ~ Maryland Blue Ridge - North Carolina
Walton ~ Georgia Brazos - Texas

Clay - Florids Dairyland - Minnesota

Sioux Valley - South Dakota



rurther.




Position Evaluation Study - Continued

system Personnel, @ system manager, ¥o be exacl, has done Tthis in faiioring his

own job evailuation plans. Curt Funston at Noday-Worth is one maragsr who ha
developed, by The factor comparison method, one plan for all the employees of

his system. His factor definitions and levels are structured to §fi1 +he particular
frame of reference in his organization.

Committee Re-Direction

So now, the committee’s efforts have been redirected To review aii fecior definitions
and degree levels in the frame of reference of the specifications invoived on jobs in
comparable factors in The old NRECA plans. While we are reviewing and refining the
factor definitions and degree levels we are endeavoring to make s Fhat the dimen=-
stons of the factors apply o the G & T's. For exampie, in the Ope: g

Factor on Working Conditions, the power piant conditions - noise and v.bration -~
were not previousiy covered.

3

| believe we are making progress in putting the factor definitions and degree levels
in rural electric fterminoilogy. Here are two examples. | will let yvou be The judge.

CLERICAL FACTOR ~ Dexterity (See Exhibit # 1.)

OPERATIONS SKILLS FACTOR = Responsibility for Tools, Equipment and Materials (See
Exhibit # 2.

There is now some question about the possibilifty of combining the manuais for
Management, Supervisory, Adminisirative and Engineering, Technicai, with perhaps
separate compensation structures. At fThis point we stTill have the 1woe manuais.

There are other probiems the committee is wrestling with., We are trying To find
some way to give points in The Management, Supervisory, Admisistrartive plan for
factors other Than size of The group supervised or the amount of "iine" authority,
We must give credit for functional individual contributors - Accountanis, Market-
ing and information Specialists, Personne!l Specialists and Administrafive Assis-
tants.

Something That complicates the whole picture is the fact that middie management
Jobs, zccording to labor market data, have been paid too itow. This is frue also,
when you look at the pricing of these jobs in relation 1o the Maneger. However,
some of the incumbents in the positions are perhaps ungualified and they are in
effect pald too much. As we emsrge from The "one Man" management era this partic-
ultar problem will become more pronounced, therefore we belleve the Mernagement,
Supervisory, Administrative plan must enable us to price These jobs fairly. e
believe thatl the next step would then be to educate the manager and his staft

to administer the employee incentTive program equitably and fairiy and compensate
those individuals who are meeting fotal job responsibiiities accordingiy.

it is also passible that we have given Too much weight in our factors in the
Management, Supervisory, Administrative plan to confirming the nhierarchy of

__8_
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Wa factors such
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hierarchy ziement from the A [ Pty Factor{that
i i i i vad ractor

section, unit,
comi ng up wl +h
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from having the total
second, and most per
The haip of saveral member
end up with a better plan. MNof To scive ail problems, nor
be readily understood and administ by everyone, but a pilan wh
study and effort, can be utilized by any system fo meet its job evs:

As vou can sge,
do feel, howaver, that as a
The commitiee and Clye

=15 on needs.

factors
and
rors shown

Before ! leave The subject of manuais | wouid like To give you a fook a1
now proposed for the four p!anq and again remind you that in the ;
Technical and Management, Supervisory, and Adminisirative plans fhe

ara sTill not final., i :ouEd be most happy To have any suggestions Y OU
have on the subiect to ;5 along to the committee. | have a copy of the drafi
manuals here which you review. ‘fthe “inal editions will be copyrighted by NRECA
when They are completed.

(See Exhibit # 3.3

J

FACTOR LIST

Powould aiso like tTo have you foock at a iisting of The proposed contents of the
Uniform tvaluation Program, which will be The identity of tThe compieted program
The example of The index wili be identified with the Clericai plan bul wouid
apply to the other three manuals as wel!l

EVALUATION FROGRAM  (See Uxhibit # 4.3

MexT I wsntT 1o review with you the iniroduction o

Pis olens ez well as The purpose and scope of These plans.
give somg indication as To the efforts The committes is goling
retatively easy To administer in a uniform manner. | should hav
fn This pre Tation that the kev Jobs we have evaluated in the
thase p%ans have been Those Included in ~he national compensation
“leaze note the reference to The occupational grounin
Oic?i@nary of Daoupe

his plan
eariiar

4

Pt
i

detined by the
flonal Titles. This orovides an excellent quide for deter-
mining which jobs should be rated under each plan and If foliowed

by all systlens

atel

uning Tthe pt
al survey in

vl orasult inoa much higher degree of reliability In our nation-

formation.

POINT SvsT JOR

(ALUATION  (Sze Exhipit # 5.)

Job Analysis DQuestionnaire

One final area | would like Yo cover with you Is tha commities's wore In d@vetoping
tfuncticona! tools to provide the most reliable job analysis data concerning the
posifion for use by The evaluators, Rac?”aiiy we have developed 1Two job aﬁd1ysrs
quastionnaires to be filled out for each position in clericail and tions skiils.
One questionnaire will be compieted by the incumbent and the othar 5uperv1sor.

L P
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He said
manuais

manuatls wouid be made a-

thought at present was

i
)

Charles Weaver of asked how
This had not been ded yeal
would be distributed through:

(1) NRECA workshos on Wage and Salary Administration

(2 HRECA consuitants working with individual cooparat::

(37 Sale to rural electric systems meeting certain man

+ nat

cut that
Research

on job

g ting in

tuaTion plans

A guestion concerning Dr ay Otis! packground was raised.
Or. Ofls fg an Industrial Psyol and is Director of
Services al Csse-Western ersity and is the auther
evaluationwhich is In 1tg ¢ printing. Dr. Otis also doe

he university. He has developed many job

Uy

addition to his work wit
and is presently working with The Royal Bank of Canada in This area.




Exhibit # 1

Clerical Job Ivaluation Manual

3. DEXTERITY

This factor measures the amount of finger-hand-eye coordination required
to perform a repetitive manual task such as {iling and the operation of
various types of office machines and equipment.

Level

Guides

Points
The tasks performed require little or no 7
repetitive manipulation of the fingers in coordi-
nation with what the eves see.
The tasks performed include a moderate amount 21
of repetitive manual operation of business machines
such as typewriter, adding machine or calculator,
The tasks performed require repetitive manual 35

operation of business machimes such as a type-
writer, key punch, or billing machine as a major
activity.

1. Jobs with typical tasks such as writing and checking are
rated Level 1,

2. Jobs arc rated Level 2 where the business machine operation
ig an aid in performing the primary tasks which are clerical
non~-machine,

3. Jobs rated lLevel 3 have machine operations as primary
tasks., Clearly an office machine position.

February, 1971
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Exhibit # 2

Operations Skills Job Evaluation Manual

3. RESPONSIBILITY FOR TOCLS, EQUIPMENT AND MATERIALS

This factor measures the job requirements for preventing loss to the system
through the care of tools, equipment and materials., It considers the
employee's responsibility for making sure that tools, equipment and materials
are used properly and that responsibility for maintenance care and guarding
against loss is exercised. (Responsibility for collision damage to vehicles,
such as trucks and cars used on the open road is not to be rated.) Insurance
coverage is to be disregarded in applying this factor,

Level Points

1 Little or no responsibility for loss since probability 13
is low and cost slight. Inexpensive tools and materials.
Loss hardly ever exceeds a hundred dollars,

YA Responsible for proper use of, care for and/or mainte- 30
nance of tools, equipment and materials where probable
loss through misuse or improper care can run hundreds
of dollars, but rarely exceeds a thousand dollars,

3 Responsible for proper use of, care for and/or mainte- 47
nance of tools, equipment and materials where probable
loss through misuse or improper care could reach
thousands of dollars,

4 Responsible for proper use of, care for and/or mainte- 65
nance of tools, equipment and materials where probable
loss through misuse or improper care could be extremely
serious and exceeds ten thousand dollars,

Guide
When this manual is used to rate a job cccupied by a person
in some kind of supervisory capacity, such a job receives a
rating on this factor which is not lower than ratings given to

jobs occupied by persons in his charge, because of the indirect
responsibility through guidance and instruction activities.

February, 1971

-=13-



FACTOR LISTINGS

Operations Skills Manual

Knowledge and Experience

Responsibility for Work of
Others

Responsibility for Tools,

. Equipment and Materials

Contacts

Physical Demands

Unavoidable Hazards

Working Conditions

Engineering and Technical Manual

Exhibit # 3

Clerical Manual

Knowledge and Experience

Judgement

Dexterity

Responsibility for Guidance of
Others

Contacts

Confidential Information

Effect of Errors

Educational Development and Position Experience

Resourcefulness and Planning

Character and Scope of Supervision Exercised

Character of Supervision Received
Responsibility for Contacts
Environm.ental Conditions

Accountability - Consequence of Decisions

Management, Supervisory, and Administrative Manual

Fducational Development and Position Experience

Planning and Originating

Character and Scope of Supervision Exercised

Character of Supervision Received
Responsibility for Contacts
Accountability - Consequence of Decisions



Exhibit # 4

UNIFORM EVALUATION PROGRAM

NRECA

HANDBOOK OF JOB EVALUATION

OUTIINE
PART 1 CLERICAL
PART II OPERATIONS SKILILS
PART III MANAGEMENT -SUPERVISORY -~ ADMINISTRATIVE
PART IV ENGINEERING-TECHNICAL
PART V AIDS TO COMPENSATION ADMINISTRATION
PART VI APPENDIX

~§5-



PART I CLERICAL

INTRODUCTION

1, JOBS COVERED

Z, POSSIBLE JOBS FOR INCLUSION
3. INTRODUCTION

METHODS OF JOB ANALYSIS

1. QUESTIONNAIRE APPROACH
‘ a. REVIEW AND VERIFICATION

2., INTERVIEW APPROACH
a. RIEVIEW AND VERIFICATION

3. COMBINATION

4, USE OF CLERICAL JOB ANALYSIS OUTLINE

PREPARATION OF JOB DESCRIPTIONS

1, WRITING STYLE
a, STYLE MANUAL

2, STANDARD FORMAT
3, SAMPLE JOB DESCRIPTIONS

4. REVIEW AND VERIFICATICON PROCEDURES

JOB SPECIFICATIONS

WRITING STYLE MANUAL
STANDARD FORMAT

SAMPLE OB SPECIFICATIONS
REVIEW AND VERIFICATION

a. POST RATING CHANGES

MW N e
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JOB EVALUATION MANUAL

1, DEVELOPMIENT

2. .FACTORS

3. USE PRECAUTIONS

JOB RATING

1. STANDARD RECORD FORMS

Z. INDIVIDUAL APPROACH WiTH REVIEW
3. COMMITTEE APPROACH

METHODS OF RATING VERIFICATION

1. FACTOR COMPARISON
2., WHOLE JOB

JOB CLASSIFICATION

1. STANDARD

2. COMPANY

JOB PRICING

1. EXTERNAL RATES
a. NRECA SURVEY
b LOCAL SURVEYS
c. INDUSTRY DATA
d. TRENDS

2. MAREET RATE USE
a, SPECIAL JOBS

MAINTENANCE PROCEDURES

1. MANAGEMENT SERVICES DEPARTMENT AUDIT PROGRAM
2. I1.OCAL AUDIT

3. HINTS

PCLICIES AND PROCEDURES

1. SUGGESTEDRDPOLICY STANTEMENT
2. INFORMING EMPLOYERES ON RE-CLASSIFICATION

JOB EVALUATION - AN AID TO MANAGEMENT

~17-



Exhibit # 5

National Rural Electric Cooperative Assocciation

POINT SYSTEM OF JOB EVALUATION

A job evaluation system is an aid to the systematic channeling of
judgment about the relative worth of jobs. In a point system, job
demand is assessed against various descriptive levels of demand,
in a number of different areas. The areas of demand are called
factors, e. g., Knowledge, Experience, Judgment, Dexterity,
which are given different weighting according to their estimated
relative worth, The factors are broken down into degrees or
levels ranging from the least to the greatest measurable demand
in the jobs being evaluated under the system. The degrec levels
are assigned point values. The rating of a job is the total of its
point values under all the different factors.

February, 1971
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PURPOSE AND SCOPE O CLERICAIL, PLAN

Effective comparison of the relative worth of jobs is possible only when
the factors used are appropriate. The factors in this Clerical Plan

have been designed for evaluating clerical jobs in rural electric
distribution and power supply systems. A clerical job is one which
involves gathering, analyzing, processing, and recording or disseminating
data or information and/or the operation of various office machines o
equipment in such duties. The Dictionary of Occupational Titles
occupational groupings 20, 21, 22, 23, and 24 can be used as a guide to
determine the jobs which sheould be rated under this plan,

Working supervisors of clerical operations who are non-exempt under
the Fair Labor Standards Act because more than twenty percent of

their work is of the same nature as those supervised are rated under this
Plan.

The other Plans in the Uniform Evaluation Program are:

Managerial, Supervisory and Administrative
Professional-Technical and Operations Skills

Refer to these Plans for additional guidance when in doubt as to where
to evaluate jobs, As a general rule combination clerical-physical jobs
where Working Conditions, Physical Demands, and Unavoidable Hazards
would be considerations in relative job worth are to be rated on the
Operations Skills Plan,

Such jobs as Duplicating Machine Operator (Clerical) may shade into
Printing Press Operator (Technical) where an offsel press or similarv
equipment is used. The best practice is to rate such borderline jobs on
both Clerical and Professional-Techrical Plans and use the Plan which
gives the higher value to the job in the compensation structure. Jobs

such as Draftsman and Mapper are rated under the Professional-Technical
Plan where these are the predominant tasks, Again the case of combination
jobs, rate under the applicable Plans and use the higher value in the
compensation scales.

-10-



A FEW DEFINITIONS

A handbook or guide to NRECA's Job Kvaluation Plans provides infor-
mation and suggestions to aid in their use. A few specialized meanings
of words are given here for quick reference.

Each“}_;c—;sitioh has characteristics which distinguish it and by which it may
be recognized,

a, It has a definite scope and purpose

b. It reguires the full time service of one worker

c. Jtinvolves work which utilizes related skills,
knowledges, and abilities

~Job - A group of positions which are identical with respect to their major
or significant tasks and sufficiently alike to justify their being covered by a
single job description and job evaluation.

Specification ~ Ratings on the factors under this plan should be supported
by a written job specification. This means that the rater or raters should
draw from the job analysis and description the requirements of the job and
state them in terms of each of the various factor definitions. The job
specifications used here for job evaluation are not necessarily the same

as those used for hiring or placement purposes. They are the mirimum

requirements to attain satisfactory performance onthe particular job.

-20~



PURPOSE AND SCOPE OF OPERATIONS SKILLS PLAN

Effective comparison of the relative worth of jobs is possible only when the
factors uscd are appropriate. The factors in this Operations Skills Plan
have been designed for evaluating physical skill jobs in rural electric dis-
tribution and power supply systems. A physical skill job is one which
involves manipulation of materials, parts or processes in tasks involving
materials and/or the use of tools, machines, equipment or vehicles in
such tasks,

The Dictionary of Occupational Titles occupation grouping 95 covers jobs
which are unique in the utilities industries. Other rural electric jobs
covered by this Plan will be found in groups 30, 50, 60, 70, 80 and in
other 90 series groups, of the D, O. T.

Construction, maintenance and service jobs in outside distribution and
transmission of electric power are covered by this Plan., Inside plant
jobs such as Machinist and Electrician are also covered. Inside jobs
such as Warchouseman, Storekeeper, Custodian-Janitor are rated under
this plan, The Other Plans in the Uniform Evaluation Program are:

Management, Supervisory and Administrative
Professional-Technical and Clerical

Refer to these Plans for additional guidance when in doubt as to where to
rate jobs,

The choice of rating between the Operations Skills Plan and the Clerical
Plan is based on whether the factors Physical Demands, Working Conditions,
and Unavoidable Hazards are considerations in relative job worth. Between
the Operations Skills Plan and the Professional-Technical Plan when there is
a requirement of technical knowledge which cannot ordinarily be secured by
on-the-job experience,

When two plans nright apply, the guide is to rate the jobs in both plans and use
the plan which gives the higher value in the compensation structure.

Working supcrvisors of physical skill operations who are non~exempt under

the ¥Fair Labor Standards Act because more than twenty percent of their work

is of the same nature as those supervised are rated under this plan. Supervisory
jobs which could be or are paid as exempt may be rated under this plan or under
the M. S. A. Plan. The choice depends on how the rural electric desires to
relate jobs in its compensation plans. ‘ -

s



Exhibit # 6

EMPLOYEIE'S TOB ANALYSIS QUESTIONNAIRE

The employee would give the following information:

Job Title and necessary data about department, location, etc.

r —

o — —
L I e

Who he receives regular instructions from.
Work hours required and information relative to payment for overtime, etc.
Length of service on present job,
Previous job held and length of service,
TASKS AND DUTIES DONE - Number tasks, listing percentage of time
for each task in increments of not less than 5%.
a. Daily and Weekly .
b. Periodic (State ¥Frequency)
c. Occasional (Infrequent)
(7) RESPONSIBILITY FOR WORK O OTHERS - Listing job titles and number.
a, Full-time supervision of
b, Full-time direction, guidance of
c. Part-time direction of
d. Occasional direction or break-in of
(8) JUDGEMENT - Identify judgement required for each task shown under {6).
a. Follow standard instructions or procedures (check])
b, Use judgement to decide what?
¢. Refer to supervisor on what?
(9) DEXTERITY - Identify any tasks listed under 6 which require dexterity and
identify type.
a. Machines operated

b. For continuous period of _______{time span)
(10} CONTACTS - Identify contacts required to carry out each task in 6 and type.
a. With Whom {(Exclude own Division/Department)

b. About What
c. Frequency
(11} KERPING INFORMATION CONFIDENTIAL - Note type of information under
each task which is required to be kept confidential and from whom,
a. From Other Employees
aa. What?
b, From Member and Public
bb., What?
{12) ACCURACY - Note type of errors which would likely occur in carrying
out each task named in (6).
a, What Kind of Errors Qccur
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Exhibit # 7

SUPERVISOR'S JOB ANALYSIS QUESTIONNAIRE

The second form, the one which would be completed by the supervisor,
gives information on the position from the supervisor's perspective.
Supervisor is asked to

(1) Identify the Job.

(2) Give Brief Statements on Tasks and Duties.

{3) State Job Requirements in terms of academic and vocational
knowledge as well as experience.

(4) To Verify the completeness and accuracy of the employee's
Job Analysis Questionnaire, and supplement if necessary.

~Z2 5



Exhibit # 8

JOB EVALUATION AND ADMINISTRATION OF A FAIR
SALARY PROGRAM

JOB ODUTIES

DETERMINED THROUGH
ANALYSIS AND

RECORDED
JOB DESCRIPTIONS

RESULTS ACHIEVED

STANDARDS CONDITIONS
EXISTING WHEN -

JOB IS DONE
SATISFACTORILY

INVOLVES
JOB EVALUATION PLAN
A PREDETERMINED AND
MEASURED PREDEFINED YARDSTICK
AGAINST | DESIGNED TO MEASURE
RELATIVE JOB WORTH
RELATIVE WORTH OF JOB
IN .
PLUS AN

ADMINISTRATIVE
SENSE

nNorm—<
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AN EXAMPLE OF UR AND CUT MANAGEMENT

By: Otha Beard, Mansger
Kiamichi Liectric Co-op
Wilburton, Okiahoma

Notes taken from Mr. Beard's presentation

Background

Related history of his electric ccoperative and The situation which ex' sted when he
became manager. Cooperative was operating without margins. There was deep mizunder-
standing between board members, members, employees and The public. Marager spent Two
years trying to get understanding and getting support for the cocperative and its
management., This was accomp!ished Through much time and effort on the part of the
manager. Many persconal contacts were made by him fo gain understending.

Problems which existed in The service area and how the coop cvercame Them

Many houses in area in such condition That serviceman could not find 3 piace fo
connect The service.

2,000 idie services. Coop gained consumers until 1955, then beganto experience an
out migrartion since Then.

Rural areas didn't have The conveniences ot Ttelephone service and adequate supply
of running water. Also job opportunitlies were needed.

Action Taken

Manager and electric coop helped get telephone service fto the members by working
with independent telephone companies and REA who supplied funds to the companies to
construct facilities to the electric coop members. As a result of Thig effert area
coverage has been achieved with Telephones and four or five private teiephone com-
panies in the area are REA borrowers,

Elec. coop manager served on the committee for the first rural water zystem in The
State of Ckishoma. In service area there are now three water systems suppiving
wholgsate water to small towns., Farmers Home Administration funds were used 1o
develop these water systems.

When telephone and water were obtained The electric coop began to gzin members and
gained S0% in membership during fthe last five years.

Housing and industry stiil needed

Every city in service area has an industrial committee. Secured a carpet factory To
emplioy from 500 to 700 persons. Walk-in survey in 40 mile radium Indicated 2500
people avaliabie for work, NO HOMES AVAILABLE FOR employees.

Action Taken

Electric coop manager serving as chairman of communify action group. Group looked
into housing problem. Several of the group, including the manager, attendad NRECA
workshop on housing and saw what was taking place in Florida with modeling housing
program where a new city for 60,000 pecple is being built. Group employed td Kiley
of NRECA 1o assist them in meeting housing needs. Learned That community action
group was not organized to recelve grants, loans, etc. Rural electric cooperative
served as the agency and organized a housing development corporation, after making
sure the business leaders in the area had no objecticnste the cocperative moving
in fthis area. After gaining business leaders support the electric cooperative
moved to compiete a housing survey with the assistance of NRECA. After much
negotiation Federal Housing appropriated $1,700,000 to build 100 homes. This
amount to include the development costs.
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An architect has been emplioyed and the project is moving. AT
houses have been constructed. this is the first time Fe dorc’
a loan for housing outside the ity [imifs and 1o 2 cooperative group

(Housing Survey follows: See Exhibit #1)

In working with the peopie in “he area [¥ was found that too many pecpie didn't have
a nice home because they didn't know how to get i+,

Worked with Farmers Home Administration 1o help publicize Their iosn program,  Found
good cooperation at state lave! but rsoiuctance at the local level. Finatly The county
FriHa repres sentative accepted assistance from the RE coop. The RE coop emgioyees now
take applications for FmHa. The RC coop has a manual on how To process 507 FmHa loans.
(A copy of This manual may be cecured by writing Mr., Beard.)

While the RE @mpioyee% have processed few loans the number processed by FmHa local
offices have trippled since This progrsm began and the RE coop has heiped fo pubiicize
The availability of FmHa loans for housing To 1+s members.

RC coop is also invoived in FmMa's self-help plan. Coop received grant of $75,000.
{one of 3 in the United States) to initiate a self-heip program in home construction
to cut the cost of the house 10% by using family help (this is known as "sweat equity™).
Grant pays { salary of RE manager's assistant and secretary and fuli salary for one
powar use man and twoe instructors for two years. Seif- help pian now has eight appli-
cations. Vocational-technical schools asre working jointly with the cooparative to
train craftsman  Through the self-help grogram. The manager stated that eventually
The seif-helip program would be turned over 1o the Yocationzl-Technica! schools.

GROUP DISCUSSION
The question of how the wa*cr and sewar systems develcoped Through use of Fmba funds
were managed to provide continuity. It was pointed out That each system has its own

management or is managed by the Town or viilage i1 serves.

To the question "How 1s The $1.7 million ltoaned," the manager replied,"To & separate
housing cocperative group and that the board of the RE system constituies the group.”

When asked (f he were getting modular and mchiie homes in his service area, The
manager replied, "Mobile homes, ves; modular homes, no."

Someone in the group pointed out that Northwest Rural Electric Association, Cambridge

Sorings, Penn. has made appiication 1o have the flrst moduia: housing development in
a RE service area.
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Exhibit # 1
HOUSING SURVEY

The Kiamichi Electric Co-op Area Housing Committee wants to bring new and better

housing To this area. in order to help us determine the number and type of new
homes needed, would vou please answer these guestions. You do not need To sign
your name -- all information will be kept sitrictly confidential.

Thank you
1. Present resident of County
2. Number in family Ages

3, Own or rent

4, Present rental or mortgags monthly payments (if farm

owner, please estimate)

5. Annual income —- over $2,000 (please check)
over $3,000
over $3,500
over $4,000
over $4,500
over $5,000
over $6,000

6. Number of rooms In current house

Living Room / / Bedrooms / /  (numbers)
Dining Room /_/ Baths / /-~ Indoor / / Outdoor /7
Kitchen / /

7. How long in present nhouse? vears

8. When was present house buill {approximatel? 19

9. Would you be inferested in buying a nsw house?

10, Would you be interested in renting an apartment

11. Would you be willing to move? a. within county
(pleass check)
b. into a neighboring county
C. into town

b



A MODIFITED APPROACH TO ORGANITZATIONAL PLANNING

By: Eric Nicol, Management Consultant
Washington, D.C.
James Kiley, Assistant Manager
Sitoux Valley Empire Electric Association
Colman, South Dakota

Eric Nicol's Comments on James Kiley's New Concept in Organization Planning

Eric indicated that as a result of Jim's work and his consuiting and discussions with
him he had changed some of his thinking concerning organization pianning. He stated
that he would express his convictions before Jim discussed his New Concept in Organ-
ization Plarning which is being put into effect at Sioux Valley.

Convictions

(List 1 through 12 as shown on the attached).

Other comments by Eric

We do not put people to the test with GUTS of management.

We tend to spend time on "how to do 1" not on HOW TO GET THE BEST RESULTS.

Doug McGregor made the point in some of his writings that we spend a 1o of Time
formalizing organization planning and that i+ is almost impossibie To follow The formal

plan in management practice. He raised the question, "How do you justify formalizing?"
This would make for a good discussion, if we have the time.

Notes on James Kiley's presentation

(A documented statement of Organization Pianning-A New Concept containing a descrip-
tion of the plan, responsibility guides, position evaluation factors and degrees and
the Sioux Valiey Pian - 1971 was prasented to the consultation participants and re-
viewed by Mr. Kiley.} (See Exhibit # 1 for brief summary.)

Pointed out that for the first Time in the history of the Rural Electric Program, and
due primarily to the work of the Long Rarnge Study Commitiee of NRECA, the program now

has a statement of viewpoints and objectives.

To make sure we are meeting objectives, we must have a good sound organizetion,
properly staffed to do the job. Orgenizalion must have flexibility.

Jim pointed out that the project approach was used al Sioux Valley in developing
This new organizational planning concept.

Classifications of Positions

He pointed out that one of the Major problems in any attempt at job evaluation is the
proper classification of positions. He stated that the Sioux Valley approach defined
the classifications so that each employee could identify The classitication in which
his position fell.

Position desciriptions

Position descriptions should be as concise as board policies,
Used exampie of position description for General Manager which was one page iong.

-7 8-



Position Responsiniiity Guide

The format iz established for each ciassitication of positions and the suparvisor and
position incumbent detine responsibility at *that particular point in Time.

In fthe responsik
experience neaded for meeting the responsibiiities of the pos!

that *this new organizationa! planning concept had been applied to the key
management, supervisory, professional, technical and adminizstrative positions in the
Sioux Yaiiey coop and that Tthere were 27 people inwoived in program and in filiing
these positions. When The work was completed on job evaluating and job pri c;ng
There were no questions about the place The position fell in the wagse and salary
structure,

He pointed out that there were three bssic meThods of position svaluation utilized
at Sioux Yatley in structuring their wage and salary program. (1) Point Value
Compartison {2) Straight Raﬁkfng, and (3} Market Ranking. He indicated Thaf in the
deveiopment of the point values for factors in the job evaluation manuvsis There was
an arbiirary agreement on tha welghting,

He stated that the pay plan had 21 different positions and 27 different pecple in
the plan, and 18 pay grades.

It was pointed out that in grades | throu
grade was 10% below market. Market is te
Tion survay.

ugh éii In the plan that Tthe boftom of the
zted annually tThrough the NRECA compensa-

Clerical and frades and cratts positions are not in the integrated pay plan devel-
oped at Sicux Valley.

Lump Sum Mer i1 Fay

Jim po?nhed out that a lump sum merl? Increase could be considered as a possib!e
alternetive to merited step incresses. This would reward for past accompiishments
and would be a one time payment.

Merit Adjustments

T

NoT more than 3 to of personnel in orgarization shouid receive merit adjustments.

Protessionz! Guidance

Crganizational planning requires professional guidance, efther on ‘the staftf of the
genera! mapasger or consultant's services

Administering Pian

To administer plan, policy is needed and communications is essential. LEVEL WITH
PEOPLE BEFORE YOU DO 1T,

Need controis to determine whether plan is being administered properiy.

Tilty guide i1 is necessary to ook at the pre-requlsite knowiedge and



Eric Mice!l's Summary

Eric stated That he had worked 18 years with the rural electric cooperatives and
that he began working with RECYs when Charlie Bouleson calied on him to do some
consulting work with Sho-Me. He said that high points In his work with the REC's
had been whan he worked with 2ight members of the present mansgement consuliation
to getT the group started in 1958 and the staff assistent seminars which he had
helped to institute with NRECA,

Fointed out that the central idea in Jim Kiley's presentation is the develicpment
of a consultative approach by every supervisor working with his pecpie. The
Supervisor sits down in a counseling session to discuss, and doing, what his job
should be,

Commented on the project approach as s means of involving capable people 10 get
the job done.

LCepartment managers should commit what they really should be doing to writing.
This 1s what the responsibiiity guide does. The guide asks:

"How do you know you are doing a gooed job?" "What are you willing to be re-
sponsible for during the next yvear?"

Position responsibility guide more realistic for job evaluatTion tThan position
description,

Key 1o success in organizational planning is involvement of peopte,

Every supervisor should have four opportfunifies annualiy 1o counse! with his em-
ployees (1) Development or updating of position responsibility guide (Z) Goal Set-
ting (3) Performance Appraisal (compared To goals sel) (4) Salary Review.

All research work done in managsment will not be worth much unless we ask curseives -
"What are we Trying fo achieve"?

WE MUST BUILD PEOPLE TO PARTICIPATE IN ACHIEVING END RESULT

Eric discussed a goal setting form which he had developed. The form provided for
goals to be identified by Key Job Areas, with space for 7 goals, a space for target
date for each goal and for review purposes the following questions: (1) Were goals
achieved on Time? (2} When were goals achieved, 1f not on target date? (3) Were
there questions of quality of results; if so, describe;and finaliy,space for further
action program which may be needed.

Group Discussion

{s the lob evaluation committee obsolete? Yes, get Involvement through deveicpment
of position responsibility guide.

Who headed project group for the development of this program at Sioux Valley? The
general manager. You get a high degree of acceptance ot results of a job evaluation
when the general manager says this is how | have evaluated this position.

What do you use position responsibiiity guides for besides job evaiuaiion? Used by
supervisor and employee for perfoimance review and goal setting. When vou are goal
setting, separate the personal development goals from goais which contribute to the
organization's goais.
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How oftfen should you review responsibliity guide? Esch yeac as a part of the perfor-
mance review,

When writing position descriptions emphasize The classification of the
description. (Example, management, professional, supervisory or adm!
positions should define functions in These terms.)

Key ingredient fo acceptance of pian Is The WE LEVELED WiTH PEOPLE.

Production and Maintensnce and clerical empioyees at Sioux Valley are aot evatuated in
plan. Production and Maintenance workers are unionized.

Success of program depends on the amount of commitment on part of General! Manager.

Virll Herriof, Genratl Manager, Sioux Valley stated that General Manasger shouid find
out what his peopie Think about the sysfem's wage and salary plan, Changes should
then be made to conform to what he finds out.

several persons in the group expressed the fact That the NRECA national compenszation
survey is The best survey available to REC's at present and urged more REC's to
participate in the survey.

Jim Kiley stated that to start this new concept in orgsnizational planning 5ioux
Valley took its 10 key performance areas and heid 10 special board meetings to

discuss areas of emphasis, before proceeding with changes in thelr organization.



12,

Nico:

Convigtions

Our concern aboul organization hac been mostily with the form rather +than the
substanca.
Charts, posiiion descriptlions, tactors and degrees, etc. Ofter at the
expensa of whal happens o peopie Jim Kitey's significant modification
Is with the invoivement of peopls,

Some svafi assistants are outstanding but still too tew are ressarcher inn-
ovators and interpreters of organization and behav?Ofai sclences,  Jim K?iey
has innovated an answer that soives a ot of staftf assistant oroblems.

Too many managers either do not know how o use staff assistants or they have
other ideas, In either case organization 1s neglected and inetfective. These
managers will not fikely use Jim's plan despite good staff assistan

Too many consultants, including Eric Nicol, have not faced up 1o realities of
change. HMave relied on old skills and experiences instead of keeping up-io=

1.0 0%

date and absorbing new skilis. NRECA is advocating change in this respect.

Boards, Managers, and Staft Assistants in foo many cases have leaned on con-
sultants. Have applied The p:ocedu;a: parts of the consultants' recommenda-
Tions and not enocugh of the spirit, We all need to know more about behavicoral
sciences and the affect on organization,

Too many boards and managers have let inadeguate departmental management hand-
fcap thelir organization sometimes for many years. Consultants and managers
have not had the fortitude to recommend or take obviousiy reeded action.

(This is a big fault.} We need 1o discuss.

Consultants and manaders because of principies of salary administration
established salary levels for positions which the incumbents can't possibiy
ever earn. Some are much underpaid. (This could create more discrimination.)

Most rural electrics which have salary and wage plans have let position evaluy-
ation be the bssis of emplovee reactions and judgement because of absence of

good administration. Which could subtimate or enhance the effects of evalua-
Fion.

MosT managers and staff assistants are still struggling with meanings of
Behavioral Science, Mo?:va?&on Farticipative Management, Counse!lling

Ferformance Appraisal, etc. Their appliication requires managers To be people

centered. Almest all of us have greal difficulty making the transition from
being job and activity cantered. Organizaféon inciuding salary and wage ad-
ministration can be fully effective oniy with people centered direction,

Positions descriptions as presently prepared are not realistic for evaluation.
We have another idea. STl to be tried.

There is need for resesrch in the classification of positions for evaiuation.
For instance, can you evaluate management and professional by same factors.
s a secretary clerical or adminisirative? Jim wii! discuss others

Position evaluation is the job of prefessional experts and/or top menagement
decision makers., The latter, if not professional, reguires a consuitant.
Representative committees of emplovees are not the answer., (This one was
the Toughest for me to accede to. |t was my own decision, however, )

WEE...



Exhibit # 1

ORGANIZATION PLANNING -~ A NEW CONCEPT

A Practical Approach to Wage and Saiary Administration with
Emphasis on Personsal Development and Merit and Incentive
Appraisal Programs,

James M. Kitey

A significant development cccurved at The March 1969 Annual Meeling of the
National Rural Eleciric Cooperative Association. This development was the adoption
of new statements of Objectives for the rural electric program. Thess objectives
were enthustastically adopted by an overwhelming majority ot the representatives of
the 1,000 rural electric systems gathered for the annual meeting.

Why was this development so significant? First, because for the first Time
in nearly 35 years the rural electrification program had a unifiad articuiated
commitment to purpose for all to behold. Second, because of the method in which
this achievement was accomplished, Representatives from across the nation, 26 of
them, securing ldeas and polints of view and through numercus commitfee meetings,
discussed, argued, wrote and rewrcote what they felt and what they heard until these
statements were finally developed and reccommended to the membership.

This now establishes a base. A base from which well directed, consistent
and appreopriate action can flow. Also, it represents a standard against which all
rural slectric systems can measure their own point of view and the direction in
which Their system is heading.

I mention this fto make it clear that | feel the real purpose of rural electric
systems in today's society has been determined and i+ has been stated. Thus, The
traditional hodgepodge of pursuits among rural electric systems is no icnger defen-
sible. We have a programwide national purpose and commitment. The challendge now
is, How do we live up to these commitments and Justify our continued existence?

We must recognize that rural electric systems need tc individually adopt
simitar statements of purpose and commitment, They can Then proceed with the
evaluation and adoption of programs and activities designed to make progress tTo-
ward their objeclives and commitments. This requires vision, IT requires leader-
ship, and most important, it requires modern day effective management. Rural
electric systems must gel themselves in the position where they can clearly defer-
mine what must be done and whether or nol their present managemeni possesses The
vision, the leadership and skills to get it done,

Questions bheing asked by many boards of directors of rurai electric systems
today are, "How can we Tell what our management's needs really are? How can we
real ly be sure that what our system is doing is consistent with The needs of our
members and The rural community?!

Une methed, one c¢ritical method, is the subject of this report...ccae.s
Organization FPlanning.

Rural electric systems in The main have been "home grown” with a limited
utiiization of professionals among their management and policy-making people.
During the growing-up stages of rurai electrification much sssistance and even
specific direcltion was provided by the REA, Assistance was given in Accounting,
Engineering and in Construction, Operations and Maintenance 1o name some of the
areas. This assistance has been withdrawn in most instances and the rural electric
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systems are ssked lo oparate on their own. | have serious question as to whether
the background, fraining and point of view required to effectively deal with
tomorrow's problems s present in the manzgement personnel of today's rural electric
systems. Can management personnel wi+th |imited hackground, fraining and point of
view be expected to effectively interprel our newiy stated national purpose and will
they be able fo visualize the necessary programs and activities our systems must
undertake to keep faith with our new commitment? HNot unless some change:s are made.

What Then, where from here? One answer cleariy lles in Organization Flanning.
Crganization Planning preceded by a systematic, objective and critical evsiuvalion of
how your system is equipped to meet these new challenges, both in terms of the number
and *type of top management personnei needed and the quality of Those you presently
have.

What we need is an Organization Planning Conicept That is workabie and under-
standable by the average rural slectric management group. An organization plan that
is tailored to fit the needs of the orgsnization and one which recognizes the
npeople avallable to carry out required programs and activities,

My discussion here of Organization Planning is designed to dea! with The over-
all subject, primarily in terms of the specific methods and technigues of doing
organization planning, rather than a discussion of The principlies of organization.
Kuntz & O'Donne!!, in their Principles of Management,'/ cover these principles in
detait. Organization policies designed to reflect these principles, in actual prac-
tice, are available from NRECA or any number of rural electric systems thal have an
organization plan. In addition, many of the Ideas expressed here grew out of a re-
view of "Wages and Salaries" by Robert H, Sibsongz/ This book represented To me a
chronoclogy of the successful application of wage and salary methods and fechnigues
to businesses Today.

E/H. Koontz & C, O'Donneil, "Principles of Management,” Second Edition, (McGraw-
Hi b Book Co., Inc. 1959)

Z/Robert E. Sibson, "Wages and Salaries,"” Revised Edition (American Management
Association, Inc., MNew York, 1967)

~34~



Job Enrichment - Concept and Strategies
Dr. Ertk Winsiow
George Washingron Un o versity

Notes from Dr, Winsiow'!s Presentation

Background -~ 90% of ail scientists who ever {ived are alive today. Biggest thing
sclentistTs do s CHANGE THINGS.... What does this .mean to REC'sY

Dispersatl of people away from cities
More people with coilege educations, lesz manual labor

Whole concept of what is werk is changing

By 1975 one out of three people in United States in work market w'i! have some
college fraining (at lesast one semester's worth of work).

it is easy to be a president or manager (or dictator) I{ pecple under you are nof
educated -- THEY DON'T THINK.

Im 1960 one~half the population of United States was over 33 years of age.

In 1270 one-half of This country's poputation was under 295 years of age.

Not many men between The ages of Z8 and 44 - shortage of management pecsonnel In
this age group. This has made companies very aware of manpower planning. in The
military and in industry we are finding younger and younger depariment managers

and senior officers.

One-halt of the population under 25 years of age has changed markeTing strategies
for companies.

Cne of the Tthings which will present motivational problems is oider men al iower
teveis of organization, with younger department heads, seeing no possibi!iiy for
advancing.

U Thant of The United Nations said that in the 1970's we must live with The fact
that man haes finally changed his relationship 1o resources. In the fature 11 will
be ouir decisions that will determine our resources.

We are hooked on information ~—-— so we |isten.

Today we make decisions and they are put into action immediately and feedback Is
instantaneous.

We have an adjusTment probliem because of fthe rapidity of communication.

From the above background informafion the discussicn moved to job enrichment.

All business schools have courses for managers on how to use money (financing’), raw
materials and Machinery and Equipment. We have never really lfooked at the only
resource that is not fixed, MAN is the only resource that can change e!ther nega-
tively or positiviey with refatively 1ittle input. During session discussion will
center around This resource - MAN.

Why do people work? Group reasons were ---- They want fo be happy. To earrn a living.
To relieve boredom. Social reasons. Self-satisfaction. Recognition. Makes me feel
important.

Detinition of work - Directed Time and Effort,
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something is wsualiiy wrong with (1) Or
on Ceupervision); (4} interpersonsl
Tus; (73 Job Security; (8) Prestige.
promoted from s Technlical posivion) of ren

Satary iz between being a job satisiier and dissatistier.

The guestion was raised,”
W1nszow, "Ore

tivity a satizfier?™ The answer
aTivE?y Is not as much a satisfi

given by Dr.
figr, 1t is a part of achievement. |f

fle creativity In one area I witl surface in anothe Evely person
s pOf@ﬂTfﬂfly frea?fve; Qur jobs as managers (s to release that crealivity in a
constructive manner.!

Molivation -~ Managers sometime

@5 Teal, b know | owant fo do s goced job, bult b am
notl so sbout everyone slse.

Refaerence was made 1o Mas!low's zhy of needs and 1t was pointed out that the
satisfying of the needs did not necessarily happen in the sequence suggested by
Mas fow .

IOTIVATION comes from a chance To do something thet is satisfying.

There are ltwo sets of needs operating at all fimes in each of us - (1} The avoid-
ance of pain (Dissatisfiars); (2) Growth nasds (Satisfiers),

Dr. Winsiow pointed ocut That there was no way that he, as a professor, could get
creztive behavior from his ciass if he lectured To them all the - . He then
posed the question, "HOW DO YOU AS A PRACTICAL MANAGER MOTIVATL PEORLEZY
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He answered by saying ~ Give responsibility and accountability.

[t is not always easy To ses how to meet growth needs in this industrial engineering
society where - Interchangeable psople, deing Interchangeablie jobs on ‘nterchangeable
equipment are at work.

Incentive Managemsnt - Incentive management is present when 5% of the incentive is
e - . ‘ﬁ p <
due to pay increase and 95% of the incentive Is due to job engineering.

These fThings must be present before motivation (incentive) oocurs. (1) Adequate
Salary; (2) Good Human Relations; {3) Good Supervision; {(4) Good commenications, and
(5) Status or Prestige. (Status symbols are not motivators, they are dissatisfiers
if absent.)

Keep wage and salary plans simple. People paid under a plen shouid be able To under-
stand i+,

Definition of two-way communications given by a foreman -~ "He tells me, and | tell
him,"

What has happened Through the five ievels of needs which Masltow defines i{s that in
locking at Them and emphasizing these, we still did not LOOK AT THE JOB.

When creativity is not recognized and given outlet I+ becomes planned mistakes or
MALICIOUS OBEDIENCE.

Three ways of looking at an organization

TASK

ATTITUBE SELECTION AND PLACEMENT

We have been looking at the human relations approach directed at changing attitudes
for thirty years and results are miserable.

We have made the assumption thal talent and ability are distributed on a normal curve
and that jobs are also arranged on a normal curve, when jobs are, in fact, arranged
ina highly skewed way.

We tike fo play a beautiful game in hiring....We hire for upward mcebiiity.

No manager worth his salt would waste - MONEYY* MATERIALY MACHINES - but loock at the
waste In manpower resources.

WHAT WE MUST DO, just like Tayior, we must focus on the TASK. Because when we ook
at the Job - the tasks - here is where the MOTIVATION is,

Job worth doing is worth doing well -~ Turn This arocund - A JOB NOT WORTH DGING 1S
NOT WORTH DOING WELL.

Question from the group, "There must be a conflict with The manager's job and all
these varisbles you mentioned?"
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Dr. Winslow replied that there are only two variables - (1) is Environmeni Good;
and (2) ls The job as good a job as possibie.

Organizations have dons & good job on maintenance factors, haven't done much with
motivation factors,

Maintenance Factors may be idenlified as - HEARING and Motivation Facfors as VISION,
Once you have determined That you are treating the guy falely, Then igT him do as
much of the whole job as possible.

While management has been demanding greater productivity and high quality work it
has been doing devastating Things fo jcbs.

The supervisor - employee - task - client work relationship is misdirected and
Interpreted.

The work relationship is with The worker a1d the c¢lient and not worker - supervisor-
client. The superviser's job is to somehow make the task-client-worker relationship
gasier,

There is no such thing as an unmotivated worker. People work within the boundaries
of rules and regulations. They see that as their ciients. WE CONFUSE THE CLIENT-
WORKER RELATIONSHIP.

Urganization must go back to the job in shape.

Dontt overplay who the client is in the worker-cilient refalionship.

Unions in the next five to ten years will be negotiating on MOTIVATORS.

(AT this point Charles Weaver of NRECA stated that he had reviewed s union contract
for clerical emplioyees of a cooperative which listed things thatl The office manager

was doing that should be passed on fo the clerks.)

Assignment to develop job enrichment for Freight Service Elevator Operator and Key-
punch Cperators.

Group was gliven position descriptions and case background on two positions and asked
to deveion job enrichmant programs for each. The results of the group activity were
discussed.

The group developed its recommendations with the following guidelines: (1) Assume
that turnover is a problem in these jobs; (2) That it is important to solve this
problaem and that (3) The job can be changed, (4) Brainstorm (or greeniight) and (5)
Remove hygiene factors (dissatisfiers) (6) Remove generalifties. GET PARTICIPATION
FROM EVERYONE.

Seme of the TRAPS which the group fel!ll info while thinking through possible change
in the jobs were: changing the physical surroundings and providing status symbols
rather than thinking of job enlargement or really CHANGING THE JOB itself.

Dr. Winslow pointed out that the position incumbent should not participate in
enrichment exarcises for his job.

Dr. Winslow reminded the group that should an incumbent be permitied to participate
in enrichment exercises for his job, one must be prepared fo put into effect any
suggestions incumbent makes.

pev e
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He gave an example of how some supervisors stifle inittiative In personnel under
their supervision by relating how 3 golf oro might feach somecne learning fo play

golf. If Tthe golifer gets into a sand irap Tthe pro says, ''No, you can't do fhis
shot, This is & pro shot.” it This should happen, how would tThe student ever
fearn.

[+ was pointed out that when a person is locked Info a situation he is not in a
position To take a broad view.

ANXIETY 1s a problem of job enrichment, particularly with the superviscer who
thinks The door is being opened to permit a iot of mistakes.

Job enrichment is a strategy to do a numbar of things.

When a guy is busy doing the job which is challenging he is fcoo busy for "one
upmanship."

CAUTION ABOUT JOB ENRICHMENT - Change The lowest level job in the division., Pull
decision making down. When this is done, you have changed every job in the
division.

DG ONE CHANGE AT A TIME N JOB ENRICHMENT. Think in terms of a module of work
with a clear beginning and end.

TWO THINGS TO ENRICH JOB - (1) Build in more responsibility
(2)Y Provide Immediate Feedback

Think of job enrichment in Terms of - CLIENT - MODULE - FEEDBACK - RESPONSIBILITY -
CONTRGL,

Job enrichment encourages a person To reach To a higher level job.

GET PERSON A MODULE - Something That is his. When we give a person ownership over
a job his perspective changes.

Job enrichment leads To Job Turnover., There is upward mobility.

Sumnary,
Look at the job and look at the human rescurces.

A et of things that managers ook on as problems are just symptoms of misplaced
human resources. Leook al (1) Surroundings (Hyglene needs), {2} Growth Needs.

As managers, we must move job so That we use The talent and ability available In
our human resources. Remember talent and ability are not distributed on a normai
curve.

Managers must make DECISION TO USE falenis and abilities available to Them,

A managerial decision can be WE CAN'T DO IT. The next suggestion then would be
to eliminate the job by automating, or moving selection to fit the job.

THEN~
Be prepared 1o deal with a continuing morale problem. Take care of hygiene problems
and shut up about it. Hygiene problems will escalate, but This is a consequence of
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managerial decision.
QUESTION - AS A MANAGER ARE YOU SURE YOU WANT MOTIVATED PEOPLE?

If you say vyes, you may find yourself in a manager's position you aren't prepared for.
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O MANAGEMENT CONSULTAT: ON

Jim Goltden, Program Chalrman, opened the 1971 meeTing st 9:00 AL M. on
The meeting was heild at the Ho'iday inn, Kimberiing City, Misscuri. Atren
report indicated 23 people in alttendance representing 19 consumer rurai
systems, a statewide assoc on of electric cooperatives and the Nat one! Rural
Llectric Uooperative Associalion. Participants at the consultation were asked fo
introduce themselves. Jim Golder Then introduced the Consuifation Chalrman,
Charies Boulescon, who weicomed the group and gave some interesting historical and
geopgraphic information concerning the area. The program for the next three days
was briaetly reviewaed.

Chairman Bouleson called the group into

consider one item of busingss. He brought to the attention ¢t the group the fact
this would be £ric Nicoi's fasT consuitation meeting because of his retirement,
Barbara Deverick presented a resoiution and moved its adoption. The motion was
saeconded and adopted as follows:

sssion at 1:00 PuM on May 13, 1971 o
f

-
T

Appreciation

Resolution o
2iC NiCOL

EF

WHEREAS, Eric Nicol, Management Consulisnt, has maintained a continuing and sincere
interast in the development of improved management practices among the rural electric
cooperative systems of the United States, and

WHEREAS, he has rendered invaluable service to many systems and individuals in the
formula *lon and appiication of cencepts and viewpoints respecting the principies and
functions of management, and,

WHEREAS, he became the ieading exponent in the establishment of the Management
Consultation for The purpose of examining, exchanging, sharing, and promuigating
ieas and experiences in the appiication of the Management role by Managers and

Assistants, now thersfore

BE 1T RESOLVED:  That the Management Consultation In Its annual conference assembled
May 12-153-14, 1971 at Kimberiing C%+y Missouri, express its sinceve and hearifelt
appreciation To ERIC NICOL for his many years of ald, assistance, and encouragement
to this group, To the individuals wti whom he has been associaled, to the systems,
and to The rural electric cooperative program generally and extend to him best
wishes and continued success for the future.

Tha business sesslon was helid at 8:00 AL M. on May 14, 1971 with chairman Charles
Bouleson presiding.

Treasurer bverette Bristol preseﬁﬁgd % s report which was accepted by the group.
(See copy of treasurerts report attached.?

The treasurer urged those systems which Pad not yet paid their annual dues of
$£100.00 to do so.

The chatrman expressed appreciation to bLverette Bristol for his fine work as
treasurer of the group. HMe alsc Thanked Blue Ridge Electric Membership Corporation
and Secretary Barbars Deverick tor preparing and distributing *the 1970 consultation
proceedings.  The chatrman appointed Barbara Deverick s secretary o0 ?he 1977
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rence group appooved the 1970 proceed ngs as

the group, ior the very

oNg were exlended Toorura
he

: el
anned to par

vaerman., i1 was
Yaliey Cooper

commiTiee, presented fthe commiffes’s
sportaed by The Commiliee:

Yirgii
report.

- Hevis Hanna

Prograr Commities ok Cochran

The Nomin: ; nittes - Charles W
) Lﬂﬂ rman -
lembership

Daman

> - Tom Townsend

the repori of the MNominating
a unanimous bailor The

site and o~+e of tha 1977 meetin
nossible ¢ 5 The dates ot May
The group agreed that the program
chatrman would seisct the ity for the
that the 1973 site zhouid also
st year To check It out, The

meating sltes for 1977 or 1973

5

. chatrman of the Research Commities, for
comml tree Ts attached and made a part
sy and second by Ciift Robertson, the
and criteria tor membership in The
sented in the committes’s report.

The of
The commii
of These mi > !
nraambie, statement of
managamen’ consultation

1i

in furthaer discussions concerning membarship in the consultation group 11 waes
agread that the membership comm s should review The attendance ot and make

to assure systems wish to remain active and are meefing

/*\

scondad and adopted by the group that
tee should he exganded To evaluste comp!
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with the membhe

that the functions of 1he
e compiiance of member < tems

Motion was made, seconded and adepted by the gr
membership committes should be expandad to evalua
with the membershin criteria,

The chairman stated That a!! members who had paid 1871 dues shouid reoeive & copy
of the 1971 procesdings.

Jim Golden discussaed thae consylfte
Services. He relsted a3 conversar:

relationship with NRECATs Marzgement

ith Bob Kabat in which Rabg! the consui-
tation group as dealing with research problems. Kabat pointed cur * he feif a
balance in & good consui*afif f cam would 1/3 of the time spest in reporiing

on preogress of resesrch projects; 1/3 of the *ime iIn study on probi?mq and tech-
nigques ofREC monagenment and The appilcation of new ldeas and determining new
research projects; 1/3 of the time with someone from The academic o business

v

world who witl bring new idess. Jack Goodman poin%ed aut That *ho h& jOr purpose
of the censuitation in the beginning was fo p;ov ide continuity for st ;Uy and re-
search. tim Kiley stated that 11 might be well for the execulive committes 1o
personally contact NMRECA and Kabat as to the pvrpoce of the group as currently
defined in its preamble, viewpoints and objectives.

L

Jack Goodman discussed the proposed [lst of research projects which the vesearch
committes had develiopad, a copy of which s attached and made a part of these
minutes,

Other r

pro 1 ware: How To have effec+?ve deOQCWGH? De
Making groups, and the need for more uniformity in approach witho Nt
innovat Virgl! Herrict pointed cul that The REC's had accepied the cbj ‘ectives
enuzc|di0( by the Long Range Study Commitiee of NRECA but the REC's had not Taken

the next

he would retain the special ad hoc commitles appointed
a management acoreditation program similar 1o The

U

Buel be notified 1t

the consultation
deveiopment of manage '

seiection

guides.

Yirgi! Herrior

develop standards
primary responsibi
to use | :
are
to ? S y
adopted by Ine group‘

he teit that the ad hoc committee shouid emot To
managamant A - slon Virgi! Herriot moved that the
Py oof the commi e should be to altempi To develop standards
the management performance of Rural Electric Systems which

L ' and objectives of The systems and ars simtiar
The motion was seconded and unanimously

Charles Bouleson Then reminded the group that the committee members were Jim
Kiley, Chairman, bverette Brisgt sk Coodman and Cecilt Viveratte,

Jim Kiley stated thal the committee would solicit ideas from The group for the
project and will have a report tor the 1977 conszuitation,

Several representatives at the vetunteered To work on of
pro . Sho~Me Power Indicate fd owork on Valid Apti
Craftt and Clerical tmployees, Blue Ridoe Ciectric indicated

.
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the Application of the Computer to Rural Electric Management Information systems,

The chairman asked the group if it wished to take aclion concerning the name of the
consultation group. Motion was made and ssconded and adopied That the nama of the
group be changed to Rural tiectric Management Devetopment Council.

There being no further business the chairman declared the meeTing adjourned,

- A e < ‘
- . - i
7 ~ s i X N ) 9 ;
{ A A NAN G Y ,./\L.i’.}_,v'fifé{n}),/[

Secretary
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REPORYT OF NRECA MANAGEMENT CONSULTATION RESEARCH COMM. T

Committee maember

Cecll vivc’rf“c

Evarett Brigre
dack Goodman

annual
this

The Management
Consuitation meet
Commitiee with The

fee was appointed at
»rgis. The Consuit

1. Review the statements of Yiewpoinis and Objectives of the Consuitarion and
suggest changes or modifications whare appropriate.

2. Search for and ident!f 5 t research leading to improvemenst In
medern management orincip! GIg ractic 2 They appiy To the managemeant
of rural electric cooperati

resaarch can be carried out

¥
ot costs,

5. Suggest methods ard proc
including the employment of outside consultants snd determins?

the 1971 Consuitation, in depth, in

4. Make recommendati , En r
Consuitation and authorization ‘o proceed tur-ther.

for the approveal

After recelpt of ithe assignment of our duties, the Commitiee he!d three meatings,
atl of them at NRECA, The & fing of the Committee was heid on duiy 30,
1970, fthe zecond meeiing on 18, 1970 and the ¥hird meeiing on March 12,
1971, The Committee was as Pte discussions by Bob Kabet and Chartie
Weaver of NRECA and by ot Neison and Nicol Management Consults

Eeio N

The Commitiee discussed in detal! what we considered 1o be the major purpose of
our annuai Consultation meetings. We heve attempted, in terms of “nhe Freamble,
Viewpoinis, Objectives and Participation Criteria, to reflect our opinicn as to
what we feel *his group stends for, what we feci we should be doing and, more
impertantiy, what we fee! those who participate In cur Consuitsiion group should
bring to the group in ferms of qua i ions and past experience.

I5]

For what

ba [ittie ques

We present this the Commitiee hopes will be widespread
discussion, fon as to the need for *b Type of
activity the inveived in., We hope that as a resuit ot the
adoption and adherence +o the Viewpoints, Oblectives and Criteria that our

ro

Consultation group can be more effective ‘n the future.
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MERE AMBLE "

in March 1969, the NRECA membership adopted viewpoinits arnd objectives for
rural electrification as prepared by the Long Range Study Commitiee. This action
has significance only when member sysfems identify with, and deveiop pr !
support of, these viewpoints and objectives. Success in The Impiemeniat!
of such action programs is dependent upon excelient leadership and the effective

management of resources, especially human resources,

o

NRECA, through itTs Management Services Department, has carried on effective
training and development programs for rurai electric system managemerts, both
efected and employed, and the resultc of these programs are obvious in The up-
grading of the guality of management in recent years. However, NRECA has |imited
resources for the research, experimentation and innovations in management practices
that will be required to meet the demands of a rapidiy changing sociai order.
Moreover, REA continues to withdraw its advice and assistance o borrowars.

Thus 1f Is clear *That some systems must assume a more active roie in
assuring competent, dynamic management for the future. There are people with~
in the program who are qualified and wiiling to see that the necessary study and
research are undertaken toward This end. Such people have formed the Rurai
Electric Management Deveiopment Councii and the feilowing statemenis express
their viewpoints and objectives:

-



STATEMENT OF VIEWPOINTS

We beiieve fhat the furure success of the rurai electric program
is dependent upon dynamic manzgement and |(eadership and that this
can best be accompiished through a planned program of Managsment
Training and Career Developmen® utilizing up-to~-date management
principles and fechniques.

We believe thal research and development of new concepts and
approaches To management must be undertaken if rural slectric
systoms are to effectively fulfill the responsibilities innerent

in the objectives of the rurai eiectric program.

We believe That the development of up~to-~date managemsnt programs
depends on s wilfilingness fo innovate, study and review present
management principles snd practices and then transiate the resulfts
of such sfudies into meaningful programs.

We believe thal management principies and techniques must be
under constant study and revisw and that this study and review
can be dene most effectively on a group basis by Those most
interested and wiiling o contribute.

We believe that dynamic rural eleciric system management wiil
be enrhanced where there has besen & maximum exchange ot ideas
and experlences between those organizations making appiication
cf up~to~date principlies and ftechniques.

We believe That we shouid shere with all consumer-owned rura!
electric systems the resuits of our management practices,
experiences and Innovations. We also believe that Tthis sharing
will be best accomplished through NRECA and other appropriate
arganized groups.



OBJECTIVES

To bring together key management people who have demonstrated
their application of up-to-date management principles and

techniques and who evidence a strong interest and willlingness
to contribute to study, research and innovation in The appli-
cation of management to the rural electric system operations,

To confribute To the strengthening of management in the rural
electric program by undertaking management research in areas
of current concern and interest.

To develeop new management concepts, approaches and techniques
that will enable rural electric management to utilize The
resources and provide the leadership required for meeting

The needs of the people in the ever changing rural area
environment,

To develop the means whereby the results of management research
and innovation can be clearly defined and widely disseminated
To all rural electric systems,
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CRITERIA FOR MEMBERSH!P 1N MANAGEMENT CONSULTAT!CN

Active Membership

Active membership shall be [imited to consumer-owned rural eleciric systems.

Eligibility

A, Member-systems shall be willing to accep? and support the Viewpoints and
Ob jectives of the Management Consultation and be governed by the member-
ship criteria.

B. Member-systems shall have demonstrated the practice of sound management
as set forth in the Nomination For Membership.

C. Member-systems shall be committed to the concept of continuing, compre-
hensive management development.

D. Member-systems shall participate in the Management Consuitaltion Through

the General Manager and not more than two other employees responsible for
the implementation of broad management programs within the system. These
participants shall meet the foliowing reguirements:

1. Shall have developed a basis of broad understanding and support of the
principles of progressive management and have demonstrated their ability
to adapt conceptual tThinking fo successful general management, particu-
tarly as it relates To consumer-owned systems.

2. Shall have demonstrated active invoivement in delegation of authority,

accountability for resuits and other management techniques in implement-
ing the broad objectives,

3. Shall evidence a willingness to innovate, experiment and search for im-
proved methods.

4. Shall be willing to share the results of such activities with other rural

electric systems,

Associate Membership

Associate memberships may be held by other consumer-owned enferprises who

shall meet the criteria set forth for active membership, but shail be without
vote.

Reguirements rFor Continuing Membership

A.

Active and Associate Member-systems shall pay an annual membership dues

of $100.00, whether or not they attend the annual meeting, and shall bear
proportionately the cost of research projects and other expenses in excess of
The amounts accumulated through annual dues.

Continuing membership In the organization will depend on the individuai par-
ticipants, as designated by the member-system, as folilows:

1. Shall give consftructive support to the purposes and programs of tThe organ-
ization,

2. Shall attend all general meetings of the consultation group unless absent
with valid cause as expressed in writing.

3. Shall parficipate as requested in research projects which have been au-
thorized by the organizaticon,

4, Shall appear on a consultation group annual meeting program as request-
ed except with valid cause.
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PROPOSED RESEARCH PROJECTS

Rural Electric Management Standards and Selection Process.

A project designed to ldentify the characteristics of a good manager,

the development of management standards and the ufilization of new
recruiting and selection techniques.

A Soclological Study of Today and Tomorrow's Rural Flectric Consumer.

The Application of Behavioral Sciences to Organization Planning.

The Composition and Role of the Board of Directors in Tomorrow's
Rurai Eiectric Cooperative.

How fto Achieve Understanding, Participation and Support from both
Rural and Urban Oriented Consumers.

The Application of The Computer tc Rurai Electric Management
Information Systems.

New Methods and Techniques of Rural Electric Retail Rate Making.

Tailoring Employee Attitude Surveys to Rural Electric Requirements.

Yalid Aptitude Tests for Craft and Clerical Employees.

Ways of Strengthening and Improving Labor Market Surveys.



MANAGEMENT CONSULTATION

Financial Statement - 5/5/71

Balance Forward - 5/1/70

Expenses

Or. Nathan Bailey, American University,
Professional Fee and Expenses
Bob Kabat, NRECA
Professional Fee and Expenses
The Buccaneer Motor Lodge
Coffee Service, Etc.
Tota! Expeanses

Receipts

Additional 1970 Dues Paid After 5/1/70
(See attached 1ist)

1971 Dues Paid To Date
{See attached list)

Interest

Total Bal. Fwd.

Less Expenses

Balance 5/5/71

$ 736.00
588.53

32.23

$1,356.76

& Receipts

$8,112.11

1,000.00
2,600.00

262,50
$11,974.61

- 1,356.76

$10,617.85

NOTE: ($7,500.00 is deposited in Routt County Federal Savings & Loan
Association; balance is in Routt County National Bank checking

account #4048.)

Everelt C. Bristol, Treasurer
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Management Consultation (cont'd)

1970 Dues Paid After 5/1/70

1971

Sho-Me Power Corporation $ 100.00
Four County EMC 10G.00
Central Kansas Electric Cooperative 10G.00
West Plains Electric Cooperative 106.00
Lake Region Electric 106,00
Grand Val ley Rural Power Lines 100.00
San lsabe! Electric Services 10C.00
Sedgwick County Electric Cooperative 100.00
Slope Electric Cooperative 100,00
Warren Rural Electric Cooperative 100.00

$1,000.00

Duas Paid As Of 5/5/71

San Isabel Electric Services $ 100.00
West Central Electric Cooperative 160.00
Slope Electric Cooperative 160,00
Morgan County REA 1G0.00
Yampa Valley Electric Association 100,00
Cass County Etlectric Cooperative 160,00
Ozarks Electric Cooperative 100.00
Blue Ridge EMC 100,00
KEM Eiectric Cocperative 10G.00
Cumberiand EMC 10G. 00
Sho-Me Power Corporalion 106.00
North Arkansas Electric Cooperative 10C.00
Stoux Valley Empire Electric Association 10G.00C
Morgan County Rural EMC 106.00
Four County EMC 100,00
Mecklenburg Electric Cooperative 100.00
Jackson Purchase REC i00.00
West Flains Electric Cooperative 100.00
Shenandoah Valley Electric Cocperative 100.00
Kay blectric Cooperative 100.00
Cornhusker PPD 100.00
White River Valley Electric Cooperative 100,60
Boone Llectric Cooperatlive 160.00
lowa Association of Electric Cooperatives 100.00
Adams Electric Cooperative 100.00
Central Kansas tleciric Cooperative 100,060

$2,600.00
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MANAGEMENT CONSULTATION ATTENDANCE
%

1967 1968 1969 1970 1971

Adams Eleciric Coop, Pennsvivania X
Alken Electric Coop X X X X *
Beadle Electric Coop A X
Blue Ridgs EMC X X X X X
Boone County Electric Coop X X *
Cass County Electric Coop X X X * X
Central Kansas Eleciric Coop X A A X hS
Chugach Electric ® * X
Cornhusker PPD X X X * X
Cotton Electric Coop ' ' *
Cumberiand EMC X X X X *
Couglas County EMC A X X X
East Mississippi EPA X
Four County EMC ' X X * X *
Grand Valley Rural Power Lines X *
Horry Electric Coop X
iowa Association of Elec. Coops. X
Jackson Furchase REC X X *
Kay Electric Coop X X X X *
KEM Electric Cocp X X X X X
Lake Region Electric : * X
Meckienburg Electric Coop X X X X *
Midwest Flectric Coop X
Morgan County REA X X * X
Morgan County REMC X *
North Arkansas Electric Coop X A X X A
Northwest Missouri Electric Coop X
Ozarks Electric Coop X X X A A
Pickwick Electric Coop X
San lIsabel Electric Services X X X * X
Sedgwick County REC X X X * X
Shenandoah Valley Electric Coop X X A X *
Sho-Me Power Corp. X * X X X
Sioux Valley Empire Electric Assn. X X X X X
Slope Electric Coop. X X X * X
South Plains Electric Coop X X *
Verendrye Electric Coop X *
Warren REC X ® *
WesT Central Electric Coop X X X
West FPlains Electric Coop X X X X X
Wheatbelt PPD * * A *
White River Valley Electric Coop X X X X X
Yampa Yalley Electric Assn. X X X X X

Systems Participating 24 27 30 24 19

* Paid annuatl membership dues but did not participate

** Systems registered in 1967 were considered charter members of the restructured

Consuitation Group
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OFFICERS AND COMMITTEES FOR
1972 CONSULTATION

Chairman ~ C. E. Bouison Term Expires in 1972

Vice Chairman - Charies Overman Term Expires In 1973

Treasurer -~ Bevis Hanna Term Expires in 1974

Secretary Appcinted by Chairmen

Chaltrman ~ Jim Golden Tarm Expires In 1972
Jack Cochran Term Expires in 1974
Lawrence Moderow Term Expires in 1972
Ciyde Hukilils Term Expires in 1973

NOMINATING

Chairman - Charles W. Thompson Term Expires in 1974
Bob Weathers Term Expires in 1972
Jack McEnernay Term Expires in 1972
Norwood Speight Term Expires In 1973

MEMBERSH | £

Chairman ~ Jack Goodman Term Expires in 1974
Charlie Overman Term Expires in 19272
Olat Sandvick Term Expires in 1975
Tom Townsend Term Expires in 1974

A. Al committee members and officers - elected for a 3-year term.

B. Chairmen of each stending committee are named by the Nominating
Committee and serve for 3 years when elected.
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