
AN ABSTRACT OF THE THESIS OF 

JOHN R. BLADHOLM for the MASTER OF SCIENCE 
(Name) (Degree) 

in INDUSTRIAL ENGINEERING presented on ApRIL 
(Major) (Date) 

Title: THE DEVELOPMENT AND APPLICATION OF A "SELF- HELP" 

INDUSTRIAL TRAINING CONCEPT FOR THE FASHION 

APPAREL INDUSTRY 

Abstract approved: 
Dr. James Riggs 

Industrial training in the Fashion Apparel Industry 

is confronted with difficult objectives. In this industry, 

continual style and fabric change challenge the effectiveness 

of conventional industrial training techniques and concepts. 

To meet this challenge, the "Self- Help" training 

concept was developed. "Self- Help" centers around the 

philosophy of training sewing machine operators to be self - 

sufficient when confronted with a dynamic work environment. 

"Self- Help" accomplishes this goal by exposing the trainees 

to the principles of motion economy, feel and work measure- 

ment. This training is augmented with practical exercises 

on various sewing machines normally found in a production 

sewing department. The training cycle concludes by giving 
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each trainee the opportunity to produce garments requiring 

the use of lockstitch, hem and overseam sewing machines. 

When compared to conventional training methods, the 

anticipated results of "Self- Help" oriented training pro- 

grams are: increased learning rates, higher overall 

productivity levels and reduced labor turnover. 

During the Fall of 1964, a "Self- Help" training pro- 

gram was initiated at Jantzen, Inc., Portland, Oregon. 

A Control Group, consisting of 73 women, was hired and 

given on- the -job training. A Test Group, consisting of 

33 women, was hired simultaneously and vestibule trained, 

using the concept of "Self -Help." 

Performance of the two groups was recorded over a 

twelve week period and then evaluated with respect to pro- 

duction rates and labor turnover. The results of this 

evaluation indicated that the learning curve for the 

Test Group progressed more rapidly than the corresponding 

curve of the Control Group. A statistical comparison of 

production rates for the twelfth week of employment 

indicated that the productivity level of the Test Group 

was significantly greater than the productivity level of 

the Control Group. During the entire twelve week evaluation 

period the labor turnover rate for the Test Group was 

substantially lower than the corresponding rate of the 

Control Group. By the end of the twelfth week of employment, 



the Test Group turnover rate was approximately one -third 

less than the turnover rate for the Control Group. 

Based on the results of the evaluation, the author 

concluded that the "Self- Help" approach to operator 

training definitely increased worker efficiency while 

reducing labor turnover. It is suggested, however, that 

additional research be conducted to further develop and 

refine the presentation of the unique subjects associated 

with the "Self- Help" training concept. It would also be 

advisable to consider the possibility of presenting 

follow -up short courses to reinforce learning on material 

covered during the initial "Self- Help" training cycle. 
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THE DEVELOPMENT AND APPLICATION 
OF A "SELF- HELP" INDUSTRIAL 

TRAINING CONCEPT FOR THE FASHION 
APPAREL INDUSTRY 

I. INTRODUCTION 

Our modern industrial society recognizes the overall 

importance of training in industry. A wide variety of training 

concepts are available to the personnel manager, training 

director, or supervisor for use in the development of a 

training program. Although many industrial training pro- 

grams have been carried out verifying the validity of estab- 

lished training techniques and methods, it is important to 

keep an open and alert mind for new and yet untried concepts 

of training. 

Unfortunately, industrial management has not always 

recognized the importance of training in industry. New 

developments in equipment design and use, increased competition 

and strengthening of the organized labor movement has re- 

cently forced management to expect and, in fact, demand 

optimum efficiency from the individual worker. 

One of the principle tools used to develop efficiency 

within the workforce is industrial training. 

The apparel industry as a whole depends largely on 

manual labor in the production of garments. It is, therefore, 

reasonable to put forth great effort to investigate and develop 
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those measures that are necessary to insure greater individual 

output and higher efficiency. 

The "Self- Help" industrial training concept is offered 

as a partial solution for the problem of developing greater 

individual efficiency. 
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II. GROWTH OF INDUSTRY AND INDUSTRIAL 

TRAINING IN THE UNITED STATES 

This section reviews the process of industrial 

growth that has taken place in the United States. Correlated 

with this growth is the development of industrial training. 

The chapter concludes by mentioning the relative importance 

of industrial training today with particular emphasis on 

the development of the "Self -Help" training concept. 

A. Growth of Industry and Industrial 

Training Prior to 1900 

American industry has progressed through a number of 

interesting phases since the first settlers landed at Plymouth 

Rock back in 1607. Training in industry, although existing 

many hundreds of years ago, has experienced recent modernization. 

History reveals that training of cooks, hairdressers, mechanics, 

and architects took place back in early Greek and Roman history 

(18, p. 738). Training involving the "master- journeyman" con- 

cept was also prevalent many hundreds of years ago. During 

the medieval period, this training technique helped lead to 

the eventual development of what might be considered one of 

the first attempts at organized labor; the guild (32, p. 2). 
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A look at American history reveals the fact that 

Indians inhabited the North American continent long before 

the first colonialists reached the eastern shores. These 

Indians trained their youths in the fundamentals of securing 

food, building shelters, constructing watercraft and utensils, 

and in the art of warfare (17, p. 1). The topics of training 

used by the Indians were based on personal, family, and tri- 

bunal needs; training was geared to meet the needs of the 

society. 

The first settlers in America were basically in- 

terested in survival. This resulted in a great emphasis 

being placed on the supply of food and other basic necessities. 

Craft trades existed but were limited to such arts as making 

shoes, forging, etc. Until the close of the colonial period 

in 1783, no formal public education system existed (17, p. 6). 

Under the Poor Law, the colonists did provide for the education 

of their children using the concept of apprenticeship. The 

law stated that poor families could provide for the education 

of their children using the "indenture." The indenture was a 

written agreement between a family and a master craftsman 

whereby the master would agree to educate the child in a craft 

and at the same time, train the child in reading and writing. 

In return for his services, the master would receive faithful 

service from the youth. This type of training proved satisfactory 
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for all concerned as it helped to develop and educate society, 

relieve the needy families of the burden of educating offspring, 

and at the same time provided the master with needed help. The 

apprenticeship approach was the most popular type of education 

in the English colonies during the period of 1783 to 1830. 

Following this period, however, gradual changes began to take 

place that would eventually remold the country. 

Following the turn of the 18th Century, mechanical in- 

ventions began to blossom. These new inventions slowly in- 

troduced into industry entirely new concepts of production. 

New inventions and discoveries were not restricted to one 

particular country, but appeared in many European countries 

and to a limited degree in America. It is difficult to select 

one particular year in history as the beginning of what 

historians refer to as the "Industrial Revolution." A number 

of references do state that the First Industrial Revolution 

began about the period of 1830 (18, p. 768; 17, p. 8). 

Some of the inventions that added to the momentum of 

the Industrial Revolution were: the invention of the "fly - 

shuttle" by John Kay in 1733; the development of the "spinning - 

jenny" in 1764 by James Hargraves; in 1769, Richard Arkwright's 

invention the "water- frame" and in 1794, Eli Whitney patented 

the "cotton gin." These inventions aided in the development 

of the textile industry. Other industries, however, experienced 
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similar advances. The steel industry took advantage of the 

development of the "open hearth process" and the Bessemer pro- 

cess in 1856. A major breakthrough in the design of the steam 

engine was made by James Watt in 1763. 

With the refinement and extended use of newly developed 

equipment and processes, industry began to slowly implement the 

use of mechanical power along with man power. As the design of 

machinery progressed, so did the capabilities and cost of these 

iron marvels. To take full advantage of machinery, the factory 

system was developed. This system provided the owner with the 

means of increased production with a minimum of labor. As the 

degree of machine design increased in sophistication, factory 

set -up costs could no longer be met by the single factory 

owner- manager. As a result of the financial stalemate, the 

corporate form of business enterprise eventually emerged 

(10, p. 26). With the appearance of corporate enterprise 

came the divergence of company ownership and management. 

With the development of mechanical sources of power and 

labor saving devices, one cannot lose sight of the worker and how 

he was affected by these developments. Before mechanical power 

appeared on the industrial scene, man had to provide the power 

and skill to accomplish most tasks. As a result of these re- 

quirements, the worker had to develop the necessary skills re- 

quired for his trade. The sale of products was usually limited 
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to local towns and cities due largely to a lack of efficient 

communication and transportation medias. This meant that crafts- 

men had to produce quality merchandise for local consumption. 

The development of machinery, supplemented with mechanical 

power, had a number of direct effects on labor; for the most part, 

machines reduced the amount of skill required by a worker. 

Machines had the capabilities of producing quality products in 

large numbers. The long apprentice training years were reduced 

in many industries, and in some cases completely eliminated. With 

the advent of Industrial Revolution, transportation methods were 

developed and made more efficient. This meant that products 

could be sent to markets farther away. It also meant that labor 

forces were more mobile, and could move easier and faster from 

place to place. 

As stated previously, newer machines coupled with the mass 

production concept of industry meant large outlays of money for 

facilities and equipment. Since a large proportion of production 

cost now went for machinery and facilities, more was expected 

from the worker. Initially this resulted in child labor, long 

working hours, extremely low wages, and few, if any, industrial 

safety devices. The worker was expected to put forth a great 

amount of physical effort for long periods of time, under 

hazardous conditions for a low wage. 

Earlier mention was made of training during the colonial 
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days with particular reference to apprenticeship. Unfortunately, 

industry did not look favorable upon training during the early 

stages of the Industrial Revolution. Labor costs had to be held 

to a minimum and training, in the minds of many managers, did 

little but increase costs. 

Between the years of 1790 and 1960, the population of the 

United States increased from 4,000,000 to 180,000,000 (18, p. 742). 

The increase in labor consisted mainly of immigrants. Many of 

these immigrants were capable of performing skilled jobs. After 

1880, the majority of immigrants were of the peasant class; a 

class of workers used to hard work and long hours (32, p. 6). 

With an abundant source of labor, the problem of work force en- 

listment and retention was of little concern to management. As 

a result of industrial growth with an ample labor supply, manage- 

ment paid little, if any, attention to employee training. The 

same negative attitude of management was applied to working 

conditions, hours, and wages. 

Attempts by labor to repudiate general working conditions 

met with little success during the 19th Century. A number of 

attempts were made to organize labor unions, but in general, these 

efforts were unsuccessful. The National Labor Union was formed 

in 1866 but disbanded in 1872. The Noble Order of the Knights of 

Labor, made up of Philadelphia tailors, was established in 1869. 

This union met with moderate, but short lived, success. At one 
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time, the Knights of Labor numbered 700,000. In 1886, this Union 

met with disasterous defeats in railroad strikes; and by 1900, 

the Union had all but vanished. The American Federation of Labor, 

under Samuel Gempers, received its start in the last twenty years 

of the 19th Century. 

Although organized labor began to get its foot in the door, 

management generally had the money and political power to stiffle 

most movements. Management used the Sherman Anti -Trust Act of 

1893, yellow dog contracts, moonlight injunctions and the federal 

court system in general to repel organized labor. By 1900, em- 

ployees holding membership in the formal labor organization 

numbered less than 1,000,000. One author describes the position 

of labor prior to 1900 by stating: 

"Before 1900, the day -to -day relations with 

labor were in the hands of the employer himself, 

or perhaps even more commonly, in the hands of 

foremen. Almost all phases of the employment 

situation - selection, training, rate selling, 

supervision, discipline, grievance- handling- 

ordinarily were handled by line management" 

(12, p. 3). 

Along this same line of thought, it is well to recognize the fact 

that industrial welfare work and the management function of 

"personnel management" were not active in the industrial scene 

until the first fifteen years of the 20th Century. 

Advanced machine design coupled with mass production 

techniques did not solve all production problems; it did, in fact, 

create a few. Production overhead increased along with worker 
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productivity. Measures had to be taken to insure the adequate 

return on the large investments now needed for competitive in- 

dustrial operations. As a result of these situations, manage- 

ment began to recognize the need to insure that men and machinery 

were utilized in the most efficient means available. 

To help in the development of efficient work methods and 

procedures, a new field of management, called "scientific manage- 

ment," was initiated. One of the forerunners in this field, at 

the turn of the century, was a man by the name of Frederick W. 

Taylor. Perhaps the most important contribution made by Taylor 

in this field was the "recognition that efficiency was dependent 

upon good planning as well as proper performance" (8, p. 15). 

B. Industrial Growth and Training 

From 1900 -1964 

Since the turn of the 20th Century, many things have taken 

place causing drastic changes in industrial practices. As pointed 

out earlier in the chapter, the concept of "personnel management" 

was beginning to develop. The unfair exploration of workers in 

the areas of industrial safety, working conditions, hours and 

wages was beginning to be brought to public attention. The ex- 

pressed need for modernization of work methods and production 

procedures to the highest level of efficiency was being felt by 
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management. Public sentiment was slowly changing towards the 

workers' cause. 

The popular management concept of leaving all phases of 

personnel management up to the line manager was no longer adequate 

or acceptable. World War I had a great impact on the course of 

industry. As a direct result of the War, imports were reduced 

and great numbers of employees were drawn off the production 

lines for the war effort. 

During World War I, great strides were made in the in- 

dustrial training field. "Experience and knowledge gained in 

the field of training during these periodsI did much to make 

companies aware of its potential contributions with the result 

that training has become an important division of the personnel 

department" (12, p. 18). 

World War I drove home the value of training within in- 

dustry. Prior to this War, employers relied primarily on the 

informal method of imparting business and production know -how 

to the newcomer. The worker simply picked up his skill or trade 

as he went along. 

Following the close of World War I, industry again en- 

joyed a period of ample labor supply. As a result, many gains 

made by labor, welfare, and industrial training during the war 

1Here "periods" refers to the years of World War I and II. 
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years were forgotten. No substantial gains were made in these 

fields until the late 1920's and early 1930's. Legislation 

passed during the 1930's was designed to balance the manage- 

ment-labor relationship. As a direct result of this swing 

in the judicial pendulum towards labor, management could no 

longer sidestep the formal recognition of labor and the re- 

sulting increase in labor costs. This eventually resulted 

in the management position of demanding and expecting more 

from labor in the form of increased production, reduced 

wastes, lower absenteeism, reduced turnover, and improved in- 

dustrial safety. Increased use of this automation principle 

was also considered by management as a means of increasing 

production while reducing labor requirements to a minimum. 

World War II had an effect on industry similar to that 

of World War I. In an attempt to offset the labor drain 

caused by the War, the United States Department of Education 

initiated two programs. These programs were the Training 

Within -Industry (TWI) program and Engineering Science and 

Management War Training program. As a direct result of 

these programs, millions of workers, both male and female, 

received industrial training during the War years. 

During World War II, organized labor again made sub- 

stantial gains. Since the federal government imposed freezes 

on wage and salary administration on industries engaged in 

M. 
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the production of goods to support the war effort, manage- 

ment had to offer prospective employees fringe benefits of 

one type or another instead of increased wages. 

C. Industrial Training Today 

Industrial training is an important facet of or- 

ganizational management in most companies today. This fact 

can be verified by the amount of publicity and attention given 

the industrial training field today. The modern management 

team now recognizes the fact that: "A company can only achieve 

its goals through the effective efforts of its employees" 

(35, p. 363). Another author states that: "The firm pays for 

a training program whether or not it has one" (3, P. 77). 

Still another author presents his views by stating that: "We 

cannot appreciably increase the number of workers in our efforts 

to increase production; we must make those we have at every 

level more efficient" (9, p. 5). It is not difficult to see 

then that training has become a recognized, respected, and 

important aspect of our modern industrial society. 

Industrial training has many definitions. One author 

states that: "Real training means deliberate and systematic 

planning to enable employees at whatever level to perform their 

tasks in the most effective way" (9, p. 5). Another author has 
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the opinion that: "Training is the process of bringing about 

a change, or improvement, in employee attitude or potential 

behavior patterns, for a definite purpose" (5, p. 304). 

These are but two of the many definitions describing industrial 

training. 

Although it is possible to define training in many ways, 

one must keep in mind that: "In spite of many years of study 

by psychologists and others, nobody yet knows exactly what 

takes place in the body when someone learns. Only the results 

of learning are seen, not the learning itself" (24, p 81). 

For the purpose of this paper, industrial training is defined 

as: the formal and systematic approach used by a company to 

give each employee the opportunity to gain the required know- 

ledge, skill and attitude necessary to perform his job in an 

acceptable, efficient manner. 

A training director, or for that matter, a line manager 

or supervisor, has access to a number of tried and proven 

industrial training concepts. The approaches most commonly 

used for industrial training programs are: on- the -job training, 

apprentice training, vestibule training, and a program in- 

volving a combination of these approaches. Off the job training 

in schools can, and often does, supplement job training programs. 

Table I lists the most common types of training and the ad- 

vantages and disadvantages of each. O.J.T., apprenticeship 
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and vestibule training are mentioned in most texts dealing 

with the topic. 

D. "Self-Help" 

The training director for a company often finds himself 

in the challenging position of having to develop a training 

program for a work situation which does not lend itself to 

established training techniques. This situation is found in 

today's fashion garment industry. In a report entitled, "The 

Effect of Style Variation Upon Manufacturing Costs," the 

Technical Advisory Committee of the American Apparel Manu- 

facturers Association bluntly presented the situation by 

stating that: 

"The retraining of operators and the initial 
training of new employees to bring them up to 

standard is the most costly process for the 
manufacturing unit. Switching of a sewing unit 
from the production of one line to production of 
a new one presents a major problem in the re- 
training of operators" (2, p. 21). 

Although this report was published in June, 1965, the same 

situation has existed for many years. The "Self -Help" con- 

cept of industrial training in the fashion garment industry 

was developed with these problems in mind. 

When considering the topic of training in the fashion 

apparel industry, the question arises as to what training 
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TABLE I 

Training Methods 

METHODS ADVANTAGES DISADVANTAGES , 

I. On- The -Job 
A. Relatively easy 

to organize. 

B. Accomplished near 
or in the real work 
environment. 

C. Cost may appear to 

be small. 
D. Makes use of company 

personnel for 

trainers. 
E. Normally last for 

1 -2 months. 

A. Discontinuity in 
training. 

B. Actual cost may be 
high. 

C. Trainee may learn 
inefficient work 
methods. 

D. Trainee evaluation 
may be difficult. 

E. Few people can be 
trained at same 
time. 

Training 
O.J.T. 

(Approx. 75% of 

industrial 
training falls 
under this 

classification.) 

II. Vestibule A. Allows for conti- 
nuity in training 
program. 

B. Large numbers of em- 

ployees can be 

trained simul- 
taneously. 

C. Specialized training 
techniques and pro- 
fessional in- 
structors can be 
used. 

D. Cost is easily 
definable. 

E. Allows for efficient 
evaluation of 

personnel. 

A. Requires special 
training area and 
equipment. 

B. High training cost. 
C. Requires transfer 

of learning. 
D. Requires well -de- 

fined presentation. 

Training 

III. Apprentice A. Used for training 
of highly developed 
skills. 

B. Can be carried on 
within company. 

A. Requires long 
training period 
(usually four or 
more years). 

Training 

References: 15, p. 166 -175; 37, p. 99 -117; 30, p. 4 -5. 
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approach should be used when exact skills and knowledge re- 

quirements are, at best, obscure. What type sewing machine 

should a new operator be instructed on; what type operation; 

how long will the operator remain on the machine, on the 

operation; these are but a few of the questions that must be 

considered when developing a training program for sewing 

operations in the fashion apparel industry. 

The "Self- Help" approach recognizes the fact that a 

new sewing operator will be faced with the problem of pro- 

ducing high quality and quantity goods in an ever changing 

work environment. To meet these goals, the "Self- Help" con- 

cept attempts to train the employee in a manner which enables 

her to enter the sewing department as a self -sufficient and 

self- reliant operator. 

To accomplish these goals, the "Self- Help" approach 

first trains the new employee in the fundamental operations 

of the three basic types of sewing machines: lock- stitch, 

overseam, and hemmer. While the trainees are learning how to 

operate these machines, they are also exposed to a formal 

presentation of material that is normally not included in 

training programs of this type. The unique material offered 

trainees under the "Self- Help" concept are the topics of time 

and motion economy, the concepts of rhythm and feel, and eye - 

hand coordination. The perspective operators are also 
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instructed in the basic principles of time study. Before a 

trainee leaves the "Self -Help" training class, she should also 

have the ability to analyze her sewing operation to determine 

if and where she is spending too much time. 

This thesis is concerned with the development of the 

"Self- Help" training concept and its application to the actual 

training of newly hired sewing operator trainees. Although 

the application of the "Self- Help" concept mentioned in this 

writing deals only with the fashion garment industry, it is 

the author's belief that the "Self- Help" concept is not 

necessarily limited to this industry alone. 
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III. FORMULATION OF AN INDUSTRIAL 
TRAINING PROGRAM 

Before a detailed presentation of a "Self- Help" 

training concept is made, it may be of interest for the reader 

to become familiar with a number of practices commonly 

utilized in the industrial training field. With an insight 

as to these various considerations, the reader will be in a 

better position to evaluate the merits of the "Self- Help" 

training concept. 

This chapter will also include a short presentation 

of the Analytical Method (A.M.) of industrial training. The 

A.M. has been used quite extensively in the garment industry 

but, as with many training concepts, it appears to have 

limitations. These limitations helped provide the necessary 

motivation which eventually led to the development of the 

"Self- Help" concept. 

A. Recommended Considerations for 

Developing an Industrial 

Training Program 

It would be impractical to develop a universal list of 

procedures that could be applicable to all training situations. 
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Training requirements are too varied to allow for such a list 

to be developed. It is possible, however, to list a number of 

broad subject areas that are common to the development of most 

training programs. These subject areas would include: 

1. Company Climate. 
2. Training Objectives. 
3. Selection of Employees to Receive Training. 

4. Availability of Instructors. 

5. Resources Available for Training. 
6. Type of Training Format. 

7. Evaluation Procedures. 

If a company's training director,2 or other person responsible 

for training gives proper attention to these seven areas, the 

change of designing and operating an efficient, well planned 

training program are enhanced. 

1. Company Climate 

One author states that organization climate is the sum 

total of the attitudes of all employees, managers, supervisors, 

and hourly workers (26, p. 63). The training director should 

be interested in the attitudes of top management with regards 

to training. Occasionally the general attitude of top executives 

is contrary with respect to the development of a dynamic, 

enthusiastic training program. As a consequence, line managers 

and supervisors may exhibit the same attitude. If a training 

2Training director, as used in this chapter, will refer to any 
individual that is responsible for formulating a training pro- 
gram, i.e., individuals on a personnel staff, supervisors, managers. 
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director is confronted with a negative "climate" toward 

training, he is usually limited in his approach to training. 

On the other hand, this same condition might motivate the 

training director to direct his initial effort on a selling 

program in an attempt to stimulate management interest in training. 

Conversely, if management does recognize the importance 

of training, the training director can then approach his training 

responsibility knowing that he can count on the cooperation 

and support of management. 

The area of company climate was purposely mentioned 

first since it exerts a pronounced affect on approach to, and 

acceptance of, training within an organization. In essence, 

management attitude may reflect the company's growth or ex- 

pansion program in addition to other economic factors. The 

training program must be geared to company objectives (7, p 72). 

2. Training Objectives 

Once the training director has ascertained organizational 

climate toward training, he is then ready to begin formulating 

training objectives. Training objectives may include con- 

siderations such as; degree of training required, scope of 

training, and time spent on company policies (22, p. 12). The 

training director can normally pursue further training plans only 

after careful thought has been given to training objectives. He 

may find it advantageous to confer with various supervisors and 
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managers and even the hourly employee when formulating 

training objectives (25, p. 83). 

Another aspect of training objectives that cannot be 

overlooked is that a training program is often difficult to 

evaluate if there are no predetermined objectives for comparison. 

How can success of a training program be determined if program 

goals have not been defined? There may be a tendency for 

training directors to just assume that training objectives 

are defined. If this is the case, then there should be little 

difficulty in writing down these obvious objectives and ob- 

taining the approval of those concerned. Training objectives 

give a training program both meaning and direction. 

3. Selection of Employees to Receive Training 

One author states that "Training is necessary for in- 

dustrial efficiency. Training used on the wrong purpose is a 

waste of your time and money" (26, p. 63). This same author 

cites the following example: 

"Four sewing machine operators consistently 

produce below -standard work in quality and efficiency. 

They've been doing this for some time. You decide 

to retain these employees to see if they can be 

brought up to standard efficiency. An instructor, 

using a carefully planned training program, spends 

10 hours with each sewer. A small improvement occurs 

during and immediately after training, but within a week 

or so your sewers are back to their old production level. 

Has the training failed? Of course it has, but not be- 

cause training was faulty. A careful examination of 

selection -test data and other information available 

on these sewers indicates that they lack aptitudes 
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for their jobs. You could have trained them 

for years and they never would have become 

efficient sewers. They are a problem, but 

not one that training can solve" (26, p. 63). 

The above example points out the fact that only those employees 

that possess aptitude in the proper field should receive in- 

struction. This approach can be extended to the situation where 

a qualified worker is trained in skills not required for his 

particular job activity. These examples of wasted training 

effort can nullify or partially reduce the effectiveness of 

other properly directed training efforts. 

The procedures used by a personnel department for hiring 

new employees should include a testing program whereby employee 

aptitudes would be determined. The training director, along 

with management personnel, could use these results as an aid 

in selecting those individuals who have the potential to benefit 

from training (13, p. 60 -69). 

4. Availability of Instructor Personnel 

A training director characteristically has four potential 

sources for instructional personnel. An organization may have 

experienced instructors within the personnel department structure. 

A more sophisticated organization may enjoy the services of a full 

time training director supported by a staff of trained and ex- 

perienced instructors. Although a training staff may provide an 

adequate source of experienced instructors, many organizations 
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cannot justify the expense for such a staff. These organizations 

have to depend on other sources. 

Another potential source of instructor personnel may be 

found within the management ranks of the organization. 

Managerial jobs often require training with certain areas of 

responsibility (29, p. 32). Occasionally managers have had the 

opportunity to develop and /or instruct employee training through 

prior job experience. The main challenge facing the training 

director is finding the capable managers, to include super- 

visors, and then coordinate activities so that these individuals 

can be made available for training. 

One should not overlook the possibility of obtaining 

potential instructor personnel from the work force itself. 

Normally a company will have a number of individuals that would 

make satisfactory instructors. Although these individuals 

may possess the potential to make good instructors, they 

normally require additional training in the theory and 

methodology of instruction (33, p. 86). One author goes so 

far as to state: "Train the Trainers: frequently in industry 

uniform procedures for certifying and selecting qualified in- 

structors is almost totally lacking" (5, p. 304). In Table 

I, a list was presented outlining some of the most common 

techniques used in industry today for presenting training. 

Both on- the -job training and apprentice training rely heavily 
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on instructors from the work force. Consultants and out- 

side educational and /or training organizations can be used for 

industrial training programs. The extent to which outside 

training personnel and facilities are used is dependent on 

company capabilities. Often, a company finds it advantageous 

to supplement internal training with off - the -job training. 

It is not uncommon to find consulting firms that spend their 

entire time and effort in aiding companies in the development 

of training programs (35, p. 363). 

5. Resources Available For Training 

Before a training director can progress too deeply into 

the development of a training program he will have to give some 

thought to the areas of expense, equipment, materials and space 

available for training. 

Money is important since "Training costs money (it 

should also be restated that the absence of training costs 

money). When capital is limited (and when isn't it ?), in- 

vestments are approved on the basis of urgency or return 

on investment in comparison with less desirable opportunities" 

(28, p. 39). It is often necessary for training personnel to 

present a budget supporting required training funds. The amount 

of money available will greatly influence the degree of 

training presented along with the method of presentation. 

A recent study emphasized the fact that during periods of 
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recession, expenditures on training were cut by an average of 

30% (28, p. 39). It is normally desirable for the training 

director to have available cost data supporting the justification 

of training expenses. This task should not be over -simplified 

since it is not always easy to determine and isolate all of 

the financial gains that are made, or that can be made, as a 

direct result of an industrial training program. Before he 

can actually initiate a training program, the training director 

should have a definite idea of the costs involved and the re- 

turn on investment desired. 

Equipment, materials and space available for training 

determine the training format itself. The availability of 

equipment could determine the type of training presentation, 

whether O -J -T or vestibule. The supply of materials that could 

be utilized for training would, in all probability, influence 

training costs. Is scrap or out -dated material available or are 

additional purchases required? These are but a few of the 

questions the training director must answer. Space availability 

is important as it also influences training format to a great degree. 

6. Type of Training Format 

After evaluating the above considerations, the training 

director might shift his attention to the number of employees to 

be trained and time limitations, if any. If a large number of 

employees are to be trained in a relatively short period of time, 



27 

a vestibule approach might allow for the best overall results. 

Variations in number of employees to be trained and time 

limitations would more than likely dictate other training formats. 

The type of information presented to the trainee will 

also influence the training director in determining the format. 

If a great deal of specialized subject material is to be pre- 

sented, then perhaps a centralization of instruction is 

justified. If training is held in a classroom or shop away 

from the actual work environment, then the trainer must allow 

for transfer of training. When should the trainee be exposed 

to practical exercise is a question the program planner should 

keep in mind (16, p. 18), along with the philosophy that "most 

people learn best by doing" (23, p. 46). 

Table I listed the most popular approaches to training 

with the corresponding advantages and disadvantages of each. 

When analyzing many industrial training programs, it is in- 

teresting to note that many of these programs use a combination 

of formats to achieve desired training objectives. 

7. Evaluation 

Although often overlooked, one of the most important phases 

of a training program is that of evaluation. Two statements con- 

cerning evaluation can be made: all training can be evaluated; 

and all training should be evaluated (22, p. 12). The basic 

topic of program evaluation can be summed up by the 
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following question: was the knowledge, skill and attitude 

gained through training actually applied to the work environment, 

and did this result in improved performance? The subject of 

evaluation can take on different meanings depending on the 

work group involved. The evaluation of management training 

programs tends to be subjective in nature as compared with 

objective evaluation often associated with programs designed 

to train the hourly employee (14, p. 9). For the purposes of 

this report, evaluation will be used in conjunction with the 

overall design of a training program geared to the hourly 

worker. Objective evaluation can take the form of tests, pro- 

ductivity and accident records, quality standards, waste 

accumulations, breakage, labor turnover and absenteeism 

(21, p. 117). The evaluation techniques used will normally 

depend on the work situation itself. 

In summary, the overall success of a training program 

will depend on how well the responsible person (s) was able 

to evaluate and weigh the contributing factors listed above, 

and then how well these weighed factors were applied to the 

training program. 

B. Training In The Fashion Apparel Industry 

Training in the fashion apparel industry is of particular 
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interest since it presents the training director with a some- 

what unique challenge. This challenge centers around the fact 

that the product of the fashion garment industry is subject to 

frequent change. This change may take the form of one or a 

combination of the following factors: design, construction change, 

or fabric change. 

Due to the nature of job requirements in the fashion 

apparel industry, a large percentage of the work force consists 

of women. As a result of the work force makeup, it is not un- 

common for an enterprise in this industry to experience an 

annual labor turnover in excess of 40 percent. Coupled with 

turnover and training problems, is the problem of extended 

training periods. New employees normally spend many weeks, or 

even months on the job before achieving a break -even point 

from a production cost standpoint. Training costs for new 

employees often runs as high as $600 with an average cost 

around $500. This cost includes make -up pay, pay of in- 

structors, overhead including fringe benefits and administration 

costs, and factory burden. An interesting statistic shows that 

the majority of all terminations take place during the first 

year of employment (21, p. 1). 

An example of dollar loss due to labor turn -over follows: 

a moderate size fashion apparel manufacturer employing 1200 

workers experiences an average yearly turnover of 480 employees. 
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At a training cost of $500 per worker, this would represent a 

$240,000 expenditure by the company (36, p. 2). 

C. The Analytic Method of Training 

In an attempt to reduce the high costs connected with 

labor turnover and training, those individuals responsible for 

training must continually strive to improve training techniques 

and format. These people might ask the question; what approach 

to training in the fashion apparel industry can be utilized that 

would result in the lowest overall training costs and reduced 

turnover? Although a number of common techniques are used for 

training in the fashion apparel industry, probably the most 

publicized is the Analytic Method of training, referred to as 

A. M. 

The Analytic Method of training relies strictly on an 

objective step -by -step approach to training. The initial stages 

of A.M. makes use of specially designed exercises and equipment. 

Through the use of these devices, the new employee, or old 

employee with a poor production record, is given the opportunity 

to develop predetermined skills. During this initial phase, the 

trainee is not confronted with a particular job operation; all 

emphasis is placed on skill development. Once the principle 

skills have been mastered, the trainee is introduced to the job 
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operation that he will be required to perform in the actual 

work environment (20, p. 34 -38). 

Rather than confronting the trainee with the entire job 

operation all at once, he is actually introduced to the job on 

an elemental basis. The trainee is instructed on how to perform 

the first element of the operation and then given enough 

time to master the performance of this element. Following the 

learning of the first element, he is confronted with the 

next element and given instruction. Once again, the trainee 

is given the opportunity to practice the element. The trainee 

is not instructed in subsequent elements until he has demon- 

strated his ability to perform each previous element within a 

standard time period allowed for that element. 

When the individual has completed the training cycle for 

each individual element, the elements are combined. The trainee 

is required to complete one complete sequence of elements - the 

actual job operation. He is given the opportunity to practice 

the operation until he is capable of completing the entire cycle 

within the standard allowed time. 

Once the operations for one cycle have been mastered 

within a given time standard, the trainee is allowed to work 

on two consecutive cycles, then three cyles and so on until 

he is capable of performing a standard day's work while meeting 

quality standards. At this stage of training, the new operator 
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is considered ready for the work environment. 

The Analytic Method has proven quite successful in many 

work situations (19, p. 46 -49). The common outcome of such a 

program characteristically reduces turnover, increases pro- 

ductivity, and improves worker morale. 

As with any training method, the Analytic Method has 

limitations. Since special exercises and equipment are re- 

quired, it is usually necessary to obtain the services of a 

consulting firm such as Geoffrey Ladhams Associates. The cost 

of implementing an A.M. training program can be quite high. 

The biggest single limitation, however, lies in the fact that 

the Analytic Method is most effective when training for static 

job operations. For manufacturers in the apparel industry 

that are not confronted with frequent style and fabric changes, 

the A.M. of training may prove satisfactory. There are, however, 

many manufacturers that do not enjoy the benefits of a static 

product line and therefore cannot take full advantage of the 

Analytic Method. 
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IV. THE "SELF- HELP" CONCEPT OF TRAINING 

A. A Definite Requirement 

The "Self- Help" concept of training centers around the 

philosophy of training an operator to become self reliant in 

a changing work environment once he is on the job. As pointed 

out in the last chapter, the Analytic Method of training has 

definite limitations when applied to the fashion apparel in- 

dustry. Another popular approach to training in this industry, 

namely On- the -Job training, has limitations that are character- 

istic of this approach. Although these training methods are 

commonly used, they appear to lack value to an employee on a 

long term basis. 

An interesting article entitled: In -Plant Training, A 

Depth Interview, appeared in the March 1965 issue of The Bobbin 

Magazine. This periodical has wide circulation in the needle 

trades industry. Although this article was approximately eight 

pages long, only short, but important, mention was made of motion 

economy principles. During this interview the following questions 

and answers were discussed: 

"Question: We discussed prior to this question, 
that 2/3 of the routine in sewing is handling. 
The motion economy technique should be stressed 
in training. Do you teach them (referring to the 
trainees) motion economy techniques or work 
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handling prior to going into the machinery? 

Answer: Yes. 

Question: To what extent? 
Answer: Well, we get some garments for the 

training department that they (the trainees) 

are going to work on and they learn how to 
handle it" (38, p. 36). 

The above interview is mentioned since it reflects the im- 

portance of the principles of motion economy and at the same 

time presents a good example of the more or less lackadaisical 

attitude of many instructors toward these principles. 

With high labor turnover and rising training costs, 

there is an ever increasing need to develop better methods 

of training. An indication of this need is verified by the 

fact that the AAMA Technical Advisory Committee will present 

a paper in 1968 concerned in total with the topic of training 

sewing machine operators (6, p. 24). 

B. Basic Considerations of "Self- Help" 

One goal of the "Self- Help" training concept is to train 

an operator in such a manner that, once out in the work en- 

vironment, this operator will have the ability to successfully 

perform his job. The most important goal of "Self- Help ", 

however, is to give each trainee the knowledge needed for 

continual improvement in job performance. The second goal in- 

cludes training the operator so that he can quickly and 
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efficiently adapt his work methods in a highly efficient 

manner to meet the requirements of new job operations. 

To achieve these goals, it is necessary to give each 

employee the tools that are necessary to evaluate and then 

master any and all operations that he could be confronted with. 

In essence, this means that the operator must be capable of 

breaking a job into elements, analyzing each element, and 

then determining an efficient way in which the job can be 

performed. In determining methods, the operator must consider 

required handling of garments, placement of parts, sewing 

sequence, use of tools and fixtures, machine operation and 

arrangement of work area. 

In addition to analyzing the job operation, the 

operator should be capable of evaluating his performance to 

determine if he is meeting productivity and quality standards. 

It is apparent that if an employee is trained in the above 

areas, he would then be prepared for nearly everything that 

came his way in the line of work. In an industry where 

product design and make -up changes frequently, it is imperative 

that the labor force be kept as flexible and self -sustaining 

as possible. 

In an effort to help achieve the self -sustaining position 

mentioned above, it is suggested that the "Self- Help" training 

program include the following subject areas (in addition to 
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Basic training materiali). 

1. Principles of Motion Economy 

2. Use of Feel 

3. Basic Principles of Time Study 

4. Simple Cycle Check 

5. Relationship of Interdependent Job Operations 

Each of these subject areas will be covered in depth. 

1. Principles of Motion Economy 

The principles of motion economy basically deal with three 

distinct categories that are characteristically associated with 

the work environment. These areas are (4, p. 221): 

a. Use of the human body. 

b. Arrangement of the work place. 

c. Design of tools and equipment. 

Each of these phases of motion economy will be discussed 

in more detail to acquaint the reader with the subject. 

a. Use of the Human Body. In studying the principles 

governing the efficient use of body motions, the trainee is ex- 

posed to the principles of motion economy as related to finger, 

hand, arm, leg, head, and body movement. Skill in the use of 

these principles comes with practice. 

3Basic training material refers to orientation training plus 
fundamental training in machine operation and maintenance. 
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Basically, the human body is a complex mechanism that 

is constructed in a manner that enables certain body movements 

to be performed with minimum effort while other movements 

require intensive effort. The human body also has limitations 

which restrict activities. Body motions, and limitations to 

motions, are important factors that must be considered when 

developing efficient work methods which minimize fatigue. Ex- 

tensive research has been conducted to determine work capa- 

bilities of the average worker. Table II lists the basic 

principles of motion economy as developed by Ralph Barnes 

(4, p. 220). which are related to the use of the human body. 

All of these principles can be used to great advantage by an 

hourly employee engaged in fashion apparel work. One of the 

fundamental building blocks of the "Self- Help" training method 

centers around these principles. Of particular interest is the 

topic of rhythm. One author states that: "Rhythm is essential 

to the smooth and automatic performance of an operation, and the 

work should be arranged to permit an easy and natural rhythm 

whenever possible" (31, p. 148). 

To describe rhythm in relation to a job, it might 

be said that: a job normally made up of elements which, 

when mastered and performed in sequence, must flow smoothly 

together in rhythmic movements and proceed at a tempo 

or rate of accomplishment which can be maintained constantly 
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TABLE II 

PRINCIPLES OF MOTION ECONOMY 

Use of the Human Body 

1. The two hands should begin as well as complete their 
motions at the same time. 

2. The two hands should not be idle at the same time except 
during rest periods. 

3. Motions of the arms should be made in opposite and 
symmetrical directions and should be made simultaneously. 

4. Hand motions should be confined to the lower classification 
with which it is possible to perform the work satisfactorily. 

5. Momentum should be employed to assist the worker wherever 
possible, and it should be reduced to a minimum if it must 
be overcome by muscular effort. 

6. Smooth continuous motions of the hands are preferable to 

zig zag motions or straight -line motions involving sudden 
and sharp changes in direction. 

7. Ballistic movements are faster, easier, and more accurate 
than restricted (fixation) or "controlled" movements. 

8. Rhythm is essential to the smooth and automatic performance 
of an operation, and the work should be arranged to permit 
easy and natural rhythm wherever possible. 
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throughout the work day.4 This description includes the words 

mastered and flow smoothly, which imply that the operator is 

familiar with the job, and can perform the various elements 

systematically and without hesitation. The mastery of rhythm 

techniques can enable a worker to perform with less effort 

for longer periods of time and with less mistakes. The 

successful use of rhythm therefore results in: 

1. Less fatigue during the day. 

2. Greater output. 

3. Greater job satisfaction. 

4. Higher quality of work. 

5. Increased income. 

The eight principles listed in Table II, when learned through 

a "Self- Help" program and applied to an actual job situation 

can prove beneficial to both employee and employer. 

b. Arrangement of the Work Place. The principles 

listed in Table III provide guidance for setting up an 

efficient work place. Since the time required to place or 

pick up an object is largely dependent on the distance 

traveled by the hand, arm, etc., it is to the operator's 

advantage to locate all work, tools and parts in the normal 

4Notes on rhythm by Elbert Boice, Training Director, Jantzen 

Inc. (retired). 

. 



40 

TABLE III 

PRINCIPLES OF MOTION ECONOMY 

Arrangement of the Work Place 

9. There should be a definite and fixed place for all tools 
and materials. 

10. Tools, materials, and controls should be located close in 
and directly in front of the operator. 

11. Gravity feed bins and containers should be used to deliver 
material close to the point of use. 

12. Drop deliveries should be used wherever possible. 

13. Materials and tools should be located to permit the best 
sequence of motions. 

14. Provisions should be made for adequate conditions for 
seeing. Good illumination is the first requirement for 
satisfactory visual perception. 

15. The height of the work place and the chair should preferably 
be arranged so that alternate sitting and standing at work 
are easily possible. 

16. A chair of the type and height to permit good posture should 
be provided for every worker. 
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working area.5 

Principles 14, 15, and 16 are of particular importance 

to fashion apparel employees working in a sewing department. 

Here illumination has a great affect on productivity, quality 

and fatigue due to eye strain. Since these workers spend a 

large portion of their working day sitting in a chair, the 

location and design of the chair affects the worker. 

By presenting the principles of motion economy listed in 

Table III to the trainee, during the "Self -Help" training 

cycle, he becomes knowingly aware of the importance and 

benefits to be derived from the efficient arrangement of 

the work place. Only through conscientious application of 

these principles can the employee hope to obtain satisfaction 

from his work experience. 

c. Design of Tools and Equipment. Another area of 

motion economy is that of tool and equipment design. This 

area is of particular importance since each employee, 

potentially, has the opportunity to detect tool, fixture 

and /or equipment needs that are often overlooked by manage- 

ment. The principles of motion economy that are associated 

with this area are listed in Table IV. 

Many operations performed today in the production of 

51f all components can be reached while both elbows are close to 
the body, the work will be performed in the "normal working area" 

(31, p. 107). 
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TABLE IV 

PRINCIPLES OF MOTION ECONOMY 

Design of Tools and Equipment 

17. The hands should be relieved of all work that can be done 

more advantageously by a jig, fixture, or a foot -operated 

device. 

18. Two or more tools should be combined wherever possible. 

19. Tools and materials should be pre -positioned whenever 

possible. 

20. Where each finger performs some specific movement, such as 

in typewriting, the load should be distributed in accordance 

with the inherent capacities of the fingers. 

21. Handles such as those used on cranks and large screw- 

drivers should be designed to permit as much of the sur- 

face of the hand to come in contact with the handle as 

possible. This is particularly true when considerable 

force is exerted in using the handle. For light assembly 

work the screwdriver handle should be so shaped that it 

is smaller at the bottom than at the top. 

22. Levers, crossbars, and hand wheels should be located in 

such positions that the operator can manipulate them with 

the least change in body position and with the great 
mechanical advantage. 
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a garment are manual tasks, or semi- automated operations re- 

quiring some degree of manual labor. If an employee is in- 

structed in the principles of good tool, fixture and equip- 

ment design and use, then he is better prepared to fully 

utilize existing equipment and at the same time he is more 

apt to discover uses for underdeveloped or unused fixtures 

and tools. 

2. Use of Feel 

Feel, as applied to industrial tasks, might be defined 

as: the seemingly automatic accomplishment of a task by a 

person who is so familiar with the work that the sense of feel 

is employed to perform the task with a minimum use of the 

sense of sight. Since most of feel is learned and memorized 

by the hands or fingers, it is important that all other parts 

of the body and mind function as nearly automatic as possible 

in order to allow full concentration on the fingers. 

One author offers the following training situation: 

"We instruct a sewer that the narrow hem on a 

sheet should be 1/2" wide. We also tell and show 

the learner what she must do to sew a 1/2" hem. 

How does she know whether or not the hem is 1/2" 

wide? We teach her to look at the hem and to 

point out the cues that she will receive if 

the hem is proper width. Thus the learner must 

be taught what to perceive in order to: know 

when to continue performing other parts of the 

task. - - know whether the completed part 

of the task is performed correctly" (27, p. 54). 
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This example points out the need to recognize cues. 

When using the sense of feel, these cues must be ascertained 

by means of touch as related to finger and hand operations 

unaided by visual senses. 

A hemmer in a sewing department is often required to use 

feel. Here the fingers determine the width of the hem which 

is hidden from view. If new employees are made aware of the uses 

of feel and how it may enhance job proficiency, then these em- 

ployees are better equipped with another useful tool. 

3. Basic Principles of Time Study 

The productivity of many industrial work situations is 

based on time standards. From these standards, the amount of 

work that a normal operator is expected to accomplish within a 

given time period can readily be determined. 

The actual development of time standards can be 

accomplished in a number of ways. A time study may consist 

of nothing more than timing a job cycle with the aid of a wall 

clock, wrist watch, or a stop watch. A more sophisticated 

approach to time study might make use of a motion picture 

camera, or Servis recorder. Basically, all time studies have 

the same objective and that is "to determine the time re- 

quired by a qualified and well trained person working at a 

normal pace to do a specific task" (4, p. 348). 

Since the productivity of many jobs in the fashion apparel 
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industry are based on standards, it is only logical that the 

worker himself should know something about time standards; how 

they are determined, why they are needed, and how they are used. 

By allowing the trainee to become familiar with this subject, 

he will also learn just how his wages are determined. This 

allows the employee to know what his wages are based upon and 

what he can do to increase his personal income. 

Since the "Self- Help" concept of training is interested 

in the development of the worker on a broad basis, it is necessary 

to include material on time study methods in the training program. 

It should be mentioned, however, that under the "Self- Help" con- 

cept, it is not intended that the trainee become an expert in 

the field of time and motion study; this would require too 

much time and be too expensive. 

4. Simple Cycle Check (1, p. 25) 

Next on the "Self- Help" training agenda, it is suggested 

that the trainee be exposed to the uses, and benefits, of the 

simple cycle check. The ability to understand and apply the simple 

cycle check is a "capability that is within the grasp of most 

operators" (1, p. 25). This check is elementary in nature, but 

through its use, the operator is able to determine the amount of 

time spent during a work cycle on non -sewing elements. The 

following models are presented: 

a. Allowance = Non -Cycle Time 
Cycle Time 



b. Allowance = r x N - 1 

e x T 
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Where: r = piece rate /gar- 
ment 

N = No. produced in 
time T 

e = earnings per unit 
time 

T = cycle time 

"Cycle Time" is defined as that portion of the total time 

being considered which it takes to pick up the garments, sew 

them, and lay them aside. 

"Non -Cycle Time" is all the time that is not cycle time. 

This would include bundling time, social time, personal time, 

waiting time, instruction time, machine down time, fatigue 

time, etc. 

The value of the simple cycle check is the computation 

of the allowance "A ". "Since the allowance is the ratio of the 

operator's 'non- sewing time' to her 'sewing time' it is 

reasonable to expect a relatively inexperienced operator to 

attain the same low allowance as another experienced operator 

on the same operation. High allowance indicates poor operator 

effort or a disruptive factor traceable to mismanagement" 

(1, p. 27) . 

It should be understood that the allowance is a relative 

rather than absolute measure. The simple cycle check has many 

advantages, but it also has limitations. The cycle check study 
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does not provide the detail and accuracy obtained from an 

elemental time study or synthetic time analysis. The cycle 

check does, however, provide the operator with an indication 

as to whether an acceptable proportion of time is being spent 

on allowance time as compared to sewing time. The only tools 

needed for the simple cycle check are pencil and paper, a 

wrist watch, or wall clock. 

5. Relationship of Interdependent Job Operation 

All too often a training program will center around the 

development of a trainee as an isolated individual in the sewing 

room environment. Very few situations exist today in the 

apparel industry which call upon one operator using one 

machine to perform all required sewing operations on a garment. 

In this normal sequence of job operations, it can be concluded 

that there is normally an interplay in the performance of 

these sequenced operations. It is therefore desirable for 

the trainee to appreciate the concept of a team effort. The 

"Self- Help" training concept allows the trainee to develop 

this appreciation by giving him the opportunity to perform all 

operations required for the production of a garment making use 

of all necessary types of sewing machines. 

. 



48 

C. Presentation Technique for a 

"Self- Help" Training Program 

Table I, in Chapter II, listed three of the most common 

means by which training is given to the worker today. As 

stated before, each type of presentation has advantages and dis- 

advantages. Which particular method to use depends a great deal 

on the factors mentioned earlier in Chapter III. 

When considering the various possibilities for presenting a 

"Self- Help" training program, a number of factors should be kept 

in mind. Since the "Self- Help" concept includes instruction on 

motion economy, feel and time study, it is unlikely that the normal 

experienced worker would have enough background in these subjects 

to enable him to teach others. It must also be realized that training 

aids, such as flip- charts, peg- boards, movies and a blackboard can 

be used extensively in program presentation. Since special in- 

structors and training aids can be used advantageously, it might 

do well to consider the possibilities of centralizing at least 

portions of the training program. If a training program utilizes 

the "on- the -job" presentation technique, it might be of value to 

schedule periodic classroom training sessions where the specialized 

material can be presented. The same approach can be used for 

apprentice training. Where the vestibule approach is used, the 

trainees are already grouped together in a classroom or special 
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shop, thus eliminating the need to convene the trainees for a 

special presentation (34, p. 2). 

Another avenue of approach that could be used for pre- 

senting the specialized subjects of the "Self- Help" program, 

would be to instruct the various supervisors and /or foreman in 

the topics and let them be responsible for passing the infor- 

mation down to the trainees in their respective departments. 

This approach might place an additional responsibility on the 

personnel or training director. He would have to coordinate 

use of available training facilities to include use of training 

aids. Here again, the final decision on how best to present 

the entire "Self- Help" training concept will have to be made 

after all factors have been taken into consideration. 
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V. APPLICATION OF A "SELF- HELP" 
ORIENTED TRAINING PROGRAM 

The presentation up to this point has concentrated on 

industrial training programs in general and of what they ideally 

consist. The last chapter reduced the scope of the discussion 

to that of industrial training in the fashion apparel industry. 

In this chapter the application of the "Self -Help" concept is 

presented. 

The merits of any new theory are ambiguous until the 

theory can be tested and properly evaluated. With the complete 

cooperation of a fashion apparel manufacturer headquartered in 

the Portland area, the author was fortunate to have had the 

opportunity to develop an industrial training program based on 

the "Self -Help" concept. The program was applied to newly 

hired sewing machine operators during the Fall of 1964. 

To aid in the writing of this Chapter, the author made 

periodical reference to a diary of notes accumulated during 

the training program. In the appendix, the reader will find 

a complete schedule of the hour by hour training presented 

during the twelve day training program. 

A. Development of the Training Program 

1. Obtaining Permission to Conduct a "Self- Help" Training Program 
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During the late summer of 1964, the author approached 

the Portland production manager of Jantzen Inc. to determine 

some of the problems facing this particular industry. One of 

the major problem areas mentioned during the conversation was 

that of training. The production manager, Mr. Bud Waage, 

mentioned that in his opinion the fashion apparel industry lacked 

an effective technique for training sewing operators. The pro- 

blem centered around the fact that learning periods were lengthy, 

make -up pay was high, annual turnover was in the 30 to 40% range, 

and that training an operator for one specific task did not give 

satisfactory results on a long term basis. Continual style 

and material changes complicated the problem; once an operator 

was introduced to a different style, he would experience a 

retraining period. 

Under most present day training programs, the author found 

that sewing machine operators received no training in the 

principles of methods analysis and motion economy. After re- 

viewing this training problem, the author developed the "Self - 

Help" concept of training. He then approached Mr. Waage and asked 

permission to conduct a training program that would include the 

principles mentioned earlier. The green light was given to 

initiate a "Self -Help" training program at Jantzen Inc., Portland. 

The decision was made to present the training program 

making use of the vestibule approach. This approach allowed 
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closer control of program presentation to include presentation 

of the unique "Self- Help" topics. The objectives of the 

training program were to develop a flexible operator, ex- 

posed to a broad background of sewing machine equipment and use, 

and capable of regaining a high productivity level when changed 

from one machine to another or when introduced to a new style. 

These operators should also have the ability to analyze and im- 

prove on methods needed to accomplish most job tasks. 

2. Selection of Trainees, Trainer, and Training Site 

The selection of trainees was of particular importance. 

To evaluate the effectiveness of an experimental training program 

based on the "Self -Help" concept, it would be necessary to com- 

pare those individuals receiving "Self -Help" training with 

individuals of similar make -up that received normal on- the -job 

training. The most exact way of matching the experimental group 

(those receiving "Self -Help" training) and the control group, 

is to give the subjects performance tests prior to training 

and then pick pairs with identical scores, one for each group. 

Due to limitations in the hiring schedule and availability of 

Personnel Department employees, it was impossible to use this 

sophisticated approach. For the selection of control and ex- 

perimental group personnel, analysis was made of Kopas Personnel 

Test scores (Standard Industrial Battery, copyright 1946) 
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administered by the company to all job applicants. This 

analysis was made in an attempt to establish the fact that 

both groups came from the same population. The results of 

this analysis are presented in the following chapter. 

Table V gives a general breakdown of the areas covered 

by the Kopas Personnel Test, Industrial Battery. Each of the 

test areas are analyzed separately and then as a composite 

group. It is not mandatory, nor altogether desirable, that 

an individual score high in each and every test. Personnel 

department employees review test score profiles to determine if 

an individual is qualified, testwise, for employment. In general, 

it can be said that the control group was picked at random from 

qualified job applicants. This selection was done completely 

by Personnel Department employees. 

The selection of the trainer and training site occurred 

next. Since the decision had been made to use a vestibule, it 

was desirable to locate a training site away from the actual 

sewing area. Due to a shortage of room in the sewing area of 

the plant, a relatively small area in the cutting building was 

made available for the vestibule site. This meant that the 

number of trainees that could effectively participate in the 

vestibule training program had to be restricted to approximately 

seventeen. Based on this, it was decided to run two sessions in 

order to obtain a sufficient test group size for statistical 

evaluation. 
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TABLE V 

Test Areas for Kopas Personnel Test 

"Industrial Battery "6 

Area A -- Ability to think in mechanical terms 
Information sought: Is the testee able to understand 
mechanical and technical subjects and does he learn 
quickly and easily in this area? 

Area B -- Background in math and science 
Information sought: Has the testee the type of mind 
which picks up and retains technical information? 

Area X -- Manual dexterity 
Test X provides a measurement of an individual's 
ability to use his fingers, hands, and arms easily 
and nimbly in complex movements typical of those 
involved in industrial operations. 

Area D -- Interest in variables 
Information sought: Is a testee most apt to succeed 
in a job with few variables or many variables? Is he 
suited to carrying responsibilities or does he prefer 
to have other people assume the responsibility in 
planning and organizing his activities. 

Area C -- Personal characteristics 
Information sought: Will he get along easily with 
other workers? Will he be well liked? Can he obtain 
ready cooperation from others? 

Area E -- Emotional Susceptability 
Information sought: Does he tend to reason and react 
from an emotional or from a factual basis. 

6This information was taken from a written communication dated 
July 22, 1959, addressed to Mr. Bill Ludders, Personnel Manager, 
for the Jantzen Portland Plant. 
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Based on the number of trainees per session, it was 

further decided that one experienced trainer with the 

assistance of the company training director and the author 

would present the course material. A Jantzen employee with 

approximately 35 years service with the company was selected 

as program trainer. This individual, Mrs. Fay Ellsworth, 

had spent the majority of her years with the company in a 

supervisory or training capacity in various sewing departments. 

It was felt that she could offer the class a great deal in 

the mechanics of sewing on the various types of machines that 

the trainee would later be confronted with. Mr. Elbert 

Boise, the Training Director, pledged full support in pre- 

senting the training program. 

B. Program Presentation 

1. Non "Self- Help" Material Presented to the Test Group 

As mentioned previously, a complete detailed schedule of 

course material may be found in the appendix. Only brief mention 

will be made of the subject material presented in the training 

program that was not unique to the "Self- Help" concept. 

7 
Mr. Boise retired from Jantzen in the spring of 1966 after over 

forty years of service; his last fifteen years with the company 

were spent in the training field. 
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Due to the nature of the fashion apparel industry, it 

was unrealistic to assume that a new sewing machine operator 

would be tied down to one particular type of machine. It was 

therefore believed that a new trainee should be given basic 

instruction on the use of the three major types of sewing 

machines normally used in the different sewing operations. 

These three common sewing machine categories are: lockstitch, 

hemmer, and overseam. 

The trainees were given actual training in the main- 

tenance, threading and use of these three categories of 

machines. Practice sessions were scheduled to allow each 

trainee to become familiar with basic operator maintenance 

and threading techniques as well as sewing operations. It 

should be noted from the twelve day training schedule in 

the appendix that no real dynamic training effort in the 

"Self- Help" area was made until the third day of training. 

This scheduling was done purposely to allow the trainees 

to become familiar and relaxed in the training environment. 

It is the author's opinion that it is ineffective to train 

the operators in the principles of "Self- Help" prior to in- 

structing the trainees in the areas where the principles are 

to be applied. 

To compliment the basic training mentioned above, classes 

were given in factory rules, use of employee outlet store, 

. 
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company policies, benefits, etc. During the entire training 

cycle, continual emphasis was placed on quality. 

One of the major assets of a vestibule training program 

is the ability to evaluate, and if necessary terminate, trainees 

with poor performance. Although the experimental vestibule 

training course allowed for such evaluations, no attempt was 

made to lay off poor performers as this act would tend to 

nullify the validity of statistical comparisons to be made 

during the evaluation phase of the training program. 

2. "Self- Help" Portion of Training Program 

By the third day of training, it was believed that the 

trainees had become familiar enough with school activities to 

benefit from "Self- Help" topics. The first unique training 

session was presented during the afternoon of the third day 

of training. 

During this training period, each trainee was given 

a handout listing the principles of motion economy. The basic 

purpose of this class was to develop in the trainees an 

awareness to the fact that these principles did exist and were 

important to good job performance. To aid in the presentation 

of this class, view -graphs were used to depict certain aspects 

of particular motion economy principles. Another session 

was presented making use of a peg board. A number of trainees 

were given the opportunity to fill the peg board using various 
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methods. They were timed and comparisons made to determine 

the fastest means of performing this task. The purpose of using 

the peg board exercise was to stimulate the trainee's interest 

to find new and better methods of performing a relatively 

simple task. This same principle can then be applied to the 

sewing room environment. Each trainee is given a large piece 

of paper representing a sewing machine table top with a 

sewing machine outlined in black. The trainee can then be 

given two or more stacks of "parts" that are to be sewn 

together. The object is for the trainee to experiment with 

different ways of placing the parts; grasping, pre -position 

and positioning the parts for sewing. It must be emphasized 

again that the intent of this exercise is to show the trainee 

that some methods are better than others. 

Although general motion economy principles cover a lot 

of area, the principles applying more directly to sewing de- 

partment job requirements were emphasized. Since the entire 

training session consisted of only twelve days, it was not 

envisioned that the trainees become experts in the use of 

these principles during the training session. 

Once the trainees had been exposed to principles of 

motion economy, the tempo of training in the specialized 

areas of "Self- Help" was intensified. The author spent many 

hours in the various production sewing departments filming 
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sewing techniques of operators that were using either ex- 

ceptionally good methods or poor methods. A variety of sewing 

operations were selected for filming based on type of operation 

performed and sewing machine required. It is the author's 

belief that the film should include operations performed on 

sewing machines similar to those used in the vestibule 

school. The movie covered operations emphasizing sewing 

technique, work area layout, and handling of material to in- 

clude parts. 

After editing the film, the final production consisted 

of an eighteen minute motion pictures covering the variety of 

operations mentioned above.8 

To complement the training on motion economy, classes 

were given on the subjects of eye -hand coordination and feel. 

Each trainee was given handout material to supplement class 

presentation. The advantages to be derived by the operator 

from these subjects comes with experience. These subjects 

were included in the training film as well as emphasized 

during a trainee tour through the actual sewing departments. 

The next item included in the formal presentation of 

the subjects of motion economy, eye -hand coordination, and 

8Equipment used for filming was borrowed from the Industrial 
Engineering Department at Oregon State University. 
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feel was a supervised tour through the various sewing depart- 

ments. Operators working on specific job operations or operators 

of unusual skills (good and poor) were isolated. Groups of 

trainees (not exceeding five girls) were guided through the 

sewing departments stopping off to observe the pre- designated 

operators. Following these tours, a discussion period was 

held in the company conference room. The purpose of the 

open discussion was to determine how effective the specialized 

training has been up to this point. This determination could 

be judged in part on the comments made by the trainees during 

the discussion period. If the girls were successful in their 

evaluations of the operations just observed on the tour, then 

this would indicate that the trainees were at least partially 

receptive to the specialized training. 

To conclude the formalized presentation of the specialized 

"Self- Help" subjects, emphasis was placed on the technique used 

to break a job down into elements and evaluation of job per- 

formance. 

Sample calculations were made in class based on actual 

job operations. The calculations were designed to illustrate 

situations where an operator was wasting time either in actual 

sewing elements or support elements. In Chapter IV, a pre- 

sentation was made showing the actual mathematical models used 

in this blackboard presentation and practical exercise. 
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To add continuity to the training program, the in- 

structor, Mr. Boice, and the author designed a two -piece 

bathing suit requiring sewing operations on the three 

machines mentioned previously. Patterns were drawn and 

enough swimsuit parts cut to give each trainee twelve suits 

to work on. The trainees were then required to complete all 

operations on their twelve suits, moving from one type 

machine to the next. It was felt that this would give the 

operators an appreciation of how job performance on one 

operation would influence the next sewing operation in 

sequence. 

During the remaining few days of the training session, 

the trainees finished up work on their training suits and 

began actual production work. During this portion of 

training, informal guidance could be given individual 

operators on work methods evaluation and development. 

C. General Comments on the Training Program 

Since the training session lasted for a short twelve days, 

it was not expected that the school graduates would immediately 

attain a 100% productivity level. Many of the benefits to be 

derived from the "Self -Help" training program would be long 

range benefits realized when the operator is changed from one 
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style, or machine, to another. It was expected, however, 

that the vestibule trained operators would maintain steeper 

learning curves during the initial training phase and re- 

training phases. 

Throughout the development and presentation phases of 

the school, a constant attempt was made to get sewing depart- 

ment supervisors actively involved in the planning and pre- 

sentation of the vestibule school. The author felt that 

this was necessary to alleviate any question in these 

supervisors' minds as to whether the vestibule school was 

a direct criticism of their training capabilities. 

A conference was held with the sewing department 

superintendent and supervisors to explain the intent of the 

"Self- Help" approach. When the training schedule was completed, 

each sewing department supervisor was given a copy of the 

training schedule and asked to evaluate (critically) the con- 

tents of the schedule. Each supervisor was invited to visit 

the school whenever she desired. Each supervisor was asked 

to help in the evaluation of the vestibule school by com- 

pleting a questionnaire that would be distributed several 

weeks after completion of the school. 
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VI. EVALUATION 

Although the development and presentation phases of 

a new concept are important, they are incomplete without the 

evaluation phase. The "Self- Help" program presented in the 

previous chapters will now be evaluated in four phases. 

Phase I is a statistical evaluation of the method by 

which individuals were selected for the Control Group and 

Test Group. 

Phase II of the evaluation is a statistical analysis 

of production data (B -hour rates) for the first 12 weeks 

after the hire date. Productivity levels of the Control 

Group are compared with the corresponding productivity levels 

of the Test Group in an attempt to determine if there is a 

significant difference in productivity levels between the 

two sample groups. 

The third phase of the evaluation program centers 

around the results obtained from two questionnaires. One 

questionnaire was given to each of the sewing supervisors 

who were in turn asked to critically evaluate the "Self- Help" 

Training Program. A second questionnaire was given to the 

vestibule trained employees. These employees were asked to 

evaluate the training program with specific emphasis on the 

"Self- Help" topics. 
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The final area to be covered in this Chapter will be 

that of labor turnover. For this evaluation, a comparison 

is made between the Control Group and Vestibule Trained 

Group with respect to turnover rates. 

Phase I. Evaluation of Selection Method 

All applicants for power machine operator positions 

during the Fall of 1964 were given the Kopas Industrial Tests 

(subject matter of these tests was outlined earlier). An 

applicant was expected to have a test profile that fell with- 

in predetermined limits. If an applicant fulfilled the 

Kopas test requirements, she was then screened by the Company 

Registered Nurse to determine physical condition and 

limitations, if any. 

All of the seventy -three women comprising the Control 

Group met the minimum test and physical requirements as 

determined by the Jantzen, Inc., Personnel Department. The 

thirty -three girls representing the Test Group met these same 

requirements. 

The statistical comparison for each set of test scores 

is shown below. The Students' "t" is used since population 

mean and standard deviation are not know. For purposes of 

this particular evaluation, however, it is assumed that the 

standard deviations for the Control Group and Test Group are 
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unalike. This assumption is based on the fact that the sample 

sizes for the Control Group and Test Group were substantially 

different. For testing the difference between two sample 

means where IT 1 and 2 
2 

are unknown and may not be equal 

and where the sample sizes are known to be unequal, the 

following equations were used9 (11, p. 476). 

S2 

(X - x1)2 

S2 
z (X - x2)2 

2 

1 N1 -1 2 N2 -1 

t calc. _ 

X1 - 
2 

2 2 X 
1 

mean of sample #1 
S1 S2 1 

N1 N2 X2 = mean of sample #2 

N1 = number of observations 
in sample #1 

N2 = number of observations 
in sample #2 

t = statistic referred to as 

Students' Distribution 

S1 
/ 
N1 

C = 
1 2 2 n 

s1 + S2 
C2 + (1 - C)2 

N1 N2 N1-1 N2-1 

n = number of degrees of freedom 

The results of the calculations for the test data using 

the formulas presented above are given in Table VI. The known 

9Aspin -Welch Test. 

z 

= 

= 

+ 
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TABLE VI 

Test Group 

Test A I Test B Test C Test D Test E 

Si 8.3 13.2 13.2 14.6 18.9 

X1 17.2 18.0 31.7 20.3 12.1 

N 33 32 33 33 33 

Control Group 

SZ 9.5 20.9 4.22 18.1 18.1 

X2 15.8 16.3 30.8 22.1 12.5 

N 81 75 79 81 81 

Combined Items 

c .683 .597 .885 .659 .723 

n 62 73 43 67 58 

table 
t+ .025 

+ 1.999 
- 

+ 1.996 +2.019 _ + 1.998 +2.002 _ 

t calc. 2.301 2.04 1.34 2.22 .45 

I 

, 

- - 
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values for t shown in Table VI were taken from a table for 

"t" values at the 5% significance level. If all possible 

sample combinations of size N were drawn from the population, 

5% of the means of these samples would be expected to fall 

within the critical range; the critical range being defined 

as that range t _.025 >critical range > t +.025' 

In analyzing the test score data the hypothesis is 

presented that: for each test sample of the Control Group 

and Vestibule Trained Group, the means of these sample 

groups are equal and therefore the samples come from the 

same population. Actual test results are found in the 

Appendix in Tables X and XI. 

In comparing the last two lines of Table VI, it is 

interesting to note that there is a significant difference 

in the results for Tests A, B, and D (t calc. for these Tests 

fall in the critical ranges). The sample means for the 

Vestibule Trained Group are greater than X2 for Tests 

A and B, while X2 is greater than gl for Test D. This 

means that the two groups were not as closely matched as 

they should have been with reference to Tests A, B and C. 

Phase II. Evaluation of Productivity Rates 

Tables XII and XIII, located in the Appendix, list 

productivity rates for the Control Group and Vestibule Trained 
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Group. The Bedaux "B" hour system of work measurement is used at 

Jantzen. Under this system an employee is said to have performed 

at standard if he can produce 60 standard minutes of work in an 

hour's time. Tables XII and XIII indicate the average number 

of standard minutes per hour per week earned during the first 

12 weeks of employment. Statistical comparisons of these 

productivity rates have been made at four, eight, and twelve 

weeks of employment. These comparisons were made in an attempt 

to determine if there was a significant difference in production 

rates between the Control Group and Vestibule Trained Group 

at four, eight, and twelve week periods respectively. Table 

VII presents the statistical data made during this evaluation. 

The formulas used under Part I of the Evaluation are again used. 

For this particular statistical evaluation the following 

hypothesis is presented: The mean value of the production 

rate for the Test Group is greater than the corresponding 

mean of the Control Group. This analysis requires a one tail 

test and again the 5% significance level is used. 

Analysis of the data shown in Table VII reveals the 

fact that the calculated "t" value at the four and eight week 

periods falls outside the critical range. Based on this 

determination it can be concluded that there did not exist 

a significant difference in production rates during the first 

eight weeks; the hypothesis is rejected. 
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The calculated "t" value for the twelfth week, however, 

did fall into the critical range at the 5% significance level. 

Based on this calculation, it can be said that there was, in 

fact, a significant difference in production rates during the 

twelfth work week between the Control Group and Vestibule 

Trained Group (the hypothesis is accepted for week 12). 

TABLE VII 

Week N1 Si N2 SZ C n X1 X2 t+.05 

table 
t calc. 

4th 33 180 66 169 .682 67 34 33 1.67 +0.354 

8th 27 239 55 205 .705 48 43 41 1.68 +0.564 

12th 25 209 48 242 .624 52 55 47 1.67 +2.19 
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Graph 1 shows the comparison of productivity curves 

between the Control Group and Vestibule Trained Group. It 

should be noted that the productivity rates for the Vestibule 

Trained Group were zero for the first two weeks. This was 

due to the fact that this group received training during the 

initial twelve days of employment and was therefore unable 

to develop productivity rates. 

Phase III. Evaluation of Questionnaires 

The next phase presented in this chapter deals with 

the analysis of two questionnaires; one given to sewing 

supervisors, and the second given to Vestibule Trained em- 

ployees. Examples of each questionnaire can be found in the 

Appendix. When given the questionnaire, the employee or 

supervisor was asked to answer all questions in a constructive 

manner. Each participating employee was given an envelope 

in which the questionnaire was to be returned. These employees 

were further instructed that they need not sign the form 

and /or envelope unless they so desired. When completed, the 

girls were asked to turn the questionnaires in to the Personnel 

Office. 

The answers to each question on the questionnaires were 

analyzed and placed into one of three categories. The answers 

were considered "positive," "negative," or "indifferent." 



P
r
o
d
u
c
t
i
v
i
t
y
 
R
a
t
e
s
 
(
S
t
d
.
 
M
i
n
.
 /
H
r
.
 /
D
a
y
)
 

60 

55 

50 

45 

40 

35 

30 

25 

20 

15 

10 

GRAPH I 

Production Curves 

Control Group 

vs. 

Vestibule Group 

y 
Y 

o----cri 

1 

i -Q Control Group 
I 

71 

- - -- -- - - - -- Vestibule Group 

2 3 4 5 6 7 

Week of Employment 

8 9 10 11 12 

¡I 

r 



72 

The answers for each question of both forms were then tallied. 

The results of these tallies can be seen in Tables VIII and IX. 

In analyzing these tables, it can be seen that the replies in 

general were favorable. The Supervisors' Questionnaire was 

general in nature and was therefore difficult to evaluate. 

A number of replies received from the supervisors were 

definitely negative towards the vestibule training concept 

but no specifics were included in their answers. 

Phase IV. Labor Turnover Comparison 

A total of 106 employees participated in the "Self - 

Help" training program; 73 were members of the Control Group 

and 33 participated as Test Group members. It is well to 

recognize the fact that a company benefits only from those 

employees that are on the job and capable of producing. As 

stated earlier, it costs a garment manufacturer approximately 

$500 (average) to hire and train a new employee. 

Graph II shows a comparison of turnover curves for the 

two groups. It is interesting to note that the percent turn- 

over for the Control Group is at all times greater than that 

of the Vestibule Group. It can further be said that the 

difference between the two percentages seems to be increasing 

with time. The analysis of this graph leads to the conclusion 

that there was definitely a favorable reduction in labor 
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TABLE VIII 

Vestibule Trained Employee Questionnaire 

Question 
Number 

Positive 
Reply 

Indifferent 
Reply 

Negative 
Reply 

1 90% 10% 0% 

2a 60 30 10 

2b 50 40 10 

2c 50 50 0 

3 50 40 10 

4 30 40 30 

5 80 10 10 

6 80 0 20 

7 40 30 30 

8 60 20 20 
" 
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TABLE IX 

Supervisor Questionnaire 

Question 
Number 

Positive 
Reply 

Indifferent 
Reply 

Negative 
Reply 

1 80% 20% 0% 

2 50 40 10 

3 0 80 20 

4 25 75 0 

10ONLY 
four questions are evaluated here. Remaining questions 

were too subjective for this type of evaluation. 

. 
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turnover due to the Vestibule Training Program. This re- 

duction amounts to more than 33% of the twelve week period. 
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VII CONCLUSIONS AND RECOMMENDATIONS 

Upon reading the evaluation summary, it can be con- 

cluded that the "Self- Help" presentation was a success, but 

on a limited basis. The trainees that participated in the 

Vestibule Training Program expressed satisfaction with the 

program. The comparison of productivity rates indicates 

that the "Self- Help" training was helpful by increasing 

productivity while reducing labor turnover. 

Although these results were favorable to the "Self - 

Help" program, there are a few recommendations that should 

be made for future studies of this type. 

A number of attempts were made to get the sewing 

supervisors involved in the "Self- Help" program, but these 

attempts were not truly successful. These supervisors were 

of the opinion that the Vestibule was more or less an 

indication that they were not doing a satisfactory job of 

training within their own departments. To overcome these 

undesirable thoughts, more time and effort should be directed 

toward getting the supervisors more actively involved in the 

makeup and presentation of the course. It might even be 

advantageous to have one or more of the sewing conveyor 

supervisors give portions of the school. It would also be 

helpful if each trainee was allowed to spend a few days in 

. 
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her assigned department before attending the Vestibule school. 

This may help the supervisors feel they are sending part of 

their department out for training; they will be more interested 

in their personnel. For the purposes of the "Self- Help" 

Vestibule Program at Jantzen, the girls were hired, trained in 

the Vestibule and then sent to a sewing department. 

Another area that could stand improvement would be 

that of trainee evaluation. One of the primary assets of the 

Vestibule is the opportunity to evaluate each trainee under 

similar conditions. If a trainee does not live up to pre- 

determined standards, she should be terminated. This practice 

was not followed in the "Self- Help" training cycle to eliminate 

the possibility of biasing the sample. 

For the program presented in this writing, all "Self - 

Help" material was presented to the trainee in a short twelve 

day period. There would be definite advantages to a re- exposing 

the trainees to follow -up short courses in specialized areas. 

These follow -up courses would help to reinforce learning after 

the employees had time to experience the real work environment. 

The follow -up courses have a number of advantages. First they 

indicate to the employee that the company has a continued in- 

terest in each individual. This type of training can be geared 

to provide some degree of specialized training if needed. It 

is not intended that the follow -up training approach be limited 
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to new employees or the first few months of work. These types 

of sessions should be maintained on a year around basis. 

Although the case study presented in this writing was 

limited to new employees (for evaluation purposes), there is 

no need to exclude experienced employees from this training. 

Any employee that has difficulty making or maintaining acceptable 

productivity rates should be encouraged to go through the 

"Self- Help" course. 
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APPENDIX 



Sewing Vestibule Training Schedule 

1st Day 

Time Subject Place Group Presentation 

9:15 -9:45 Orientation Vestibule & 

Cutting Bldg. 
All Trainees Tour of training area, 

rest rooms, clock room, 
time clock and lounge. 

9:45 -10:00 Introduction to 
training program 

Vestibule All Trainees Explanation of training 
program, purpose, goals, 
and benefits. 

10:00 -10:30 The sewing machine 
and work area, use 
of scissors 

Vestibule All Trainees Types of sewing machines, 
care of machines, and 
maintenance of work area. 

10:30 -11:15 Introduction to 

Single Needle 
Singer 

Vestibule All Trainees 
& sub -groups of 
three girls each 

Demonstration by instructor 
on basic machine appli- 
cations. Trainees will 
break up into groups of 
3 and practice on machines 
briefly (5 machines). 

11:15 -11:55 Introduction to 
Overseam Machine 

Vestibule All Trainees 
& sub -groups of 
two girls each 

Demonstration by instructor 
on basic machine appli- 
cation. Trainees will 
break up into groups of 
2 each for practical 
exercise (10 machines). 

11:55 -12:25 Lunch Cafeteria All Trainees 

T 

, 



Sewing Vestibule Training Schedule 

1st Day (Continued) 

Time Subject Place Group Presentation 

12:25 -1:15 Introduction to 
Hemming Machine 

Vestibule All Trainees & 

sub -groups of 
three girls each 

Demonstration by instructor 
on basic machine appli- 
cation. Trainees will 
break up into groups of 
3 each for practical 
exercise (5 machines). 

1:15 -2:00 Threading of Single 

Needle Singer 

Vestibule All Trainees Demonstration of threading 
process with aid of view 
graph. Trainees will 
break up into groups of 
3 and practice. 

2:00 -3:30 Continued practice 
on Singer, Hemmer 
and Overseam 
machines 

Vestibule All Trainees Practical exercise at 
various machines. 

3:30 -4:00 Review of day's 
activities and 
practical exercise 

Vestibule All Trainees Discuss problem areas. 

1 

. 

-. 



Sewing Vestibule Training Schedule 

2nd Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Outline of material to be 
reviewed during the day. 

8:00 -11:55 Sub -group in- 

struction on Singer 
Machine 

Sub -group in- 
struction on Over- 
Seam Machine 

Sub -group in- 
struction on 
Hemming Machine 

Vestibule 
(5 Singers) 

Vestibule 
(5 Overseamers) 

Vestibule 

Group A 

Group B 

Group C 

The class will be broken 
up into three groups of 5 

or 6 girls each. Group 
A will begin detailed in- 
struction on Singer. 
Group B will begin work 
on Overseamers. Group 
C will begin work on 
Hemming Machine. This 
training will include 
basic stitches on each 
of these machines. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -2:00 Continue in- 
struction on 
Singer, Hemmer, 
and Overseam 
Machines 

Vestibule Group A, Group B, 
Group C 

Same as above. 

1 

- 



Sewing Vestibule Training Schedule 

2nd Day (Continued) 

Time Subject Place Group Presentation 

2:00 -2:20 Factory Policies Vestibule All Trainees Discussion of factory 
policies to include 
personal habits on the 
job, packages from 
sales room. 

2:20 -4:00 Continue in- 
struction on Singer, 
Hemmer and Overseam 
Machines 

Vestibule Group A, Group B, 
Group C 

Practical exercise empha- 
sizing basic sewing 
capabilities of the 
various machines. Each 
group will continue to 
practice on machines 
assigned at beginning 
of day. 



Sewing Vestibule Training Schedule 

3rd Day 

Time 
, 

Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review material 
covered during first 
two days. 

8:00 -10:00 Sub -group training 
on Singer 

Sub -group training 
on Overseam Machine 

Sub -group training 
on Hemming Machine 

Vestibule 
(5 Singers) 

Vestibule 
(5 Machines) 

Vestibule 
(5 Machines) 

Group C 

Group A 

Group B 

Group C will begin 
training on Singer 
machines. Trainer 

will include basic 
stitches, etc. 

Demonstration and 
practical exercise on 
various applications 
of this machine. 

Demonstration and 
practical exercise on 
various applications 
of this machine. 

10:00 -10:20 Time Standards Vestibule All Trainees Short discussion on 
use of time standards, 
how they are derived and 
why needed. 

, 

r 

- 
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Sewing Vestibule Training Schedule 

3rd Day (Continued) 

Time Subject Place Group Presentation 

10:20 -11:55 Training on Singer, 
Overseam & Hemmer 

Vestibule Group C, Group A 
Group B 

Continued training as 
outlined above. Each 
group will continue 
training on machines 
assigned at beginning 
of day. 

12:25 -2:30 Introduction to the 
Principles of Motion 
Economy: Session I 

Conference Room / Group C, Group A, 
Group B 

Principles of Motion 
Economy: hand- out10 

2:30 -3:00 Introduction to 
Machine Final 
Inspection Area 

Vestibule All Trainees Brief discussion of 
department goals and 
responsibilities. 

3:00 -4:00 Training on Singer 
Overseam & Hemmer 
Machines 

Vestibule Group C, Group A, 
Group B 

Continue training in 
sub -groups. Group C 

on Singer, Group A on 
Overseam and Group B 

on Hemmer. 

10Heavy 
border indicates special "Self- Help" material. 

. 
/ 

r 



Sewing Vestibule Training Schedule 

4th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review material covered 
on previous days. 

8:00 -10:00 Training on Singer 
for sub -group B 

Sub -group training 
on Overseam 

Sub -group training 
on Hemming Machine 

Vestibule 

(5 Singers) 

Vestibule 
(5 Overseamers) 

Vestibule 

(5 Hemmers) 

Group B 

Group C 

Group A 

Sub -group B will begin 
detail training on 

Singer machine. 

Sub -group C will begin 
detail training on 
Overseam machine. 

Sub -group A will begin 
detail training on 

Hemming machines. 

10:00 -10:30 Quality Control at 

Jantzen, Portland 
Vestibule All Trainees Brief discussion on 

Quality Control 

Department at Jantzen. 

10:30 -11:55 Principles of 
Motion Economy: 
Session II 

Conference 
Room 

All Trainees Hand out on Principles 
on Motion Economy. 
Practical exercise 

using pegboard. 

11:55 -12:25 Lunch Cafeteria All Trainees 

y 

, 



Sewing Vestibule Training Schedule 

4th Day (Continued) 

Time Subject Place Group Presentation 

12:25 -2:00 Continued sub -group 
training on Singer, 
Overseam & Hemmers 

Vestibule Group B, Group C, 
Group A 

Continued training 
as above. 

2:00 -2:45 Use of other machines Vestibule All Trainees Demonstration of use 
of various machines not 
otherwise covered in 
training course. 

2:45 -4:00 Continued training 
by sub -groups on 

Singer, Overseam, 
& Hemmer 

Vestibule Group B, Group C, 
Group A 

Continued training by 
sub -groups same machines 
as assigned in the 

morning. 



Sewing Vestibule Training Schedule 

5th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review material covered 
on previous days, 
answer any questions. 

8:00 -8:50 Begin training 
on bundle of girls' 
two -piece swim suits 

Practical exercise 
on Singer and 
Hemmers 

Vestibule 

Vestibule 

Singer & 

Hemming 
Machines 

Group C 

Group A & 

Group B 

Each girl will be given 
one bundle of girls' 
two -piece swim suits 
to work on. Each girl 
will perform all sewing 
operations on each suit 
in their bundle (Over- 
seam, Singer, Hemmer 
in that order). 

Girls in Groups A & B 

will continue work on 

Singer and Hemming 
Machines until Overseam 
Machines become available. 
When Overseamers become 

available, girls from 

Group A & B will be 

given a bundle of girls' 
swim suits, and trans- 
ferred to Overseam 

. 

r 



Sewing Vestibule Training Schedule 

5th Day (Continued) 

Time Subject Place Group Presentation 

Machines. These suits 
will be sold in the 
sales room. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -11:55 Continued practical 
exercise and work on 
swim suits 

Vestibule Group A, Group B, 
Group C 

Same procedure as be- 
fore coffee break. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:30 Continued work on 
swim suits and 
practical training 

Vestibule Group A, Group B, 

Group C 

Same procedure as be- 
fore lunch. 

1:30 -2:00 Bundle Handling with 
emphasis on 

Principles of 
Motion Economy 

Vestibule All Trainees Demonstration of un- 
tying, counting and 
laying out of parts, 

and handling of work 
order. Also stamping 
and clipping of coupon 
and tying of bundle 
at completion of work. 

2:00 -2:10 Afternoon Coffee 
Break 

Lounge All Trainees 

, 

, 

- 



Sewing Vestibule Training Schedule 

5th Day (Continued) 

Time Subject Place Group Presentation 

2:10 -3:45 Principles of 
Motion Economy: 
Session III 

Vestibule All Trainees Review material on 
Motion Economy, 
practical exercise 
using simulated 
diagrams of sewing 
table top. 

3:45 -4:00 Clean up Vestibule All Trainees Clean up work areas. 

J 



Sewing Vestibule Training Schedule 

6th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review material covered 
during first 5 days of 
school. 

8:00 -8:50 Practical work on 
girls' swims suits 

Vestibule Group A, Group B, 
Group C 

Continue work on swim 
suits, suits will be 
inspected periodically 
for workmanship. In 
some instances it may 
be necessary to rip 
and resew a garment. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -11:55 Practical work on 
swim suits 

Vestibule Group A, Group B, 
Group C 

Continue work on swim 
suits. As individuals 
finish work on their 
particular bundle, 
they will begin work 
on production styles. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:50 Practical work on 
girls' swim suits, 
begin work on 
production styles 

Vestibule All Trainees Presentation same as 

above. 

' 



Sewing Vestibule Training Schedule 

6th Day (Continued) 

Time Subject Place Group Presentation 

1:50 -2:00 Afternoon Coffee 

Break 
Lounge All Trainees 

2:00 -2:45 Principles of 
Motion Economy: 
Session IV 

Vestibule All Trainees Examples of uses of 

Motion Economy 
Principles in the 
sewing room. 

2:45 -3:30 Practical work on 
girls' swim suits 
and production 
work 

Vestibule All Trainees Finish up work on 
bundle of girls' 

two -piece swim suits 

and work on pro- 
duction garments. 

3:30 -4:00 Review and clean up Vestibule All Trainees Review material 
covered during the 
day, answer questions, 
and clean up work 
area. 

, 



Sewing Vestibule Training Schedule 

7th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review schedule for 7th 
day's training, discuss 
question areas. 

8:00 -8:50 Practical work 
on production 
garments 

Vestibule All Trainees Continue work on pro - 
duction garments, 
remember to always 
check your work; if 

in doubt, ask. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -9:45 Discussion on eye- 
hand coordination, 
feel 

Vestibule All Trainees Introduction to topic 

of feel, and eye -hand 

coordination. Each 
trainee will receive 
hand out material 
on these subjects. 

9:45 -11:55 Practical work on 
production garments 

Vestibule All Trainees Continue work on pro - 
duction garments. 

11:55 -12:25 Lunch Cafeterial All Trainees 

r 

1 



Sewing Vestibule Training Schedule 

7th Day (Continued) 

Time Subject Place Group Presentation 

12:25 -1:50 Practical work on 

production garments 

Vestibule All Trainees Continue work on pro - 

duction garments. 
Visualize how principles 
of motion economy, rhythm, 

eye -hand coordination, 
feel, can be applied 
to your job. 

1:50 -2:00 Afternoon Coffee 
Break 

Lounge All Trainees 

2:00 -3:10 Motion Economy film: 
Session V 

Vestibule All Trainees Show film taken in sewing 

departments and discuss 
methods used by the 

various operators. 

3:10 -3:40 Practical work on 

production garments 

Vestibule All Trainees Continue sewing on pro - 

duction garments. 

3:40 -4:00 Clean up Vestibule All Trainees Clean off sewing tables 
and prepare to leave. 

' 

4 
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Sewing Vestibule Training Schedule 

8th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review schedule for 8th 

day and training pro- 
gram up to present 
time. 

8:00 -8:50 Practical work on 

production garments 

Vestibule All Trainees Continue work on pro - 

duction garments. An 

inspector from Machine 
Final Inspection De- 

partment will visit 
the class periodically 
to check girls' work 
to insure that trainees 
understand quality re- 

quirements. 

8:50 -9:00 
` 

Morning Coffee Break Lounge All Trainees 

9:00 -9:45 

/ 

Tour of Cutting 
Department and 

Sewing Department 

Start in 

Vestibule and 
then tour 

Cutting and 

Sewing De- 

partments 

Groups A, B & C. 

Each group will 
be taken through 

separately 

Tour through actual 
work area. Trainees 
should pay particular 
attention to methods of 

sewing used by women in 
Sewing Department. 

' 

' 

' 



Sewing Vestibule Training Schedule 

8th Day (Continued) 

Time Subject Place Group Presentation 

9:45 -10:45 Discussion of tour Conference Room All Trainees Group discussion of 
work methods used in 
Sewing Department. 

10:45 -11:55 Practical work on 
production garments 

Vestibule All Trainees Continue work and in- 

struction on pro- 
duction garments. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:50 Practical work on 
production garments 

Vestibule All Trainees Continue work on pro - 
duction items. Once the 
trainees become familiar 
with the operation on 
which they are working, 
they should begin to 

think about principles 
of motion economy and 
how they apply to their 
operation. 

1:50 -2:00 Afternoon Coffee Lounge All Trainees 
Break 

, 

, 

: 

't 
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Sewing Vestibule Training Schedule 

8th Day (Continued) 

Time Subject Place Group Presentation 

2:00 -3:30 Practical work on 
production garments 

Vestibule All Trainees Continue work on pro - 
duction garments. Any 
questions that a trainee 

may have in relation to 
her job should be brought 
to the attention of the 
instructor immediately. 

3:30 -4:00 Review of day's 
activities, and 
clean up 

Vestibule All Trainees Review material covered 
during the day and dis- 

cuss any problems; clean 
up work area. 

' 

. 



Sewing Vestibule Training Schedule 

9th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review training schedule 
for the day of training, 
and review training 
material. 

8:00 -8:50 Practical work on 
production garments 

Vestibule All Trainees Continue work on pro - 
duction garments using 
good work methods, 
remember quality. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -9:20 Simple Cycle Check Vestibule All Trainees Introduction to a method 
by which each sewer can 
analyze his work habits 
to determine where he 
is spending his time 
and where he can im- 
prove. 

9:20 -11:55 Practical work on 
production garments 

Vestibule All Trainees Continue work on pro - 
duction garments. 

11:55 -12:25 Lunch Cafeteria All Trainees 



Sewing Vestibule Training Schedule 

9th Day (Continued) 

Time Subject Place Group Presentation 

12:25 -1:50 Production Work Vestibule All Trainees Continue work on pro- 
duction, remembering 
quality and efficient 
work methods. 

1:50 -2:00 Afternoon Coffee 
Break 

Lounge All Trainees 

2:00 -3:30 Elemental Times Vestibule All Trainees Introduction to concept 
of elemental times. 
Time study personnel 
will be available to 
assist those who request 
help in determining 
elemental times. 

3:30 -4:00 Review and clean up Vestibule All Trainees Review material covered 
during 9th day; clean 
up. 



Sewing Vestibule Training Schedule 

10th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review 10th day schedule. 

8:00 -8:50 Production work Vestibule All Trainees Sewing work on pro- 
duction styles. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -11:55 Production Work Vestibule All Trainees Continue work on pro- 
duction garments. In- 
spector from Sewing De- 
partment Inspection 

Section (Machine Final) 

will be available for 
assistance. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:50 Production Work Vestibule All Trainees Each girl should be 
gaining confidence in 
sewing on production 
work. 

1:50 -2:00 Afternoon Coffee 
Break 

Lounge All Trainees 

. 



Sewing Vestibule Training Schedule 

10th Day (Continued) 

Time Subject Place Group Presentation 

2:00 -3:30 

/ 

Elemental Breakdown Vestibule All Trainees Two engineers from Time 

Study will again be 
available to assist 
those trainees who wish 
to determine elemental 
times of their 

operations. 

3:30 -4:00 Review and clean up Vestibule All Trainees Discuss the day's 
activities and clean 
work area. 

o 

/ 111 



Sewing Vestibule Training Schedule 

11th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review daily schedule, 
answer all questions. 

8:00 -8:50 Production Work Vestibule All Trainees Continue Production 
Work. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -11:55 Production Work Vestibule All Trainees Continue work on same 
operation and machine 
as before break. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:50 Production Work Vestibule All Trainees Continue Production 
Work. 

1:50 -2:00 Afternoon Coffee 
Break 

Lounge All Trainees 

2:00 -2:30 How to figure daily 
"B" hour rate 

Vestibule All Trainees How to set up and keep 
personal record of 
daily output and 
earnings. 

. 



Sewing Vestibule Training Schedule 

11th Day (Continued) 

Time Subject Place Group Presentation 

2:30 -3:30 Production Work Vestibule All Trainees Continue work on pro- 
duction garments. 

3:30 -4:00 Review and clean 
up 

Vestibule All Trainees Review the day's 
activities and clean 
up the work area. 



Sewing Vestibule Training Schedule 

12th Day 

Time Subject Place Group Presentation 

7:30 -8:00 Review Vestibule All Trainees Review the activities 
for the last day of 
Formal training. 

8:00 -8:50 Production Work Vestibule All Trainees Continue to work on 
production garments. 

8:50 -9:00 Morning Coffee Break Lounge All Trainees 

9:00 -9:30 

w , 

Formal review of 
Motion Economy 
Principles 

Vestibule All Trainees 

.. 

A review of the formal 
training with emphasis 
on training objectives. 

9:30 -11:55 Production Work Vestibule All Trainees Begin to finish up 
production work. 

11:55 -12:25 Lunch Cafeteria All Trainees 

12:25 -1:50 Finish up pro- 
duction work 

Vestibule All Trainees Finish up garments on 
which you have worked. 
Check your work. 

1:50 -2:00 Afternoon Coffee 
Break 

Lounge All Trainees 

... .- 



Sewing Vestibule Training Schedule 

12th Day (Continued) 

Time Subject Place Group Presentation 

2:00 -2:30 Orientation to Sewing 
Department 

Vestibule All Trainees Discussion of "what to 

expect in the Sewing 
Department." 

2:30- Introduction to new 

sewing supervisor 
Sewing Building 
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TABLE X 

TEST SCORES 

CONTROL GROUP 

Clock No. 

TEST 

A B C D E 

2303 23 15 37 19 8 

2302 15 17 27 20 11 

2301 14 7 38 30 15 

2300 18 13 36 21 14 

493 14 15 25 26 4 

403 14 10 17 11 11 

463 15 14 32 23 10 

494 13 21 34 28 8 

469 19 20 31 23 8 

458 18 22 29 33 8 

404 26 19 31 29 8 

552 15 16 29 14 9 

551 17 19 33 19 14 

550 13 14 29 23 12 

549 14 22 38 17 15 

505 12 17 35 27 7 

548 16 14 27 25 14 

557 15 15 35 22 13 

556 16 15 37 26 10 

555 17 21 24 24 14 

554 17 12 33 24 19 

553 13 - 21 25 17 

1003 11 - - 19 21 

3022 22 11 28 15 16 

3028 11 11 25 15 10 

1097 14 13 28 21 10 

3038 16 18 30 31 17 

3037 16 11 - 18 8 

1035 17 - 31 24 9 

3036 19 19 33 22 15 

3035 22 21 42 22 15 

3034 18 13 30 10 8 

3033 20 24 34 19 12 

3032 19 13 38 18 8 

3031 16 11 30 15 21 

3030 14 13 13 22 14 

1917 20 22 6 27 20 

1915 19 19 27 17 6 

' 
, 

' 

. 

- 
. 
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TABLE X 

(Continued) 

Clock No. 

TEST 

A B C D E 

1932 21 22 28 26 8 

1910 19 23 31 22 7 

1905 17 23 37 22 12 

1901 16 17 34 22 13 

2037 15 13 35 21 11 

2036 19 19 35 22 6 

2035 12 - 34 20 18 

2034 16 14 20 24 20 

2033 21 22 29 26 15 

2032 16 18 35 18 7 

2031 15 19 35 28 13 

2030 14 13 38 23 18 

2029 18 27 44 24 6 

2027 15 12 29 22 7 

2026 18 19 26 16 9 

2025 15 24 31 20 8 

2023 16 13 39 26 13 

2022 18 12 25 22 11 

2021 20 20 39 27 9 

2020 15 - 28 18 18 

2019 18 10 40 15 18 

2018 14 - 27 21 11 

2017 No Test - Vancouver Transfer 
2016 20 21 31 19 9 

2015 15 14 33 26 16 

2013 19 20 27 24 11 

2012 13 15 30 24 11 

2011 18 21 28 18 14 
2009 21 25 38 27 20 

2008 17 15 28 26 19 

2007 17 16 30 20 15 

2006 20 14 34 28 10 
2005 19 19 35 27 13 

2004 19 15 25 20 13 

2003 18 19 26 20 13 

2001 18 23 36 26 8 

2002 17 14 40 20 15 
2000 17 18 31 23 14 
2014 18 15 31 21 18 
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TABLE X 

(Continued) 

Clock No. 

TEST 

A B C D E 

2010 20 26 19 25 13 

2044 20 22 23 25 18 

2042 19 25 39 23 7 

2041 20 22 23 19 11 

2045 13 14 25 19 20 
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TABLE XI 

TEST SCORES 

VESTIBULE GROUP 

Clock No. 

TEST 

A B C D E 

471 17 21 34 20 11 

463 14 24 31 24 15 

2306 19 20 34 20 9 

453 16 16 34 21 14 

553 15 21 34 14 13 

539 15 11 32 21 7 

555 16 14 34 23 17 

517 17 18 40 13 8 

1098 20 19 27 18 12 

1055 17 28 34 22 4 

3026 15 22 33 17 6 

1014 15 21 24 19 16 

1843 16 15 30 19 13 

1929 19 21 32 20 8 

2037 16 19 26 18 8 

2032 15 15 31 16 9 

2039 15 17 31 15 7 

469 17 19 39 18 13 

1070 20 20 40 18 12 

1057 16 19 25 22 10 

BS 21 15 31 24 15 

1075 21 21 33 21 18 

1952 17 14 19 20 18 
0009 15 12 25 14 15 

1955 18 17 33 17 6 

1954 16 14 18 24 16 

1953 17 18 34 24 15 

0008 14 15 36 15 16 

0007 19 17 35 28 9 

0006 17 22 31 22 11 
0005 15 17 35 25 18 

0004 17 14 30 21 22 

0003 29 - 34 28 8 

, 

' 

' 

' 

' 

, 
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TABLE XII 

PRODUCTION RATES - CONTROL GROUP 

Clock 
WEEK NUMBER 

No. 1 2 3 4 5 6 7 8 9 10 11 12 

2037 St 15 Terminated 
2036 St 28 40 34 17 35 St 17 31 31 30 22 
2035 St 12 11 19 St 29 33 38 49 42 25 21 
2034 St 37 40 27 Terminated 
2033 St 19 36 45 49 37 23 42 55 34 46 61 
2032 St Terminated 
2031 St 12 26 27 43 42 41 46 38 31 31 48 
2030 St 21 17 28 37 31 28 39 33 32 47 38 
2029 St 26 25 39 41 14 29 14 56 66 61 35 
2027 St 21 23 24 39 26 30 38 33 38 40 44 
2026 St 8 18 17 22 22 44 61 54 51 58 63 

2025 St 4 12 15 33 14 28 51 58 58 52 78 
2023 St 26 30 St St 19 42 36 37 29 32 37 

2022 St 14 18 18 21 15 12 35 45 51 66 63 

2021 St 21 23 35 39 St Terminated 
2020 St 35 43 65 65 69 81 81 72 77 86 78 
2019 St 28 34 26 28 27 43 41 52 57 46 57 
2018 St 37 32 24 52 26 51 48 48 43 51 51 
2017 19 48 62 61 62 28 33 30 57 42 40 47 

2016 St 15 11 12 19 8 St 16 14 27 15 15 

2015 5 24 43 42 59 67 47 44 56 48 46 58 
2013 12 11 25 15 St St St 16 13 35 49 43 
2012 31 15 16 30 Terminated 
2009 13 25 41 30 23 61 40 57 64 46 41 54 
2008 St 22 30 31 27 35 27 44 38 45 39 36 
2007 St St 18 21 30 27 23 24 34 34 32 35 
2006 11 6 9 18 23 25 41 28 31 38 31 45 
2005 33 27 31 53 60 52 46 St 55 61 58 St 
2004 10 13 33 44 36 43 27 49 44 42 32 36 
2003 20 19 28 28 31 30 44 37 40 47 44 55 
2001 St 12 24 29 28 25 40 31 38 36 42 44 
2002 St 4 16 30 Terminated 
2000 23 23 35 34 52 54 65 56 58 58 48 55 
2014 St 23 32 58 24 17 26 34 50 39 31 22 
2010 St 31 32 25 62 53 59 32 45 29 10 21 
2011 12 25 36 42 37 28 34 46 43 27 34 30 
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TABLE XII 

(Continued) 

Clock 
WEEK NUMBER 

No. 1 2 3 4 5 6 7 8 49 10 11 12 

2044 St 25 20 25 44 51 Terminated 
2042 St 34 26 A Terminated 
2041 19 26 34 41 24 25 31 38 46 33 39 51 

2045 18 35 37 36 20 30 24 36 30 21 28 25 

1917 St 30 39 43 24 21 48 39 42 51 54 52 

1915 12 20 26 34 48 32 35 46 27 Terminated 
1932 13 27 33 36 45 49 38 38 33 33 36 41 

1910 St 9 Terminated 
1905 17 19 20 17 30 31 38 30 34 37 36 Term. 
1901 31 32 38 35 39 47 44 52 53 45 46 47 

1003 47 23 26 43 34 18 36 49 60 61 54 52 

3022 St 46 58 43 58 42 16 27 50 72 51 41 

3028 St 19 36 47 42 30 44 54 54 40 51 61 

552 St 20 36 48 63 66 53 33 36 40 48 31 

551 23 45 49 42 49 65 60 62 66 65 54 69 

550 St 18 18 24 37 43 43 55 61 St 23 44 

549 St 25 48 30 37 30 24 32 38 35 46 69 

505 St 13 29 34 51 45 St Terminated 
548 St 16 Terminated 

2303 St 54 40 41 41 48 38 50 45 51 34 44 

2302 St 39 32 33 35 43 43 50 55 37 A Term. 
2301 St 32 19 17 23 30 22 33 41 33 20 21 

2300 St 47 50 57 A 37 38 A A Terminated 
493 St 11 24 25 22 34 32 47 31 38 54 60 

403 15 32 34 40 41 42 37 14 Terminated 
494 St 32 41 26 Terminated 
469 St 20 29 34 30 38 53 Terminated 
458 St 21 43 54 63 66 48 62 49 55 53 52 

404 St 33 57 70 Terminated 
1846 15 20 21 31 Terminated 
1097 17 22 20 20 28 40 50 24 35 37 52 65 

3038 St 26 11 15 13 27 27 26 27 51 Terminated 
3037 St 16 14 35 58 60 60 49 55 62 51 40 

1035 St 21 29 30 38 47 47 68 52 62 57 65 

3036 16 27 22 Terminated 
3035 13 28 14 20 24 26 31 34 36 26 38 Term. 
3034 26 50 41 19 29 34 58 58 26 Terminated 

' 

' 

1 

1 
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TABLE XIII 

PRODUCTION RATES - VESTIBULE GROUP 

Clock 
WEEK NUMBER 

No. 1 2 3 4 5 6 7 8 9 10 11 12 

471 0 0 32 40 40 48 42 38 28 34 49 57 
463 0 0 24 47 66 Terminated 

2306 0 0 13 27 22 54 37 29 47 62 72 62 

453 0 0 33 59 30 27 49 64 52 50 28 37 
553 0 0 29 46 31 35 48 61 70 81 79 80 

539 0 0 6 14 15 Terminated 
555 0 0 56 70 49 28 39 37 47 43 44 44 
517 0 0 15 41 43 55 56 71 73 62 69 64 

1098 0 0 31 47 60 63 60 52 61 71 89 68 
1055 0 0 18 31 41 45 44 43 36 Terminated 
3026 0 0 21 39 37 28 44 48 60 65 73 60 

1014 0 0 19 53 30 30 21 24 34 47 Term. 
1843 0 0 22 28 26 40 36 32 60 St St 62 
1929 0 0 13 23 10 12 14 14 14 19 19 30 
2037 0 0 16 20 25 16 14 12 18 22 28 35 
2032 0 0 9 32 32 28 26 33 44 49 24 34 
2039 0 0 7 22 27 22 28 33 44 21 17 22 

469 0 0 43 28 50 63 49 45 49 52 55 62 
1070 0 0 21 23 53 54 68 40 32 67 55 49 

1057 0 0 18 34 42 64 67 45 49 50 52 61 
BS 0 0 Terminated 
1075 0 0 17 29 44 47 61 65 61 69 72 61 
1952 0 0 24 37 22 21 27 26 40 45 48 39 

0009 0 0 16 18 20 31 42 40 47 53 57 59 
1955 0 0 24 26 30 33 41 47 66 66 60 63 
1954 0 0 25 34 44 54 56 60 68 73 72 70 
1953 0 0 30 46 59 66 71 68 74 73 75 68 

0008 0 0 21 22 St 33 41 Transferred to Spin 
0007 0 0 St St 18 25 34 I45 40 48 36 52 
0006 0 0 12 23 St St Terminated 
0005 0 0 A 18 Terminated 
0004 0 0 40 56 32 19 38 52 48 67 51 62 
0003 0 0 13 18 22 28 39 41 47 51 56 63 

M 
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Employee Questionnaire 

In an effort to help you and other employees who trans- 
fer into a production department from a Training School, (such 
as you have done recently), we would appreciate you answering 
a few brief questions. Please return in sealed envelope and 
drop into the suggestion box. 

We do not ask you to sign your name, but you may if you 
so desire. Your remarks will be kept strictly confidential 
and no one except Elbert Boice and Roger Bladholm will see 
the completed questionnaires. 

1. Was the instruction given in the Vestibule School generally 
helpful? 

2. We would appreciate any comments you may offer regarding the 
value and application of training given on: 

a. Incentive pay system - making standard and earning 
extra premium pay. 

b. Motion economy - improvement of handling methods to 
earn higher pay. 

c. Application of rhythm, feel, coordination - smoother 
motions to make work easier, faster, and better paid. 

d. Any other specific training given. 

3. In planning for and operating another Vestibule School, 
how could we improve and make the training more effective? 

4. Do you believe that periodical follow -up training sessions 
would be beneficial; if so, what topic areas would be of 
greatest interest to you? 

5. How were you accepted by your associates, workers, in- 
structor, and supervisor during the first week on the job? 
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Employee Questionnaire 

(Continued) 

6. Were you given immediate and competent instructions upon 
arrival in your new work area? 

7. How did conditions in the new department compare with what 
you had expected? 

8. Were you made to feel needed, that the work you were to 

do was important? Were you motivated to exercise the 
best of your abilities? 
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Sewing Supervisor Questionnaire 

This questionnaire is designed for the expressed purpose 

of aiding in the evaluation of the recent Vestibule Training 

School held at Jantzen, Portland. The object of the school is 

to prepare newly employed sewing machine operators for the 

demands that will be placed upon them once they enter the 
sewing department; a secondary school goal is to supply the 

various sewing department supervisors with personnel that re- 

quire less initial guidance and training. 

Please answer the brief questions listed herein and re- 
turn it in the envelope provided to Elbert Boice or Roger 
Bladholm by January 20, 1965. No signature is required and 

all remarks will be kept strictly confidential. Please use 
additional paper if required. 

1. Do you believe that the training given the trainees re- 

cently assigned to your department from Vestibule was 
helpful to you, or would you rather see all the training 
done in the department? 

2. Because the girls from the Vestibule School had been given 
basic training on several machines, were you able to use 
this ability to any advantage in your department? If so, 

how? 

3. Did you have any unique problems with the Vestibule trained 
girls? How could these problems be eliminated? 

4. In regard to re -work, would you say that the girls from 
Vestibule have more repairs, about the same, or fewer re- 

pairs than the newly hired girls that were not given 
Vestibule training? 

5. To what extent do you feel work available influenced the 
the output of the Vestibule trained sewing operators and 

how were they influenced? 
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Sewing Supervisor Questionnaire 

(Continued) 

6. What suggestions do you have for the reduction of turn- 

over? Do you consider training a factor in turnover? 

7. Having read over the Vestibule class schedule, how would 

you improve the procedures used for training new sewing 

machine trainees? 

1 


