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the past few years: in connection W1th ‘the. processing of our ewr»mereasing
formal proceedings caseload (rates; finance; and operating rights). However, the
substantial increase:in our caseload thhout an equivalent increase in:personnel
was a primary condideration in consolidating all of our proceedings work in a

single Office of Proceedings and the use of attorneys in all: Specialty:areas. “We
feel this refinement:of our proceedings work over the past few: yea'rs ‘hag been

a good. move and will result in continued greater: production -of cases.: :
The creation of the Department of Transportation and transfer of ICC safety ,
functions tothat agency resulted:in our organizing and structurmg in one Bureau
of Operations, the positions in connection with economic régulatién of rail, mo-
tor, water, and freight forwarder activities. In general, we ‘believe we give care-
ful consideration to the need for work organizational changes. When changes are
deemed = desirable, ‘we ‘move exped1tious1y and structure the posntions as
appropmate - : ¥ j

6. LACK OF AN EFFECTIVE COMMUNICATION DEVICE TO HELP TRAN'SLATE WEITTEN
PERSONNEL ' POLICIES INTO ACTUAL PROGRAMS IN OPERATION o

- The Chairman and Vice Chairman have acquainted themselves with and given
support to the current concepts of the Commission’s personnel management pro-

gram, its policies, and procedures. They make their views known to all bureau

and office officials as appropriate occasions arise. The Managing Director. effec-
tively presents and supports the personnel program with top management and
has: prov1ded the necessary leadership to place personnel programs mto ‘actual
programs in operation. .

In a small agency such as the ICO effectlve commumeat;lon devices are eagily
developed for the mutual exchange of information and ideas between manages
ment and employees: up, down, and across organizational lines in the formula-
tion and change of practices or procedures which affect the individual employee
or group work.situations. Information about new or revised personnel’ ‘policies;
procedures, changes,; and development is promptly disseminated to management
officials and appropriate employee organizations before they are made effective
in order.to obtain comments and suggestions. Such participation: serves to help
translate written personnel management: policies: into actual programs m op-
eration when the regulations are promulgated. .

The Vice Chairman meets each month with the Managlng Dlrector and thev
regulatory bureau heads to discuss problems and to-give emphasis and support .
to ongoing programs. At these meetings, the Managing Director discusses new
personnel managemeént policies and ‘reemphasizes those programs which: liave
become lax. New or revised personnel management programs are discussed-at
the ‘lowest levels through bureau and office supervisory conference deviees in
such a manner appropriate to reach the maximam ‘number: of’ e’mployees

“Top: management officials maintain ‘an “open’ door” policy and employees are

encouraged to use various channels of communication to-discuss personnel poli- - ‘

‘cies and any problems they may have, including consultatlon Wlth appropnate B
umon representatlves and’ members of the Personnel Ofﬁce : £ -

7. NO SYSTEMATIG APPROACI-I OF EVALUATING AND REPORTING omn PERSO?NNEL
MANAGEMENT OPERATIONS: :

; Th1s Comm1ss1on has a system, conducted by the Dlrector of Personnel of
reviewing personnel operations and practices, evaluating  their effectlveneSS,
identifying problem - areas, and implementing . corrective action. This is ‘done
“on a regular basis by onsite review and discussion with operatlng oﬁicials both
in the field and in the headquarters.. Thig system has resulted in greater-aware-
ness by supervisors of personnel management programs, techniques, problems,
and approaches for solutions -and improvement. 'Status reports and recommenda-‘
tions are made to thefManagmg Director.

In addition, we have monthly reports from reglonal mana.gers and bureau.

and office heads which include personnel management problems. We have an

action plan for equal employment opportunity which requires periodic reports
from bureau and office heads on efforts taken to assure equal employment. op-
portunity regardless: of race, religion, color, sex, natlonal or1g1n, mart1a1 status,
, pohtics, phys1cal handicap, and age ,



