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HP-Grenoble: Case Study in
Technology Transfer

Thetransfer of a product or processfrom one
location of an organization to another may be
proposed for a variety of reasons. a need to
Increase cor porate presencein a given market
area, adesireto spread risks, or arequirement to
free congested facilitiesfor other purposes.

Technology may betransferred to areaswith
lower operating costsor tax structuresfor obvi-
ous profit motives. Occasionally, the purpose
may be to seed new operationsor to simply
balance production. Besides these stated con-
siderations, transfer s usually involve some
interdivisional competition, which often leads
to significant innovation. The consequent at-
titudinal and profit benefits frequently exceed
those originally projected and extend to other
products, processes, or people. The motives
for any two transfersare never quite the same,

even within the same company. But in any tech-

nology transfer, there are enough common

elementsto make a single case study
instructive.

In the late 1960s, the Hewlett-Packard Com-
pany, a then $300 million manufacturer of
electronic measuring and computational
equipment, began to question the wisdom of
continuing to focus all of its European man-
ufacturing growth on itstwo existing facilities.
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Would greater benefitsaccrueif athird factory
wer e opened? Theidea did not stem from a
lack of confidencein either the ten-year-old
German factory or the dlightly newer unit in
Scotland. These European divisions had histor -
ically been a great source of prideto HP. By
almost every measure, they had consistently
shown outstanding performance. But the ques-
tion asto whether or not a broader presencein
the European community would better serve
thetotal European marketing effort was one
which had to be objectively answer ed.

A task force consisting of senior member s of
the German factory management team studied
theissue. For avariety of reasons, they con-
cluded that establishment of a third facility in
Europe—specifically, in France—would pro-
vide the best balance for marketing and man-
ufacturing Hewlett-Packard electronic pro-
ductsthere.

One major virtue of having a European team
develop such argumentswasthat they were
bound to be supportive of any new venture
resulting from the study. Thisproved tobea
critical element in maintaining harmoniousre-
lationships between all the factoriesunder the
demands of some subsequent intra-European
product linerationalizations.
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In 1969, HP contacted the French authorities
concerning itsinterest in establishing a
manufacturing facility in France. The com-
pany, its products and policies, were well
known to the government; a wholly owned
sales or ganization employing over three
hundred people had been established in France
several yearsearlier. Within the next year, HP
visited several areasin which the French
wanted to encour age foreign investment.

None of the products manufactured by HP at
that time imposed major geographic con-
straints. Theraw materials were easily trans-
ported, as wer e thefinished instruments.
Proximity to international air ports (oneto two
hours by truck) and customs clear ance facilities
wer e the only logistic considerations. The
primary factorsin the site selection processin-
volved people: the availability of trained or
trainable personnel and the appeal of the
region to those who would haveto movethere.
Cultural activities, housing, educational facil-
ities, and recreational opportunitieswere all
important; the quality of lifewas an issue that
wasdiscussed frequently, even at that time.
And of course, the site had to be an easy and
attractive place for customersto visit! Labor
costs wer e scar cely consider ed.

Rather quickly, theinternational vice-presi-
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dent and his staff determined that the city of
Grenoble held the greatest appeal for HP. This
wasin spite of gener ous gover nment incentives
tolocatein other partsof France. HP madeit
clear that investment planswould be developed
if a suitable building site could be agreed upon.
Grenoble easily met HP's criteria because of the
existence of local centers of high technology —
academic, gover nmental, and industrial—
which could ensure a good supply of skilled
and talented people, and because of its beauti-
ful setting, which would be especially impor -
tant to professionals and their families.

Thecity of Grenaoble, for itspart, was anxious
to attract high technology companies and had
established aliaison office specifically for that
purpose. An excellent, forty-acre parcel of land
in the adjoining town of Eybens was made avail-
ableto the company, and an agreement to pur-
chase thisland, enough for a plant site capable
of ultimately employing up to three thousand
people, sealed HP's commitment to theregion.

In mid-1979, | was asked to manage the start-
up of HP'sfactory in France, and the following
twelve months wer e dedicated to wor king out
the details of the program. It was not a propi-
tious year for new investments. A major reces-
sion had for ced the company to reduce produc-
tion schedulesto a four-and-a-half-day week.
Although there wer e no layoffs, most mana-
gerswerenot enthusiastic about expanding
abroad when there was a shortage of work in
the American factories.

Nevertheless, it wasfelt that sincealong-term
strategy was involved, planning should be con-
tinued. An investment proposal was developed
by the HP European headquartersin Genevato
meet the requirements of the French govern-
ment. Thisoutlined, in a general way, the fin-
ancial nature of theinvestment, the timetable
for such a program, the activities planned, and
amanning schedule. Great carewastaken to
ensurethat the company, its philosophy, and its
planswere honestly represented and that its
need for flexibility in the product program was
preserved.

The French government, for itspart, wanted a
rather specific itemization of productsto be
produced. However, the very rapid model
changes characteristic of the electronics busi-
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nessrequired that HP for sake none of its pro-
duct options, After consider able negotiation,
the gover nment consented to HP'srequest for
permission to manufacture most itemsin its
line. Thisproved to beacritically important
decision. Asit turned out, of the two product
technologies actually transferred, onewas a
commercial failure, the other succeeded
beyond anyone's most optimistic projections.
Theinvestment proposal was submitted to the
government on February 8, 1971, and approval
was granted on April 9, 1971. Therewasonly
one major stipulation: that aresearch activity
be started within the year following the com-
mencement of manufacturing operations. This
turned a statement of intent in HP'sinvestment
proposal into a requirement, but one that was,
consistent with the company's oper ating philo-
sophy: to have a product development labor at-
ory associated with each manufacturing
division.

In June, in spite of continued concern regard-
ing the unfavorable economic climate, HP gave
thefinal go-ahead for the start-up of opera-
tionsin leased facilities. Two product lineswere
selected for transfer to the operation, which
wasto be known as HP Grenaoble. These were
products which would complement existing
European manufacturing activitiesand, in ad-
dition, would present a good opportunity to
train atechnical staff. One product was an elec-
tronic distance measuring instrument (DM1)
for the surveying market. The other wasa
scientific minicomputer for usein automatic
measurement and data systems, systemswhich
wer e being integrated by the other two Euro-
pean factories. One product, therefore, was
destined for direct saleto European customers,
the other for saleto HP's existing Eur opean
factoriesand subsequent resale. Sincethe Gre-
noble production wasto be only a small fraction
of worldwide requirements, adequate backup
for Europe was available should there have
been technical difficultiesduring the start-up
or should demand have exceeded the rather
tight capacity limits.

Within the general framework of the invest-
ment plan, a specific set of one-year targetswas
developed. The finance manager of HP's
Japanesejoint venture, Yokogawa-Hewlett-
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Packard, wasin the United States on special
assignment, and he volunteered to work out
thetargetsfor the new Grenoblefacility. He

was an ideal person for thistask sincehehad an

excellent grasp of international finance and

manufacturing, It was quickly determined that
a September 1, 1971 start-up was arealistic
goal, and that first-year shipments of about $2
million at 8 percent net profit would be reason-
able. This could be accomplished with a total

employment of forty-five persons by year's
end. Actual unit production would average
about ten minicomputers per month and

twenty of the distance measuring instruments.

Aninitial capital investment of $1 million had
been agreed to with the majority of the capitali-
zation earmarked for the purchase of land.

L ater targeting iterations determined what
kind of manpower levels could be dedicated to
training. It became dear that in order to main-
tain a good balance between desired profit mar-
ginsand training investments upon which solid
growth could occur, the division could not af-
ford alargeteam of expatriatetrainers. Ulti-
mately, only four expatriates were brought into
the operation, two Americans, a Swiss, and a
German. In addition to major training respon-
sibility, each of these individuals held a key
management assignment. This concept of a
wor king manager /trainer worked well during
thefirst years of operation and evolved natur-
ally into the permanent organizational struc-
ture. Resear ch and development and mar ket-
Ing manager swere not initially assigned, as
these functions wer e only scheduled to be
implemented following the complete transfer
of manufacturing technology. Table

describestheindividualson the start-up team,
their responsibilities, and backgrounds.

The objectivein staffing wasto. ultimately
utilize local nationalsfor the entire operation.
Initsyearsof international activities, HP had
continually reinforced its good experiencein
using nationalsto operate and manage its over -
seasfacilities. It waswith considerable pride
that the company pointed out in 1971 that even
with an employment level of 17,000 and inter-
national sales at over 40 percent of the cor po-
ratetotal of $378 million, lessthan two dozen
U.S. employees wor ked over seas! Only those
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Table 1. HP-Grenoble Start Up Team

Manufacturing Manager: Pierre 011ivier, a French citi-
zen, electrical engineer, nine years experience in HP's
R&D labs, responsible for manufacturing systems, pro-
duction engineering, personnel and community liaison.
Production Manager: Gary Mueller, a U.S. expatriate,
technician, five years of HP experience in minicomputer
fabrication, responsible for all test and technical training,
on a two to three year assignment.

Materials Manager: Ludwig Ott, a German citizen, ten
years international manufacturing with HP, responsible for
importation, scheduling of materials, and inventory con-
trol, on a nine month assignment.

Finance Manager: Christoph Beck, a Swiss citizen, five
years experience in HP's Geneva headquarters, assigned
to manage all financial systems and financial reports, on a
two to three year assignment

Line Leaders: Francois Fouladoux and Jackie Porcher,
French citizens, technicians with broad experience in cus-
tomer service activities in the French sales company, pri-
mary recipients of technical training, assigned to build up
teams of technicians and assembly personnel,
permanent.

General &tanager: Karl Schwarz, a U.S. citizen, eleven
years of HP experience, five years in international, general
responsibility for policy and planning on a three to five year
assignment.

who had a particular technical or managerial
expertise wer e given a chanceto go abroad and
then usually only during the early phases of a
new activity.

It was standard HP practiceto hiretalented,

English-speaking nationals and to provide op-

portunitiesfor them to travel widely to other

locations, to learn specific tasks, to interact with

their counterparts, and to under stand the per -

sonality of the company. This supplement to
formal on-the-job-training ensured that within

aperiod of two to threeyears, the culture of the
corporation could be successfully transplanted.

Thefiercelocal pridethat developed asaresult
of these policies ensured some of the most pro-
ductive, quality-oriented unitsin the corporate
system:

In June 1971 a 9,000-squar e-foot building,
which had been used to manufacture furni-
ture, wasleased. In September thefirst ex-
patriates (myself and my family) arrived. During
the next three months, theleased buildings
wer e cleaned, painted, and outfitted with lights
and power. Competitive bidding was car efully
managed to gain experience with local subcon-
tractorsfor the construction of the permanent
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building. Banking relationships wer e estab-
lished, customs clearance proceduresworked
out, and about ten people were hired. Parts
began to arrivein December, and assembly and
test work began immediately. In February
1972, five months after thefirst personnel
arrived in Grenoble, the first minicomputers
had been completed and shipped. Much of the
work was straightforward. The soldering and
assembly skillswere similar to those required
for making the hi-fi kits popular during the
1960s. Transfer of these skillswasfacilitated by
referenceto standard practice documentation
available generally throughout the company,
with interpretational backup provided by the
technical managers. Components and many
fabricated partswere purchased from the
parent U.S. divisons. Some of the electronic
modules had been prebuilt, although most of
the printed circuit assemblies were madein
France.

Thereal challengelay in thefinal test of the
product. Unlike the parent division, which re-

lied on highly automated test equipment to
locate cir cuit faults, the Grenoble management

elected to use only very ssimple manual diag-

nostic tools. Thiswasintended to force the
development of high-level troubleshooting
skillsamong the French technicians. They were
equal to thetask. Rather than have automatic

testersto logically trace, identify, and locate
faults, the techniciansthemselveswerere-
quired to under stand the entire cir cuit func-

tion and, by reasoning alone, to find and fix

defective components. Because of the com-
plexity of many of the circuits, this game of
digital hide-and-seek demanded superb
under standing of the operation of the product.
The production manager worked alongside
the techniciansto ensurethat their under-
standing was accur ate and complete. Success
was easy to measure. Either the computers
passed their diagnostic testsor they didn't.

Morethan any other decision, thispolicy en-
sured the building of great technical strength
within the work force and offered an impor-
tant reason for the French team'spridein its
skillsand in its product quality. At thetimethe
first unitswere shipped, capital equipment
costs wer e a modest $28 thousand.
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Shortly after thefirst assembly work was
started, two young engineerswere hired to
work on the production line astechnicians.
Both wer e ultimately destined for production
management. But by transferring the technical
detailsto engineersaswell astechnicians, much
greater under standing was transplanted than
had only the technicians themselves been ex-
posed to the nuts and bolts of the business. This
redundancy in skills, of cour se, gener ated
widespread management confidencein the
operation.

I'n June, with moretechnicianson board, and
the work beginning to spedalize, a training
cour se on the fundamentals of HP mini-
computerswas started. It wasto run about six
monthsat four hours per week. Theinstructor
was the production manager.

Little by little, more complex assemblieswere
transferred to the operation. All of these subse-
guent transfers were accompanied by visitsto
the American parent facility by a key French
technician or engineer so that the technology as
well as a sense of the process and its problems
could be assimilated.

During the same period, but shifted by two
months, a similar program was proceeding on

the DMI. However, sales soon began to fall well

below forecast and it became apparent that the
product was not matched to the requirements
of the European market. Forecasts had not
been based on any European sales history since
it wasa new instrument. It wasa metric version

of a successfal U.S. model which had made an

enor mous technical contribution to the survey-

ing art. Sales plans had been based on extra-

polating the U.S. experience. However, the
Europeans used dlightly different measure-

ment methods which neutralized some of the
technical advantages of the device, and the «
primary competition was Swiss, which, because
of duties, neutralized HP's price advantage.

After ayear of effort and someinnovative mar-

keting, it became appar ent that this particular

model of the DMI could not sustain the neces-
sary investment levelsin marketing or manu-

facturing. Although the technology was excit-

ing and had been well mastered, production of
the DMI was abandoned in mid-1973.

M eanwhile, the minicomputer production was
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evolving smoothly. At the end of 1972, the
factory employed forty-eight peoplein thefol-
lowing categories:

» Manufacturing: direct labor, twenty; over-
head, three; manufacturing, engineering and
quality assurance, seven; materials, eight.

» Product development, three.

* Finance, seven.

Manufacturing efficiency wasrespectable. Effi-
ciency was simply measured by comparing
French labor timesto the U.S. timesfor similar
oper ations. No allowances were made for the
production volume differences, but the U.S.
volume was normally at least ten times greater
than France's. For the minicomputer activities,
the French unit-labor times were only 32 per-
cent higher than the U.S. times after twelve
months of operation. For the DMI, Grenoble
timeswere 12 percent higher, and for printed
circuit assembly and test, 24 per cent higher.

Since great stresswas placed on quality rather
than quantity during the lear ning phase and
since much of the test equipment designed to
increase productivity was not availableto the
French team, thefirst year's performance was
considered remarkable. Profit figuresfrom
1972 and subsequent years corroborated this
judgment. Warranty rates were also excellent,
with the French warranty costs being 35 per-
cent lower than the U.S. costsfor identical
products.

During 1973, three peripheral productswere
added to broaden and balance the operation.
The same basic transfer methodology was fol-
lowed for these products: training of a single
technician (in the United States), with emphasis
on manual testing and logical troubleshooting.
Growth to eighty people was proj ected, of
which thirty-four wereto bedirect labor (wire,
assembly, and test personnel). Twenty-five
computersand forty-seven peripheral instru-
menu per month wereforecast. By the end of
that year, shipmentswereto have reached an
annual rate of about $5 million.

Asit turned out, business boomed. L ace 1973
saw unit sales at double the forecast, and per-
sonnel hiring was obliged to keep pace. The
year ended with the divisional payroll standing
at 122 employees. The U.S. fabrication back-
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stop was removed, and the French factory ac-
quired full responsibility for meeting the entire
European marketing demand.

Although the number of additional people was
not largein the absolute sense, growth of over
150 percent in one year represented a signifi-
cant training challenge. It caused theteam to
realize that for thefirst timethedivision's
growth, now being deter mined exclusively by
mar ket factors, would be much more dy-
namic than the car efully controlled situation
which had characterized thefirst year and a
half of itsexperience. Thereal world meant
that fast footwork was required to manage this
kind of business. Although the change of pace
wastough on some people, the great majority
of the team accepted the frequent scheduling
and targeting modifications as natural and nor-
mal business challenges.

During thefirst year, it became clear that the
technicians, production engineers, and pro-
duction managerswould easily master the
problems of under standing how to manu-
facture American designed products. Their ac-
celerated apprenticeship, built upon the uni-
ver sal language of electronics and computer
engineering, would be soon completed and
they had demonstrated that they were capable
of adapting their skillsto thefabrication of
practically any product in the Hewlett-Packard
line. But manufacturing of thistype still called
for great dependence upon the parent U.S.
facility. Product improvements, component
substitutions, tooling, pricing, marketing stra-
tegies wer e still the responsibility of the parent.

To beatruly viable entity, to complete the
transfer of technology, a resear ch and develop-
ment or product development capability had to
be established. Thetransfer of sometechnical
responsibility along with a dear product line
charter was necessary. Such amove would pro-
vide tangible evidence to the corporation, to
the division's employees, and to the govern-
ment agencies monitoring the facility's pro-
gressof HP's confidence in the completeness of
thetechnology transfer. Manufacturing isthe
first step in atransfer of technology, successful
resear ch and development isthefinal one.

Theoriginal research and development char -
ter for the division involved development of
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unique applications softwar e for European
customers. Aswith manufacturing, a nucleus
of highly talented people was assembled. It
consisted of two French engineerswho had
recently completed graduate work at the Uni-
versity of California, Berkeley and Stanford,
the French manager of the HP Paris Data
Center, and two Americans, a computer scien-
tist, and an electrical engineer. Theteam began
to cometogether in 1972 and started work
almost immediately on itsfirst project—an
applications program toymanage datain a clini-
cal laboratory environment.

After ayear'swork, achangein U.S. product

group management led to aredirection of ef-

fort away from the applications softw are
toward a moretraditional HP hardwar e effort.
Much of the previousyear'swork was saved

and built upon. Theyear of focusing Gre-

noble's development efforts at a specific prob-
lem in theclinical laboratory served well to
guidethe engineers thinking asa general pur-
pose data collection system was planned. The
division'scharter was appropriately modified.

It would beresponsible for the worldwide data
collection activity of Hewlett-Packard.

In many ways, this aspect of the resear ch-and-
development technology really wasn't trans-

ferred; it grew. It was nourished by support

from the product group management in the
U.S,, who also made sure that unnecessary

competition didn't develop in domestic U.S.

divisions, and it was shaped by the French team

wor king within what they perceived to bethe
spirit of the company's r esear ch-and-devel op-

ment philosophy. Dozens of liaison tripswere
made in the succeeding several year s between
France and the U.S. to ensurethat the French

product would be complementary to and com-

patible with the other productsin the HP com-

puter group family. Asthe supporting technol-

ogy evolved, the new product was modified.
The process was analogousto the ar chitectural

design of a new building: frequent checkswith
the commissioner to make certain that there
wereno surprisesand that the commissioner's
technical ideas wer e being used and good

sense of freedom in the " ar chitect's office," that

it might do what was necessary to design and
build the structure.
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A unique large-scale integrated circuit critical
to the project was developed in conjunction
with EFCIS, one of the leading custom inte-
grated circuit fabricatorsin France. Special-
pur pose mechanical tooling was adapted from
other HP productsto ssimplify the design ef-
fort, and slowly theteam grew in size. In 1976,
it numbered fifteen.

Concurrently, full worldwide manufacturing
and marketing responsibility for two products
which had been produced by other HP divi-
sions but which wererelated to the data collec-
tion areaweretransferred to Grenoble. This
was to encour age growth of the marketing
team in preparation for the time when the facil-
ity would haveits own product. Profits from

these two products wereto be used to finance
the resear ch-and-development efforts of the
division. This provided a mechanism to gage
and manage the size of the resear ch-and-
development budget. The data collection” pro-
duct line" had to stand on itsown feet finan-

cially, including the new resear ch-and-devel op-

ment investments. I nitial levelswould be set by
profits of the existing two productsin theline.

Growth would be possible in proportion to the
success of the locally developed product.

Again, an apprenticeship was served by the
division and its manager s under the eye of the
parent division and the product groups.
Among theindividual engineers, it was mor e of
aweaning and growing process. Four yearsand
thousands of decisions|later, thefirst Grenoble
product, the HP 3070 Data Collection Termi-
nal, was announced.

Throughout therest of thedivision, other
activities wer e developing. The personnel pro-
gram had been innovative and marked an ex-
tension of HP's established policy of " being
among the leaders of theindustry." Competi-
tive pay, flexible working hours, liberal vaca-
tion, holiday and sick-leave policies keyed to
regional standards contributed to excellent em-
ployee mor ale and enthusiasm for the oper a-
tion. Above all, an interested and supportive
top management team (comprised of Hewlett,
Packard, the international vice-president, and
sever al executive vice-presidents and group
manager s), displayed continued support by
frequent visits. They cemented a sense of pride
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among the new HP Grenoble employees by
confirming their importance as contributing
member s of the HP family. Not only werethe
manager s supportive on every visit, more signi-
ficantly, they continued to issue positive reports
upon their return home.

By the end of 1973, when there were enough
statisticsto be meaningful, absenteeism was
averaging 1.9 percent, and annual attrition was
5 percent. Both of these wer e consider ed useful
indicator s of good employee attitudes. The
company'sreputation was solidly established.
The acceptancerate for employment offers
was 95 percent and 3,300 job applications had
been madeto fill the 122 positions occupied in
thefall of 1973. Clearly, HP had had the op-
portunity to be selective and used it to acquire
an outstanding group of men and women.

During the early planning stagesin 1971, some
top-level concern was expressed that the
socialist and communist partiesin Grenaoble
would cause major problemsfor the operation.
The citizens of Grenaoble had, after all, played a
major part in the beginnings of the French
revolution and more recently, in 1968, had
elected a socialist mayor. The suburb in which
the facilitieswerelocated had a communist
mayor, and most of the companiesin the region
wer einvolved with either the communist CGT
or the more pragmatic socialist CFDT unions.

The palitical worriesturned out to be only wor-
ries. The mayor of Grenoble, in fact, proved to
be one of the most articulate supporters of
Hewlett-Packard within the local community as
well asin Pariswhere his savoir faire proved
critical on several occasions.

Concernsabout socialist-backed unionism were
another matter, however. Two years after the
start-up, and in spite of the fact that there were
no early problemswith leftists, U.S. manage-
ment once again became anxious about the im-
plications of the gover nment-mandated " com-
mitteed'entreprise” (employee council) and
the " delegues du personnel” (shop stewards).
There was consider able confusion about the
union's power s and rightsto represent the em-
ployees. Most U.S. manager simagined the
French system to be similar to that in the U.S. or
wor se, the U.K. But French law and practice
arefar more subtle. With reasonable sensitivity,
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good manager s can achieve excellent working
relationships with the multifaceted groups
that the employees elect to represent them.

While French labor law is heavily weighted in

favor of the employee, it ispragmatic. If legal

recour seis necessary, the mechanism islogical

and the outcome usually predictable.

In 1973, the year after the employment level
reached fifty, electionswere held. By law they
had to be structured to givetheinsidetrack to
union representatives. About three employees
sought sanctioning by thelocal CFDT and a
minority of the employees supported them.
Thisminority did so largely out of feelingsthat
it wasthe norm in Franceto have a counter -
balance, a loyal opposition, to management.
The majority of the employees voted for inde-
pendent candidates. Regar dless of whether
they were elected from the union or theinde-
pendent ticket, the individuals who made up
thefirst employee council wereremarkably
free of doctrinaire or disruptive attitudes.
They all worked hard for theimprovement of
the operation.

Because the benefits program already in place
was extremely progressive, there waslittle lead-
er ship that union representatives could offer.
During subsequent years, what small interest
therewasin union-inspired programs withered
away. For their part, top management gener -
ally cameto feel that the elected employee rep-
resentative structure had made a positive con-
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tribution to divisional communications, a con
tribution that may serve asa model for other
facilitiesin the future.

By 1975 employment had reached 250 people,
anew 120,000-squar e-foot building had been
completed, and operationsin threerented
buildings wer e consolidated. A metal shop was
beginning to fabricate partsfor thelocally pro-
duced instruments and the r esear ch-and-
development operation had completed itsfirst
prototype. In addition, profits of 8.5 percent
wer e close to the cor por ate aver age.

In September 1975, the new facility was dedi-
cated, ailmost exactly four yearsfrom thetime
the first members of the start-up team began
their work in France. Thedivision had earned
responsibility for the worldwide production
and technical support of an important family of
minicomputer peripherals. Thischarter would
ensure an opportunity for the division to con-
tributeits own technology to the corporation,
and in a senseg, it would complete the cycle of
thetechnology transfer. In late 1976, the first
new product designed in the Grenoble labs and
produced by its manufacturing activities was
announced and technology began to flow west
acrossthe Atlantic. A different type of tech-
nology transfer began. HP-Grenoble embarked
upon the most important phase of its existence,
anew eraof shared rather than smply trans-
ferred technical collaboration with the rest of
the Hewlett-Packard Company.
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