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c&tful 1
ZSTMODUGFICI

Torsonnel aauaaseeaent Ig relatively rmt a®© a pro-
fession* though there have boon certain oaaifestationa
of 1t .yhout th® dmml”~sswt of induetrjr* -To fully
OBiflrtUndi what the term implies* It Is first nococsary
to have a brief historical bM*"Poand of industry in
--erica and V o subsequent growth of -orsennoi . o ont*
These b or directly upon th© scop®© of work of a director
of personnel* and banco upon the qualifications which it

ir cessary“for such a person to obsogs.

HI3TCTC CF XKIUaaESHt 114SAdSMS8T
-» 1= rggrto traces peeorawl work ceel™ to the days
after tfe® Anrlsan evolution wl.ee tho fsiaou® patriot*
oop erecith* and foundry owner* Taul .everC* save personal
attention to the hone oondltiona and needs of his workers
end reflectedi "Of eouroe* X could get the son for loss
than two dollar®» out thO important thins is to "Cep

these contented

1. * -A/tho, Piroora_ ip ow
lorb* * button Gosap&rgr* Inc**



United tatos Industry In tho oarly days of thO
Hatlon was ossontlally European domestic anufwctur®
transferred to a new location. Tho country was srisaltivo#
the poo 1o poor and with simple needs* Gradually
various handicrafts of th© colonists developed into
factory entor.-rises= Impetus was Given to manufacturing
by the scarcity of goods during the Revolutionary "»ar
period and the or of ills* Jngl&gh efforts to main-
tain control of the industrial field failed, largely
because of the rapid expansion and growth of tho country*
Tho scarcity of money forced the colonists to produce
for t; eir own roads to tho fullest extent possible, 1iIn
order that tho email supply of onoy avails, 10 might go
to brim: in needed Imports*

About 1175# several i1mportant changes took place 1in
Anorie&n industry* Tho united litatoc began to emerge as
a leading manufacturing nation, by the end of the next
fifty years the American system of iIndustrial management
and mass production was firmly established and was being
spread to and copied y other countries* The change#
roforred to say be grouped under these leads: (1)
financial, (2) technical# and (3) managerial*1l

11O old type of manage aent was autocratic# forceful™

and usually self-trained* leadere carried the full load

1. e . jjdarson, . J. _.andcvlillo, and .. =
Anderson# Irbastrlal -amrresant* hew York# Th© aonald
i-reso ,oapany, 1942# pp* 41# $2# 53*



of responsibility= <Ith the growth of Industryt s road
of markets, and increasin” complexity of production, the
nood for bettor trained r.on became apparent. In th®
period about 1875-1900, ther© was a realisation that old
ideas and practices wore not always the best. ThO
managers bog&n to seek basic principles instead of being
content with surface appearances. The scientific
approach of investigation, analysis, and experimentation
was ap liod to human activities as well as to biological
3rd physical facts. It was the work of certain leaders
in the United States, Just then emerging into industrial
prominence, that raised management to the position of
a profession by use of the scientific aotteod,l
uao of these leaders was Henry T. Town®, president
of th© f&lo usd Town®© ;anufacturing Company, who first
gave definite expression to the importance of tho niaa-
aserent function, speaking on "The _Engineer as an
.Economist,” Town® emphasized the importune® oft
m"questions of organisation, responsibility, reports,
systems of contract and piecework, and all that
related to the exooutivo nanage ent of works,
111b , and factories, . . . t1I.0 a... nx O systems,
determination of costs . . . the tistrl” rtlon of

various expense accounts, the ascortainaont of
mprofits, mthods of bookkoeoin < * e all that

1. - Id.. . 5V 5*



ontore Into a system of accounts which relates
to the manufacturing departments of a business#
and to the determination ami records of its
results.”l

redorick < Taylor outlined the four fundamental
principle® which be termed duties of management aoi

1. The development of a science for each
element of a man’s work, to replace the old rule*
of-thu&b notbod.

2* The selectlon of the boot worker for each
particular task# and then the Offort to train#
teach* and develop the worker# in place of the
former practice of allowing the workor to select
Ms own task and train himself as beet he could.

3* Tho bringing of the science to the worker#
and cooperating with him, to tho end that all
work might be done In accordance with tho
principles of the science which has boon developed#

4. The &33U ptlon Yy management of the
responsibility for tho foregoing and for planning
tho work.2

as was pointed cut in IrP.uatrial hanago.r.ent# the
modern personnel department performs tho duty outlined
in tho second principle?.3

Another pioneer 1IN modern Damage. ant was honry L*
dantt (1846-1914} who originate tho Gantt chart which

has boon used In Innumorahle ways in directing production

1. *
2. -
3* H : : p«



sales, finances, and In executive control, not only In
industry, but In activities of national and inter-
national scopo,”

The period following the close of the Civil &r
was on®© of groat industrial and business expansion iIn
thO United tatos. Between 1865 and 1390, railroads,
steel, oil, and many other Industries mushroomed iIn
whvt ad been aredotnimtely an agricultural nation*

nythe calls i1t "the .age of th©O mill 1onalrO***» 1th
immigrant* pouring in from Europe, providing a surplus
of workers, labor was cheap and th© laboring man had
few op -ortunities# Trusts and iIn uotrios fought thO
formation of unions™* _hen Theodore Jtoooevelt became
President in 1904, b.e promoted. an anti-trust program,
w cb van significant of a new trend In Industry* m
increasing need was felt for some recognized standard
in thO hiring of labor, and for the treatment of labor
while on the .Jab* Industry was beginning to sens© thoO
economic waste of excessive labor turnover* Labor
unions, growing In strength and becoming firmly estab-
lished, introduced problems which necessitated now

concepts of personnel control*3

1. tHe National ew Cork, v* F*
-oilier and one Corpora! on, ole 1, e 436-487*
2. SmythO, p* 31.

3* Ibid** P~ 31*



In 1906, Frank farsons, "tho father of isodera
personnel work, a liberal professor and civic reformer,
who was deeply iInterested iIn Improving procedures for
hiring business employees, founded the vocation >ure&u
of cston. was >ri®arily intereotod in vocational
guidance, which “is related to in ustria.l person el work,
and i1s the heart of personnel work In the educational
field. 1 in 1912, the vocation uroau of -cston invited
fifty son In charge of employment in large firms to
attend a conference on human factors iIn industrial
adminls ration, Ihis resulted iIn the formation of tl ©
Boston Employment Managers association which originated
the "row"” profession cl person:ol work. association
rocoa ended lectures to be given at -artnouth bolloge
on such oubjocts as industrial health and safety
measures, wage scales, methods of hiring and firing,
and workers* recreational programs* 1th the outbreak
of orld ar I, other universities followed Dartmouth*s
example.2

lajor Interest In personnel work was manifested
first about 1914. u© afar had greatly iIncreased the
demand for goods, and workers beca o increasingly diffi-

cult to get and keep on the Job. Executives began to



reeogni&o that an annual labor tumovor of 300 percent
meant also a cost of from 10 to S30Q per replace ent*
and* with sen who hid little enthusiasm for their jobs*
a troraondouo expense find wasted Jonooma wit! person-
nel departments showed sir od success iIn retaining
their staffs and other firms found It noosesaxy to

inau ;urate r-on>el do rt: /,c* TheeO were often
merely etsployzMint departments* dealpned to find workers
and do what was necessary under the circumstances to
keep the®*2 ore ad. more emphasis was placed cn c roful
selection and place €?t of workers and the development
of froup sorale* under the ..aspics* of the or
Industries hoard an iIntensive oight week*a course iIn
employment management was Inaugurated# which did much
to develop standards and techniques of professional
training for personnel services. In addition to the
government subsidised training# Bgym tawr College added
to its eurrlculuata a graduate course of eight north’s
academic work and three tenth’s practice shop iIn
Industrial supervision and employment management*
Practice arrange ants were mods with a number of lax”™o
Industries and cod,orcial establislissonts in the fast.
This was the forerunnor of the present courses iIn

>orsm. el rmnaf.o' ont.3

1. usderson oil ora# .o~ oft*. < 20%*
2* *dlde# pe 2~
3* aisabsfch Kemper da-:a, .0 on .rofesaional
JBE Wm -or’:* She .c ilia® Wlpisyg 19jS#P* 191 e



In 1917* tho Jo rdttoe on Glassification of
Icreonnel In the .jtmy v&0 created by the War Jopartment
to help provide ways and means of discovering the
special qua'ifleationa of the hundreds of thousands of
men flosing from industry Into the army in order that
their individual capabilities night bo utilised best iIn
the country*s service* It provided an unprecedented
stimulus to orloan employers to study the adaptation

of those principles to the personnel problems of

industry

ifureau of forconndl #dninistraition with training
courses /s establis” od in hew “forte In 1920* The year
before, local associations of employment managers formed

the national .asOGelation of isployment, I°.andgers* now

tho Industrial delations Association* and began publish*
ing a onfchly vipoaiae, ;+a:-r;]*2'

"During 1921 many firms shortsightedly
curtailed their person:::el fie artmonts* by 1923*
prosperity had returned and throughout tho rest
of the fl1 rlIshing *2C*3 personnel work continued
& expande Tho "rant Jepresaion -T the
proved the value of an iIntegrated personnel
prcpvr&u in ini. ntry ,r9 asireus. "uri the
period, organisations ithieh believed in and
practiced the principles of a modern porsonnol
program sailed along with Isos friction and found
that tho additional cost of a ersonnel program
was worth the price*

1* cott# . D*t Jlothiar* . .atheuson*
o of e o o I o/ fork» McGraw-Jill
00k JOe» #~0e» 1951 * Pe |X »

2. Aana# or>* clt*. p* 191*



"Tim agner -at*_ which bestowed legal status
upon collective bargaining, opened, a wide now
field to IO _ui-auiriiol worker* talon acialLorshlp
increased enormously, and i1t fell to personnel

depart.wlOnta to handle collectivO bargainin. ,#
no-otiation of wage contracts, and similar™

questions arhﬂ-f; with Increasing frequency bevweon
©aployer r& employee*

MVorld ar 11 added impetus to tho rofeasion
o. the _jrooiPiol worker* It quickly oecum© clear
that there were not enough skilled workers* i“hore
-re not enough today* ih,, I..c o1 .-Ofinite
qualifications In education., tariperaaent* and
training has boon the cause of too many people
being admitted to the field who set In no wise

id 11fi1&d*

i 218ic l.utoot .= . G. _, in 19V _* Il.. not
list *1"ersonnel or; or" as an occu itlon* Failure
to do so ,ay bo ascribed to hot! the lack of
a, ;yo0 ".ait as to what a personnel worker does* and
to_its corell-ry: that such a profession Involves _
doing a mitltu.1e of Jobs* away o which overlap*ul
-Vithough industrial research dates from tho estab-

lishment of tho O0* 1. du.ont d® lamours laboratories

in 1890+~ 1t was not until vorld or 1 that It was -lvan
prominence iIn the industrial field. Tho rational
wesoareh Council* organised to solve scientific ad.
technical problem* during .wvorld ar 1* was continued

by Executive Order of the lIresident™* and i1ts Ilvioion
of h."IncerIng and Industrial research iIs at present
the Hattons! clearing house for industrial research
activities* The rational research Council aurvoy of

1921 listed 575 Industrial research laboratories; in

1. " /the* ¢ . olt.» p . ;73«34*
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1927# a little over 1,00, or aurlj a 100 pare-ant
Increase In sever, years* The survey “a 1951 listed
2,300 - .voareh laboratories* Four principal classi-
fications of research agencies include laboratories
attached to private Industrial companies* to unlvar-
sitl a and toclinical ocHopes, to trade aea— staticns,
c.r\ to government bureaus* ns hundred fifty technical
colleg 8 and universities are engaged In Industrial
research activities of a more fundamental or academic
ct .ractor of research. The place of the university in
the Industrial research scheme of things, iIs the training
of Virsonrel* The no-1 significant trend in industrial
rooearc® 1 a trade association activity

Tshor unions, now problems in tho field of labor=*
rnnag- ont relations, and labor legislation oro further
Ircertlves tc tho devolopr.ont of p rsonnol manage .onte
General unionisation of workers In tlie l1anufocturing
irr udtrioc folloi?od tTa occnonle "o rosslon of 1229#ﬁ6

The brief period of the !'JA emphasized labor*s
teaaada for the settin ; of minimum. wg.or, .datum hours,
a regulation of "speed upn and the rl hit of labor to

- a© was also widespread demand for social

Instaranoe for the unomloyed and aped, resulting in the

1* The rational jcyc™>otdl.-.. o . clt*. /ol* 5#
p* 4o
2. irderson and oth >ra» on* clt». p* 43*
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passage of the odoral ocurlty -ct in 1935*

The past twenty-flvO years have brought a rapid
growth of state and federal legislation to protect and
promete the safety* health* and economic condition of
wage-earnerse Thus state labor legislation now also
includes laws relating to industrial safety luxl san-
itation™* vocational rehabilitation of disabled workers,
hours of work for on In certain hazardous occupations™*
wage payment, ini juawages for women and children,
settlement of Industrial disputes, regulation of feo-
d’urging employment agencies, establishment of pu lie
employment offices, and the iInvestigation of working
and living conditions of wage-earnerse

In addition to statutes enacted by the state and
federal legislatures* t ore are rany codes of detailed
regulations which have the full force and effect of
labor laws* These administrative ro ulationo, mostly
related to industrial safety and sanitation, are
usually based on oners! powers granted to the labor
de art: ants by the legislatures which have rocc nlzod
the iImpracticability of writing such detailed provisions
into tho statutes on account of tho rapidly changing

complexities of -10dern Industrial conditio;- s*1 As

1- is. K h >
115* s P
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labor became hottor organised, /tam or.ant found it
necessary to develop a well-planned orgaxz>lsatlone
Personnel work of all kinds became well-established in
many concerns, this personnel work wont beyond the aero
task of hiring suitable employees and k@oping records*
It included tine and motion studios, the building up of
non-finanetal i1neo ti/ec, In fact, almost any phase of
study or direction which would Increase efficiency, speed
up production, and develop morale throughout the
Industrye

Passage of the raft-hartley .11l and per ,Ing
legislation make It necessary for every type of concern
employing more than a few individuals to have so: oono
trained In the procedures for maintaining the produc-
tive output of their employees without numerous
intorruptlone *1

fmost de la ossa, chairman of the few fork Per-
sonnel lanagoaont hesoelation, estimates that today there
are 100,000 personnel workoro, 10 percent of whom are
In top level jobs, that i1s, ranking as vice-presidents

or holding similar osltlons In their firms*P

1* Donald . arks, "Survey of t!;o braining ana
qualifications of Personnel &oeutives,¥ in .orsonnel
Journal, ol* 26* .7, January 1948, < TJST *

2m irnost 90 la Cana, "Vic"s Job -aromotor -

nnel Kmagcr,™ In glc» vol# 20, So# 4, iprll 1948#

P* 90*
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FI,"™X0S OF* k .uK *X «om
iraotically all writers on the subject of
perso;ir-"1l workor# divide thO work into four fields*

j» = mythO ha# oo;<ola«lj defined those as*

d* _ovormnos tal -o=... ©1 ark* inclu os
not only tho Federal Jovernnont with its . , ;
himcirods of abandon, <ut also state, county#
a1 city rbvemaentae

2. Educational Persorrnel ork* begilining
with child guidance In tho primary grades,
extend© through junior high school ad. high
school# to tho collets and universities of
tho nation*

"3 business terse nel erk* deals with
tho whit,0-collar group. Into tide class fall
banks, officon, department stores, hotels,
restaurants, at, slsll organ! ation#e

4. Industrial ©Oroonnel ork; 1s nalnly
concerned with factories of all kinds, from

those plants making stool or building ship® to,
tho martafa®©turoro of baby earriu os or& toys*"1

LXKXXAFICH OF THE JrdChLSM
In discussing tho qualifloationo of a director of
personnel, major emphasis will be placed on tho last two
ft 1 s described, above, business am iIn. ustry* It is
in theso fields that primary research has boon done for
this survey* Xn the field of governmental poroo nol
work, highly systematised roeedures have boon stand-

ardised, and qualifications of workers of all -rados

1, ytho, ¢ « '.It*, e 35*



ur© OFfinitely established by civil service regulations*
This field will, therefore* bO ;;lven only brief mention*
-duofetlonal poraonnol /or :, or vocational guidance.
Is a a/oclalifcod field with Rlua&ifloattons and require--
merits which differ greatly from the fields of business
and industry, hence could, bo mono aptly considered in a

separate dissertation*®

SOURCES CF UOJOCUL

Relatively few studies have been mad© and published
In recent years In the field of personnel work, hence
there i1s little of this type of material which e;n be
used for reference or com ....rath© studies™ -.G©condary
references have been used in compiling historical
material on the development of personnel work, and
regarding duties and salaries™

For material on the attitude of employees regarding
the 1mportance of personnel work, a study of the National
Industrial Conference board has been used. This card
made a survey which iIs extensive In ccop®*

Three other attitudes toward personnel work have
boon considered In the survey, and for thom primary
s ureas liave boon used* first In the v.iou of the

employer, then the personnel manager himself, and
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finally, educators in schools of business who are
training personnel managers. To obtain the necessary
material, questlonnalroo wore cent to twenty-five
employers, twenty-seven personnel directors, and twenty
educators™

Three separate, though alMlrr, questionnaires were
sO t ut. -.1loyers wore asked*

1* Jo you have a special poracr.nel hop.

£~ _hat title does the exec-tive In charge
of this departcent have?

3* hat sections do you VO in this
department?

4* What are the chief tasks handled through
this department?

5* Joes the !sad of your percormel deportment
have special college work in this field?

6% hat educational qualifications do you
require of a personnel manager?

7* that personal traits do you consider most
important In a personnel manager?

To personnel directors the questionnaires roads

1* Tat do you thin or thi© personnel field
as an occupation?

2* How did you pet your start in this field?

3* That personal traits do you consider moat
necessary to & ersonnel manager? -

4. ."ret educational qualifications should a
personnel manager have?
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Cally thro© questions were asked of the educators™*

1* wht do y u think of the persoimal field
a® an occupation?

2* et personal traits are noodod by a
parsonnol manager?

3. -at educational qualifications should
a personnel manages* have?

In each case the Individuals were i1nvited to offer
any further euspeatlenc they might wish on the topic*

As had been expectad* In view of the high caliber
of person contacted, few replies wore more response to
a gquestionnaire* Fith rare oxee lions, replies wore
ler.gtfy letters based on the questions as an outline*
Both employers and personnel directors seemed very
Interested in the project and cooperated willingly iIn
su: -lying the information*

Since the fTield i1s new* arid terms and requirements
are still being defined, 1t was necessary to select
Industries or businesses which hire large ©umbers of
employees and have relatively well established personnel
department*;, ether points considered in selecting tLo
ones to whoa queries would be sent were: type of
business or Industryl and geographical location* Jn
attempt was made to include roprosontativO businesses
and Industries of varying types and sixes fmm each

section of fdoD country*.



IT

Among. those to whom letters wore sent were The
lever© Copper and Brare Company, Inc»> _.Ostir -houso
Joctrio# The Kew forte National city Baal?, Larshal
Fields, .waoral motors, u&tlonal mr~sdcaating Company,
Srlo "lIroad and the B* ?* doodrleh Company,
=>complete list of firsts to which questionnaires wore
sort is given in 0 .endlx &=

Since# with few exceptions, the educators contacted
merely cade reference to publications or sent copies of
their school catalo u®» further Information in this
«area of the surrey was obtained from catalogues of
repreoent&tire college® and universities, especially
those which have schools of easiness or feature
p«rso/mel management courses#

Organisations vitally intOrooted iIn tho subject of
personnel work were also contacted and their expressions
ad. observations were included wherever possible* Those
included such groups as the united tatos Chamber of
Co mere®©! national efficiency oclotyj National Civic
federation; uroau of Lusinoso Information, university
of 1isconein; University of ashlngton Bureau of
business .Leeesrchj .clone®© research ~“suoclatos; and the

wierican | anas®© .ant .Osoclation*
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TIJIA.IN 3S CP TOPIC
Com© realisation of the iIncreasing Importance of
personnel work has boon noted in th© proofing
historical o etc! = Concerning 110 x-osent outlook of

th© position of furoonnol Director* the locational

Guidance Laooarch sayet

**fhe past fow years have brought a rapid
awakening to the importance of better human
management* and with th change-over to
civilian production, the revamping of established
industries, and the establishment of new
businesses many op ortunitios I'ould com© with
real career possibilities In this occupation*
The field is a growing one, and standards are
expected to he iIncreasingly hi -her*™*

because of this iIncreasing Importance of personnel
wort, th volume of written material pertaining to the
subject i1s growing* i11owwor* _relatively little of
suoh material deals with the actual qualification® of

personnel directors*
cohort 0* tooefe, Chief of the General -efersne®

and bibliography Division of th# Ubitry of Qors;yeoo
stateds

*4s you doubtless discovered, there i® a
groat deal of material on personnel administration
but very littla on the quallfloations of a
perse. >1 . ircctor* ..

In view of this state ont, it seoas that research

in this field is both important ad. timely.1

l« /ocatioml liildance ieoearoh, 5CC postwar Jobs
for.Msfi* ar an iIty, < £«* L — " Co*,
15H5* P* 174*
£ -wot ;r from -lobart C* sooch, chief, -onoral
ieferertce and 1ibllogra >hy division, Library of Congress#
..acMngton, D* 3., to C* venka, hay 3# 1940.
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8TATSKSRT Of THE E&iiLfFi

The problon of the survey Vv2&s to dotormlno* from
the viewpoint of tho various groups of .parson® concerned#
what lualiflcatlone# both personal and educational# wore
required for a dirootor of personnel* from tho stand-
point of oducatlon» those qualifications have boon
choc®™ od against the courses offered by colleges and
universities to determine to wfeat extent schools are

meeting the educational needs of future personnel

direct; r: =
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chapter 11

oov2«hiojtal I:*momsL ..c8cC

,Lualifloatlona for employment In any branch of
governmental work* especially Federal, usually are
clearly defined in regulations ant job doocri.ptiona.
The completeness with which the government proscribes
employment, regulations has been i1llustrated by fdo
story In which It is purported that a civil service
bulletin included the announcement that '"Death shall
constitute termination of or cloyaonte"

This may exaggerate the government*# minute
attention to detail* but it i1s understandable that
clear cut job descriptions and ©asloysaont regulations
are ooessary«

The biggest employer iIn the United States* the
government, hires millions of people* the lug® task
of selecting the right people for the right Job falls
to the government*© personnel department* the Civil

orvlcO orjuission* This commission devises tests to
indicate the most capable orson for a Job, ,,lvoa
examinations* direct®© Job analyses*, classifies positions*

conducts iInterviews, and underta eo research, -non it
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1© nocosnary* otroloyeos &r© trained for Jobs by special
to-sorvloe training program wliloh personnel Osports
bavo oat up*

Another branch of gow «at personnel worlt la
done by the inlted State® uvploynent -ervice aml the
stato offices connoctod vrith 1t#l

Civil service personnel money© «ort» ratoly fadoral#
but also including stato ad™ municipal oOvexvu'cmts»
involves* as does Industry and business*

aseruitment a.d certification of qualified
enployoos

Job evaluation and class! fication
flacsmemt and training, of now employee*
Transfer and separation of Ctploycos

1 t1 Jtonanco of discipline

Counseling

Safety and health proyronm

Public relations

1 "or.-otlon of bettor moral®

Adjustment OF pellales between employer and.
up loyoe«P

ThO duties of personnel workers to employment

afoncloo includes

le _"cgssr—ol. Geeuputiorul rlefs o. 34*
clone® -..Csearch -s» ol - o0s# erica - * 1944* p* ¥

-t » ,falw * *%
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Interviewing the unemployed

Halntalnlno aocurato records of prospective
omployeoa as well as those seeking employment

-Establishing close contact with community
agencies and schoolsA

In th© early days of American history* government
employeos were hired under the ."polls System, and there
was less regard for special quallfloations than for
party affiliation* In 1383* Congress passed the first
Civil farvice law, making merit, rather than political
activity, the basis for entry Into government service,
Government -Oraonrsel work has grown and developed under
the Civil ervicO system.

The same year Hew fork also passed a civil service
lav; aliailar to th t adopted by th© odoral Government e
It was the first state to do so0,2 Sow twenty-eight
states Till government positions by means of some form
of merit system, a®© do most of the major and many of
tho smaller cities,3

Th© odoral government recognises two classes of
personnel workers* (1) those who advise iIn formulating
policies affecting tho efficiency and well-being of

employeesj and (2) those who have the responsibilityl

1% 4hid*, pe 66

2* l1bid.t p, 105*

3* * *  “"oro, m;oyomcMit. aQbg ..ad How to Set
Them, . hiladelphla and ow fork# J(g ?- tip incott Jdo,,

IPi5r pp, 291-303*
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for carrying out the pellcl@s at various levels* Higher
government personnel positions* eorrasponding roughly

to a director of personnel i1n civilian employment,

would bo classified as personnel supervisor* employment
Bsmagor* training director* personnel officer* and
person el director#

Certain basic requirements must be met for all of
those positions. The appointee must be a citison of the
United States by birth or naturalisation. Though not
necessary for every position* it iIs preferable to have
a college degree* especially a bachelor’s degree 1in

malic administration# poittotir..il, or psychology* or
work as & junior administrative official* business
ad-ministration# statistics, “occutntin.» public housing#
public law and opinion* history, and sociology arc
useful* The higher positions usually require many
years* experience In the practical field of personnel<s*
The following specifications for some of the
personnel positions iIn the federal government employment
are illustrative of requirerenta iIn this field*
Personnel officer and assistant
required Education Or Experiencet For the
2*600 grade at. least 6 years of pro receive
experience in a personnel office or In an

administrative office responsible for personnel
functions are required* under-graduate experiencel

1. | 1d.. pp* 65-66*
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may be substituted# year for /oar# up to a

maximum of 5 years. For grades above tills
level™ aB llcants nuot have# iIn addition#
responsible exPerience in a personnel agency
of a commercial or Industrial concern# or of a
oderal# state# or local government*

Personnel Oclinician - Senior# tOclinician# _Assoclate#
Assistant# and Junior Levels.

daqulrod ducation or Experiencei k
bachelor®s degree with at least 20 semester hours
in psychology Including courses In group toats
a..d Measurei.ants and statistic 1 u.ethQds. In
addition, for Senior* 6 years of experience in
carrying out eroonnel reaearcli programs, a major
part of which mist have boon devoted to the
development and application of group psychological
tests of aptitude and proficiency, fTor foehjniclan*
5 years of tho type of experience outlined a evoe
For associate: 3 yours of experience 1In research
in the construction and validation of group
tests. For -nsirfcn4s 2 years of the typo of
e.. —erlance re quired for_ _.soocl .te. Mo oxperlone®
IS required for the Junior gradee

Applicants 1aay substitute graduate study la
psychology# educational psychology# or personnel
management, year for year# for Oxporleno®© up to
3* 3# 2, and 1 year© for the respectlvo positions.

.laco ant Officer - various lovolr..

Hire®© years of responsible personnel or
administrative experience In & nolle or private
organisation which has a comprehensive program
of personnel ac, it letration for the CAF-7 level.
An additional year of such experience is require
for eael successively higher grade# (OAF-9# 11#
12# rrf 13) ¢’

The organization am work of a state merit system

of personnel administration is lllustrated by a studyl

1. Itid., p". 63-67.
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of the Indiana system* In tho fall of 1536* the ®Jlic
administration berriee was requested by tho division of
Unemployment &ixl tho <« rtsant of Public ...olfurc of the
State of Indiana to assist in dove oping a merit system
of porno si adml istratlon for euc of those agencies.
As a result, a Joint personnel bureau and a unified
eyato. of perse nel administration wao established
covering the state- welfare arid unoiaployraent compensation
agencies, including state employment service, a d
serving also tho county welfare department. >ldo~
spread interest has been directed toward tho bureau of
Personnel which results from this proj ct, boc&use It
adfalnioters the perso nel aspecta of now social
security programs and because iIn its philosophy of
personrel administration, it reflects the modem concept
of a personnel unit as a staff aid to t! © operating
executive.TI”
Hie s otora installed consists essentially of

methods and devices for the orderly prosecution of
tho following activities:

gl oarcl 1 dout the best _uallfiod persons

available and enoouraglnr tl.elr competition for
all oo .1do.-.0 . he service.

1.
IEstallad.
ana_tire;miplor.cr.t
raministration ervlcs o. i1l1 ;rojerjrod by nubile
d dstrutlo™ arviee, [#lcago, 193"* P-
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2* Jlasaifying positions.in the sorvlco on
tho basis of difficulty, respondlbllity, and
required qu&llfioatlons In order th. t recruitment»
In-aorvice utilisation, and c raponeatlon may e
guided by the necessities of the work to b© done
rather than by subjective personal Judgmentfe

“3* tetablishlr.,\ and maintaining a plan of
compensation which assures that the pay of
employees lo determined fairly, on the basis of
character of work and quality of porforroance,
going wages for similar work In private and other
public employment, the cost of a reasonable
standard of living, anl the state*s financial
policies and contritions.

"4. Promoting the training of employees,
establishing work Incentives and working conditions
conducive to a high grade of public service, arid
facilitating ronotlon and othor rewards based
upon demonstrated aolllty and merit.

"5* securing by the use of transfers the
most effectual adjustment of employees to
positions, and the mobilisation of all available
personnel facilities to meet peak loads of work.

6. Jo ratln - from the service employees
whose work is unsatisfactory*"»

1tho requirements set up by the Indiana merit system
are typical of general requirementa for orsonsol
workers 1m or state merit systems* 0. 0 of the positions
which are Hated by the Indiana system are:

rrarequisites: Senior i1orsonnol JhEamlner

Jit?or (1) graduation from an accredited
oolleg® with courser*. In personr-1 s-Ininlstration»
psychology, test* an. ...ces.ro. .onto, or statistics,

and three years* experience In employment research
or test construction, or

le | lOe, = 1*
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(2) any equivalent combination of training and
experience*

Prerequisites: Junior Personnel _xaminer

Sither <1) graduation fro® an accredited
college with courses In personnel adiJLniotrat”ion™
psychology* testa and measurements or statistics™
and two years* experience in eeaployjacaat adminio-
tration, or any equivalent combination of training
and experience*
-rIncipal Personnel beaming

.1ther (1) graduation from an accredited
college with courses in "personnel admlnictration»
psychology, testa and measurements or sts.tlst.ics*
or five years* experience iIn employment research
or test construction* or

(2) any equivalent comblestion of training
am " ex-®erlonce

It is noted from those Job descriptions that a
college degree is frequently a prerequisite* and stress
i1s placed on certain courses* These i1nclude personnel
administration or management and courses In psychology*
particularly tests and measurements» statistics* d
educattonal psyoholo y =

So mention la made of the personal attributes which
a successful candidate might bo expected to have* .ut
from two to six years* experience in personnel work
in a -crsonnol agency of a co aorelal or industrial
concern or of a federal* state, or local government is

included* Such successful employment In personnel

Jeo & Fo» e |



w&tk would Indicate th t th applicant possessed those
personal qualifications which will be noted later as
qua! I>icationa of a director of _.".rsar.Cle

b DUEmary of the requirements for personnel
appointments under federal civil service is shown iIn

fable 1*

fable 1
acquirements for <oraoimel _fpolatmonts under Gcloral
Civil ervlee as n&lasted by ©Oquireoents of

oven Typical Job Classifications

Title .Xporienco Education
iOrsonnel ffleer
and ..sslstant 6 years
Xoraoraiel Technician
enlor 6 years . .. EOgre®
2C hrs* 1n
psychology
teats ad.
measurementa
statistical
sothods
f@ehnlo.Isn 5 years sane as above
-aaoclat® Technician 3 years sara® as above
Assistant Technician 2 years same as above
Junior loohnicleua non® sar,© as above

Flaeeissot Cffleer

3 years


mailto:f@ehnlo.lsn
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oh 1ttm 1In

Tim worn of ms tsmom maserm

In order to enow wh&t qualifications a director of
p reor*rel should have# It Is first necessary to see
just what Ms place Is In industry and what functions
he 1Is called upon to perforin*

hhom&s u. pates# Vice President in Charge of
Personnel of the lenoral Food© Corporation* outlined the
place of the personnel department in industry as

followsi

shhe first place for personnel administration
is In the Eiina and heart of the chief executive
of the organisation. Unless he is determined that
the host osoiule Job on personnel administration
oust be done In his company# the other steps
are fraught with futility*

"The socond place for poreo. nol adc.inistrution
iIs In the hands of a con”™otont spoolallot who
serves the chief executive in a staff and advisory
capacity# aiding the lino organisation in the
dovolonrtotit and execution of sound /olieieo.

*The third place for personnel administration
IS In a r<xiueeG-to-writing otato?:ont of general
management policy that makes clear to everyone
in the organization the principles and objectives
for which the management stands an the means
whereby they are- to foo .-adc effective. terra!l
vigilance is the watchword with respect to the
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conscientious fulfilment of employeae relations
policies In daily practice .3

The Tirst responsibility for the personnel depart**
sont, 1t will b@ noted iIn this stater.ant# lies with the
chief executive of the organisation* That industry 1is
recognising this fact, end executives are accepting the

responsibility iIs noted In such statements as are listed

below.
Frederick Kith, of the Industrial tol&tiona

department for the fever® dopper and Brass# Incorporated,
says:

""As may have been realised, with the
development a ©ass produetion and the growth of
industry to a large scale, tho personal contact
between employer loyee has been lost* 1
hare at tevere, realising this development# aro
making every effort through such people as our
iorsormel i.onagers to got back to the ora of

peraoimliced relations between employer and
employee**2

1* «* Towls of olar 1ircraft statess

"Tendency to leave enoloyo® relations in
hands of individuals of senior eta a.lag in
company should h® avoided. Tho tla should bo
with top =&r oaonll

1. - to

.®tabllal. and maintain a tergen.no! ~ " _.rt ont. oeeareh
mort i10* 4# few fT-ork# . -asoolatian#

1946, 1.

2m Frederick P. . h# Industrial relations
department of fever® Conner and .rass, Incorporated»
00, <= £ letter to - . ® o0, .ay BO# 1941*

"e «* eris#t -olar mireraft# or olnoa# lowa#

lot:or to = = a.c, ,ay 17# 1941~
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This leads to Mr* patoa second olnt tMt
personnel admlnlstr tlon Is a staff* not a lino function
of industry. In discussing the nature of the personnel
function, the araerican lanagecient association points
out:

"Today there is much tangible ovlaonce of the
personnel officer®"s enhanced position* For
example, 1t Is now acceptad as best practice th t
ho should report directly to th© chiof ©xooutlvo
or other hlgh-"&nklng official with company-wide
rat® or than do artmontal Jurisdiction* In some
companies with particularly well-aevolopad
personnel and industrial relations departments,
it 1s not uncommon for the individual directing
the program to enjoy the rank of vlco-prosldont
on a par with operating vice-presidents*

_ "Thor© are several powerful advantages in
making the personnel executive directly
responsible to top managements

"1. 1o is free of do rt ental obligation*
influence or bias, and is able to assume a
broad, objective view based oololy upon the
host iInterests of tho company as a whole*

"2. The prostir© value of a strong staff
position under the aegis of general management
is such that the support and cooperation of
operating executives ot not properly be withhold*

"3* Kg 1s enabled to perform noro adequately
his function of adviser on all personnel problems,
including those affecting top executives thora-
eelves***

The actual functions of the personnel department
vary from one company to another* Jo. o fir;ss still

regard their personnel dop&rtiaents In the original

1* American 1.an.vgemont *ss elution* josort o* 4,
-QIt*, p* 11*
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manner* an agency for hiring and firing gorsormol*
larger* bettor organ!sod capartneaits include those
functions which will promote better moral© throughout
the organisation and consider ouch factors as tin© and
motion studies, Job evaluation, medical services,
recreation, employee welfare, labor relations, and
social security as pliases of the personnel department*s
activity. In the small company, the personnel director
may have the solo responsibility for all such functions,
wit-, only clerical help* In larger liras, various
technical assistants take over r&ny of the duties,
among the companies reporting in this survey,
eyerhaeuser ale® Company of 3t, real is illustrative
of the ©nailer firm where a general employment manager
handles all personnel problems which arise, and also
ha m10s other executive work for the company.

At the other extreme 1© the Personnel .Departcsont
of severe Copper and brass, Incorporated, with nary
Irtlilepsrtm ef as a part of its ©rsonnol program* Hr*
Smith outlines these functions as follows:

*(A) p -rough oraonnol assistants - hiring
proe-Mure, petty cash .sales, absentee records,
group Insurance, seniority records, testing, and
garnishees™*

"(B) Through ccretari&!|l Force - all of tho
necessary records, files, and histories on

person® in the employ of the company and those
who 2awe left*
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"(C) Through. the afoty lasgineer * a vary
concrete program with regard to plant safety#
control# and practices*

"(D) through the Chief htsjrd - The ecmpleto
control of the plant protootion fore®#

”(S) Under the direct control of the i
Personnel manager and his assistant_ - the operation
of the first aid room and plant Janitor service*"

Km J* Lewis of ol-,r -iroraft smamarlses the
personnel functions of that company as including
eopleymasit* personnel# raedlcal# recreation, training
oorvicoo# and protection*

An ther company which includes such functions as
testing# job evaluation, salary Ministration# aM
many niscollar >ous functions under personnel aut In-
iStratton i1s the airmsapolls -Honeywell Regulator
Gonp.xny of 1irsreapolis. Prison ood# treasurer of this
company# writes of heir personnel department8

"We do have in our coiopany and in certain of
its subsidiaries a special Personnel Department*
the head of which is hnown as our )snager of

Orsormel = these depart. although they smy
differ slightly in various locations, consist of
the usual rin-of-tho-talne functions* namely#
employment ad. testin * Job evaluation - both
factory and office worders, a study s being mads
currently on merit rating# there are sections sot
up to handle wage end salary administration*
proper place >ert of employees# seniority*
induction* etc. cur labor negotiations are
hurt™led by & separate division but rely on our
Personnel department for aid and have access to
theilr records*

"We have large central pereent ©1 flics# and
we arc also handling through this source a
mssibor of mlacellaneous functions allied, to# out
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not directly connectod with.# i1ersonael* in those

wo refer to ouch things as parking space# general
suporvislea of the par; ing lots# Blue dross
insurance# publication of a house organ# handling

of contain restricted plant solicitations#

operation of cafeterias, general supervision of

our Credit Union and nployoos Benefit -twoeirtlei#"1l

doing Into soother field of business# banking* the
functions of the personnel department are found to bo
saich the same as in iIndustry# 1. 2. uylor* Vice
iresldeat of the Katlonal Oity bask of Sew fork writes*

MTh© department la divided up on er the
Jurisdiction of the /ice President in charge of
lorsonnel Into the i1°eraounel .._.apartment# the
.odieal .iagpartiaant?# &n& the OIlfare Uepartaent*
Though there are many separate functions carried-
on in the Personnel Department* i1t 10 not
considered to be broken down Into any definite
sections* He chief tec";s of the Tarsorrel
Separilaarst are to hire new employees* to release
employsee or process theilr resignations# and to
maintain all the records of all the people who
work In the aankm The department i1s responsible
for a eortaln uroount of training* .out of the
training is done In the place where the
Individual actually works and i1s on-the-job train-
ing* However# there are certailn training pro .sac#
such ae those of a supervisory nature and training
for young men who are going to our overseas
branches* which are administered in tho depart®*at*
education i1n outside Institutions is fostered by
the depsrtsent and i&gmmt for such education Is
adr:inletered through funds available to the
department for this turposo* .very employee la
Interviewed onoo a year to determine the Individual
a-rale or the morale of the group In which he
works# and stake every effort to improve the lot
of the individual or tho irjorale of the group*
lany transfers are effected as a result of these
interviews* 1t Is also u resvamsi- llity of thO
dep&rtront to cop abreast of all the trends and

1* 1risen rfoed. Treasurer* 1J.imGapOli©-HoneywoOll
legul&tor -o*# ilrmeapolls* Jinn** letter to . =
17hke# April 29# 1945* N
W\l iMtff
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now practices in the field of personnel
adminl Stratton*

_"The role of the nodical Department is to
esamino new employees# to counsel the coshers

of our staff on any illnesses th t they may have*

and to give inoculations at bank expense for

possible Impending contagious diseases and to
perform any emergency treatment necessary*
""The Welfare Department keeps a record of

all absences wi".hin the lienk and pays visits to

those vito are at hone 111 to deliver their

salary to them and to determine if anything, need

be done for the cocfort o the* Incivlauale'*

In a survey c. nine off its member companies* the
Indianapolis lorsonnol .association found that such
activities vox'Q listed under personnel functions as
Omoleyis H1» wage smd Oalary adminiatration# reor-mtion,
employe®© welfare# tralnir; » safety» modleal and first
aid# labor relations# cafeteria* and house organs*2 4s
a result of tbit murrey# tIX0 association concluded that
the personnel department via® charged with the responsi-
bility of providing the manpower supply* developing the
ability of that manpower* i1ts training# protecting its
health, and making i1t happy at i1ts work*-7

Another sumary oF personnel functions lists ae the

objectives of the departmentt

1* Im Hm buylor, /ice i-resident* lational City /73
-ar. of -ow Dci*k, letter to *<" e pear o# ,pril 22* 1948*

2. e C* Jackson* Purvey of i1orsormel Dcpartmints*
in gr sorr ,d four- , vol* 26, o* 7# January 1943#
P* 215 7%

3. a -AE*» p. 244*
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1. To increase the efficiency of the working
fore# - Increase of production and Balesj improve
service# decrease costs# maintain or Improve
quality*

2* To 1Increase the satisfaction and morale
of all employees*

3* To protect the physical sad mental well-
being o: onployoofl*i

Cue author states briefly*

HKaimgonOnt*s personnel Job is still to obtain
capable people# utilise their efforts most
effectively# and to provide m&ximm octiefaction
for each individual so as to mlataln his willinrmo#*
to worke"2

Discussing the significance of personnel admin-
istration in the modern corporation# Lawrence ip loy#
Vies Zresident of tontgoaory ®rd says?

"First, what Is eroonnsl administrations
There fir# an many definitions as there are
individuals to resent then# but the simplest
and most significant that has com®© to mgr
attention 1s? ’Pernornd Administration Is that
activity of isxweagesenfc which deals with human
resources** You will not® that | say *activity
of ;:lanagenorst** 1 sm not referring to the
activity of the personnel depart sat Itself; 1
sm X5 ferring to the ge-:«ral taro Tporscanol
administration** which moons a mhagsastxt activity
srd a mmOsmm% responsibility*

"The second point that 1 should like to cake
on this general thmm 1is that 1t i1s the most
important manage:"ont activity* unyon© engaged

1* _fTKlorson and ct3 era# on* olt». p* 319*

2* Guy * ,rthur* "Changing As«cots of the
Personnel -"unction in Kanage-nent»” In hodern ft“uamemeyyb
I"mctlOQg ami :reblorng. 3 >ral dandg#lent forits *o™
135# tew York# raeriean management Association# 1947#

px 3%



in personnel adrainistration who hoes not toeliov©
that* mcl floor? not fearlessly say do whenever
opportunity presents Itself, should reconsider

the tenets upon which tm works* The activity of
dealing with human resources is, without any
reservations or qualifications, the most Important
reaponalbflltty that anyone In a ;;semgort&l position
bears e

”In the third plaoa, this activity of
personnel adslnistrution» dealing_wi_th human
resources, is probably the cost difficult
-nativity in which imnagei'iant is engaged, for two
reasons: First, t deals with people} second,
everyone in the organl-.ation is involved in it.

*Another point In relation to the significance
of personnel administration is that the personnel
activity of an s&ganitaatlon must be evaluated In
tom© of its results, lust as any other as;or
activity of a business must be* iiesultn nuat be
measured and appraised In various specific terms,

"l can petition three general approaches that
appraise-1 nay us© « * * jrst, one goal of
porsormal adrrdnlistrat.ion is obtaining competent
people for the organization, people who, i1f they
nra not exactly what is needed when they are
hired* have the background or experience, or
aptitude which will sake it possible to train them
to do the 30b that hm to bo dor.©* fbe extent
to which that j®al is achieved is a measure of
the success of personnel administratione

"Second, personnel administration can a©
Judged by inprovfitant in Individual productivity,
by what 1t contributes toward more production
For payroll dollar, mird, it oust be evaluated
by Its success In holding competent p.ople In
t" u organisation.

e * e

~nTh@ rapid development of personnel ]
administration activities on a professional basis *
the techniques, philosophies and. studies - nay,
| think, oay b© an attest to make up for the
loss of the personal touch which existed in
small companies years agoc«
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"IT ihcro_la a tragedy In big buslnosa, it
la that top ImimgOoOnt cannot knot* the workers
personally. . _ But unforfcumtaty the r.robXeta©
#f mo&mm business are such that the higher a
Kim goes in the organisatlean* the more olair-
fccusd ho becomes e

"Today the pmrscml relationship la between
the worker sod the first-line supervisor* and
the secret of senna personnel rsanage ent Is to
see that that supervisor Is able to do a sound
Job of personnel ad&lrlstration, because ho has
to do the personnel Job that top wmmé&mmb would
be doing IT clrcunstar.cos permitted =X

1* Lawrence - Applpy* "The 1, ;nlfloanco of
Personnel _.vdialnlstration in the Modem dorporatloa#"
In _.oaaurln- u»aultb of "craonnol “unctiona* lcroonnol
Scries lo. Ill* .. fe» morican r."WWumt msectation#

1%\%/# f - 3-5*
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mMTm Xv

Son fH2 mums LOC r a fiascomsl woas

In 13W# the itetlan&l Xn&ustr:al _.onfarena# oard*
Inc*™ tt r <4 1ts 1 .au™ .art iesearch 1vision* con-
ductad a survey to find the answers to tliree fundamental
questions pertaining to employee morale* -hat do
©oployaes want mloot? What factor or factors have the
gto tost orfoot on ’lie m playoe®a -ttltuue toward his
job n,d cojapanyi .uxl* floiwepMtljr# which fasten* have
the loast InfluoliceV*

hofskuse a function of the person. ,01 departcant Is
the development and malnteriaacO of laoml© tftreughsiit
the oonpany* this survey In of special concern to
personnel 1ilrootora* It inileates tho~e functions of
the p >rsonnol departsent -..lilsh tho employa© considers
a®«t laportasifc to his welfare*

IS companies and a large »ow dork union participated
In tLo survey* 4 s el: list of seventy-one morale
fastora was provided to each employe®© and he m* requested

to ebook the five which ho considered the most Important

ionforonc®
Board reporis* ..-tulles in Personnel -alley# Ko» 83*
Bmf Ffork* S&tloaml -iii.uctrlal .xnforcuuo .-ourd* In©**
IT*7= .5
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to 11la# ranking thom in order of their Importance*
uxeeutivos and labor loaders wore given the same list
of factors and ashed to .rodlet factors# In the ordor
of tholr importance# that would be eeleeted by onployoos
in thoir own companies or unions.*

On tho basis of replies from employees of all six
participating; companies# "‘type of work™ was shown to
be the min factor toward developing moral®, it wm
checked as the moot important factor of the seventy-ono
by a relatively hi-;]; -arcentage of the participants*
Other factors assigned top ranking worei

1* o >ortunity In the company for
advancement - 5 companies*

2* Supervisor*a tcmpcrar ont and poroonality -
4 companies.

5* fraetlec of Informing you of your Job i
status (both your success and failure) - 4 companies*

4* Physical working conditions (on-tho-Job) -
4 companies.

5* laployoo merit or_performance rating _
(an organlaod and systematic method of appraising
your performance) - 4 eamp.-o loo.

6* coation nr holiday practices - 3
companiese

_ ?e rc.:It-aharlng plan®© (excluding & loyoe
savings plans) - 2 companies.

8% Company’s atiltu e tm.ttxd Ompleyoee
(its interpretation of policies,,- whether liberal
or conservative) - 2 eoa™anies.

1. P« O n
2. p* 9.
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These factors are closely related to the functions
of a director of personnel. Placement of each employe®©
In the most suitable work Is one of the major concerns
of the personnel department. Selection of supervisory
personnel also comes under the scopo of the personnel
depart lent, hence factor 3 above is closely correlated
with personnel work. Factors 4, 5, 6, and 3 ore also
largely under the control of the director of personnel
and his departmente Hence, 6 of the 8 factors considered
moot Insortant in the over-all picture, ere the direct
responsibility of the personnel department#

further breakdown of the returns from all
cooperating employees In the six companies showed
definite interest iIn many other factors connected with
personnel, such as employee feeding facilities
(cafeterias, etc.), ‘“promotion from within” the company,
rest periods, contact with executives, accident preven-
tion activities, music on the job, recreation, and
employee suggestion systems.l Those factors which
relate directly to the work of the personnel department
and their ranking by employees surveyed are shown in

Table 2.

1e Ibid., p. 12
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Hoot IEKsortant actors# Relative to Functions

of the Foreonnol Popartmerit

Factor

Job security

Opportunities in the company for advancement

Hiployeo financial benefits« ouch as group
life insurance# ©icJmass insurance» and
pensions

rractice of infDrain- you of your Job status
(both of your ouceoos and failure)

fy. o of work

Vacation and holiday practices

Supervisor*® temperament and personality

Hhysieul working, conditions (on-the-Job;

Company *a attitude toward employees (Its
interpretation of policies# whether
liberal or conservative)

employee feeding facilities (restaurants#
luneh .rooms# 'cafeterias, canteens#
sobllo kitchen®)

Practice of hiring outsiders for responsible
Jobs v© “promotion from within”

Company nodical anti health program®

iuollty of supervision

3aplojre© merit or performance rating (an
organised and systo. atic method of
appraising your performance)

Host period.®

Contact with executives (o portunity to so®
them ocoaelomlly)

Labor unions

Accident prevention activities

Music on tho Job

training of supervisors and foremen

f yeloal condition of reeroation rooms#
lavatories# and other oroonal facilities

training of wage earner# (rank and fil©
emp loy®@O®}

Raployoo suggestion systems

Iransportation facilities (to and from work)

Foraonnol counselling

Forecast

44*7
30.7
24*4
19.2
16 #4

16*3
14*4

13.6

11.2

11.1
10.4
10.4

oo~ NO
NNOO NP

Whh b
Ok~ O
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Table* 2
Factor Percent
Methods of handling grievances 3.5
Sraployaent of mixed races 3*3
Social and rocrootlon&l activities 3*3

3n>klng privileges ) ) )
Mploysasit methods* including selection* inter-
viseing and_placement o
Domestic _relations and hone_conditions i
Termination allowance (dlouio al compensation)
Tolley with respect to wearing unifoms (or
r@gulatlng_wgrklng attire)
Bousing facilitios
ulletln boards* house organs and other methods
of disseminating information to SBMISfees
Training of oxecutiVes ) )
bolides and practices regarding discharge
of employees i ) ) )
Induction training |nclud|n? orlentatlog)
Friendly attitude of all employees towar
each other

P RPR RpR RN
©

R N Wl o Mo

It will be noted that fchirty-ninv ©f the seventy-
one factors included iIn the survey* are directly
related to the work of the personnel department* There-
fore* although Personnel Jourxselling rated only 3*8
percent* the entire work of the .personnel department
1e given definitely mere consideration bp employ©os*2

"lhe analyses of variations in the choice
of factors eeos to re-esgphéeise the fundamental
principle of modern personnel adminlstration that
every Istdiviattai i1s unique.

*Zeat principle Is not new* but the fact

retains that In many_ situation®© where serious
difficulties have arisen between employees and

i* v ™ p. 12F
2. M1 » b. 12.



theilr companies, tha oxscutlvce Involved have
later attributed their failure to neglect of
this readily underet&ndable and basic principle*
lone of those executives have pointed out*
furthermore* that they neglected to recognise
that every "~ton:o of individual® Is also unique*
"Under this principle of uniqueness, an
atterpt to apply th© *golden rule* to employee-
©rnloyor relations runs grave rick of :_loca*ryl *
Ihe oxocutlvo who proceeds on what-ho-v/ould-liUo-i1f*-
ho-1/0oro-in-t} i0-0: ployoo *s-nhoes should not be
greatly surprised if th©O employee*o reaction
prove® to be an unexpected on©*"*1
"lhe predictions made by employers and labor leaders
as a part of this survey were compared with the results
of employee factor rankings* i1t >as found that w area®
loss than thirty percent of the employe®©® mentioned
compensation anywhere among their selectlona* approximate-
ly seventy-five percent of .oth the oxocutlvo and
la or loader participants Included compensation somo-
whore among their first five factors*2
Women placed greater emphasis than tum on such
factors as physical working conditions* supervisor*o©
temperament and personality* practice of informing you
of your Job status* company*a attitude toward employee®*3
a survey of department store eraployees made by thO©

National iota 1 Dry deeds association stowed that uon

1. X-d* p. IT.
2. mm . 21°
3. **r  p* 27.



selected as the principle moral& factor *% Job t

in erects the Ortployoo,'” and women chose '‘understanding
and aperooiatlon from bosses of t © difficulties of
one"s Job#*" Clearly those are both factors un or to
scops of the director of personnel. ether morale
factors studied wore also closely related to the wori:
of the depart ent cf ereonnol. 1ho various sorale
factors included in the survey, and how they were

ranhod by mor and wonen e;>loy<?es, is shown in fable 3#

1*  *id,, p. 27.



Tablo 3
of itoral® Factora In a Survey

of rspartnent Ptoro "nployeoa

factor asiikSng. by tanking by
Hatt* women

4 Job that interests the
=esploy©o 1 6

vTopor evaluation of all
phases of one*® work
s&N1 Juditod 2 5

fair pay for the typo of
work don® 3 4

Understanding and aﬁpreciation
from booses of the

difficulties or o0110*0 Job 4 1

A system of promotion based
cm merit alone 5 7

1 eoc.ir© Job am long, as th®
employe® doos good work 6 8

«n available exoout.lVvO with
sSmmb to diccunn one’s
personal problems 7 a

Jtood physical working
conditions 8 3

X* X% ide*pe 27«
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CHAFTSR V
S3LF aarALU&TIO- OF TH:2 FIRBOSBKL DIRSOTCR

From th© proceeding studies of th© work of a
poi*"sonnol director and the requirements which have boon
established by civil service boards for similar positions,
it can readily he soon that such a position requires a
great deal of versatility on thO© part of on© employed as
a personnel director* the variation in work included
under the functions of the personnel department in
dif Orent companies also las a direct bearing upon tho©
requlreaeate of the iIndividual employed In each particular
firm*

Of thO twerrtypseven personnel directors contacted
as a part of this survey, twenty-five sent replies,
usually 1n letter fora rather than in brief replies to
th© questionnaire sort to thom with o* explanation of
tho purpose of the survey.

In replying to the question "what do you think of
tho personnel field as an occupation?% bon Lewis,
persora el manager for the orthern *\sgp Company, dt*

Paul, Minnesota, said:
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mt bellove you will find t+0 personnel TfTield
vory Interesting* 1in tide field you deal with
people and their problems am y©« Tamm the
opportunity to see tie results of your work**
Interesting* rnd becoming more and more noeeaeaay**
was tho eocnent of * B. Udrlek* suorlntardent of
employment for the Sri# tiallroad Company* Cleveland*
ohlo» in replying to the ssuse question*®
B» B. SMta«8> personnel stager of tho me ¥
Goodrich Ooxapany* made his reply aoro personali al
like It - but for anyone who does not enjoy working with
people and their robleao 1t would bo unsatisfactory«*
Tha personnel mnager of a large oil aoitpany, who
requested to remain anasmywma* said of personnel works
_71t offora nany rewards* tangible and In-
tangible* to a person who i1s genuinely iInterested
i dch matters as eoplsyment (recruitment* testing*
placement* transfers); administrution of employee-
beaefit plans (accident and sickness; grotgj
insurance an; pensions? hospital and surgical
bem :-itaj pemuunosst total disability; vacations™
etc.); seeirdent-preventlors? personnel research;
personnel records and statistics! and &mployee
roletlona iIn general**1
e e Xarshoimor* Industrial -elctions jirocter
for ©Ostem Bugar definery* men renciseo* isade the
following statement*
**ry opinion of the personnel field as an

occupation Is baaed on eleven years® experience
in industrial relations work in this company* e

1* Tot-or to *oon,'&* 1y VF 1948*



a use the torr. *Ir"UaotriL1l relatione* to cover
all relationships between employees and rnaffdsa»t
i.rialnc ou of or corr etod with employment®* m
an occupation It Is oy opinion that this work 1is
>ir; ly Interacting axct ahsoftin . It iIs ry
feeling that for & person who iIs qualified, this
work Is @) such a nature that it coopends the full
tine iInterest and attention of the person who 1b
engaged iIn it* It has also been vy observation
that for a person who Is not teaper&nKr tally
suited» V ?"ork iIs drab an. erorous*"

"esplioc frcn other p®so««l :irocters expressed
Much the idea as thoae whisk &ve® beer quoted®
Personnel work 10 an interesting profession for ©no who
Is Interested in people end 1ms the right ta”cwMsantf
for It wcjuM he uspleeaant and drab*

riling on one*© outlook In the field of Orsomel
raaBsgo. —«Wt* ",*mest d® la Gsse, fTormerly executive
placement aetiassr of acy’a In Sow fork iIIty, now
perso nol director for the National .roadcasting &gmpmiy**
entire network, a Bombs** of the personnel courseil of
the dearicon "eevmgecent association, chairman of the
®w fort erao.mel mn& oisant association, and an
instructor in -orsormol Interviewing at .sew fork
University oayst

"Considerable need for trained men at entrance
Imol at F"-eraonnol administration* here are an

estimated 100,000 personnel workers, about 10%

<m are "l level Jobs* field can absorb
admit 5*500 fI{Far currently and for preaieteble
future* JtlJUiph total In fluid 1ms declined
eatlegated 25 » since wsr-tla® peak, i1t ha®© been
insuffleien ly trained people who have been Wwooded
out. ,wvera.ll growth and importance of _laid
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attributed to ingress® in federal loglttl«tlicwi»
) _ relatton:d?v.*

-proath of eolleotire Imry&intns* and Odr*

oc®ell latorg attitude on part of Industry*

=0at Coast and Southwest states* with sspoaSliifs

industrial potnatlad* o for best olianeo of

adraneanont .Is ?-ors«m@l work*

=MvsBtsgss* stimé&fttlag wa*%f &Coi*.
prsfeeatonal profitigoj Overall picture of eosgmry*
Tisad«n™®«jg»1f 1trwluler hourst nmasnrifir "pffrtido
las during strikes) j difficult to edvsr.os to top
&mmmé& posts iIn organisation baegnac of oj”eroms#
Stven to *officer® of tfce li«o*fwl

OBintant airootor of fooutiiro [Isoo ost and
.oviow at * 1| * & do. at prosetst Is Lesaiel L*
Poster* ©no of the fen serose iwldiag si*th a posittess
la the business world#

<Poster ten lores- that ho has reached Ms

Proaont osition lasgsiy booaueo of an ability

0 pet atcseip with .people - shit© or colored -

steteti ho attributes in turn to his ©dueatiofmX

baeferonnd****

Forest r* Irkpatrlok* PapsonzMA lalnlstrutioa
han®gar of .kfilt Corporation of swlw™* is hi#

Intro “"unties to Jaroora in ., ..rayt”™l orfe. point® out
that*
*|3sste®sa and industry* M od* end #*licgs»

sooiol a™anoles and gor-owmert mmmmtMm* mm
boe”™n inciroasin-"ly a»aro C. the fast that ea*

tseiasoleyioal dwrelopaont su&t bo natohod &

1. tcaa, ig*oit*. p? *9091.
2, "".bo y If euld o,« In . ol.
ea* 4, ..ptobop 19 &* . 1TO.
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better understandlag of the complicated phenomenon

of <Oman motivation*and adjustment# Opportunities

for iInteresting and worthwhile careers will flourish

In the years ahead * . .

"Those who plan to turn toward personnel work
as a career# * aa well as those who are providing
vocational guidance# should understand that a
sentimental urge to ’work with people* is not
sufficient# -kills and abilities must he soared
to fit an Overy-changing pattern» and social
Insights must be analytical and developmental -
else the goals for which we strive will become
hitching posts instead of sign posts#**

Throughout these various opinions of the profession
as a while# It will be noted that the men engaged iIn it
stress  © fact that it is an iInteresting field for those
who 1ife© to deal with people and their problems#

Unquestionably then one of th© primary requisites
of a Bxa <?rae= L mum jor Is t -t he aunt I1kO people*
celtorating tirkpatrick’s state; Ont# however# 'a
so tlmental urge to ’work with neeple* 1e not sufficient#"”

In general# th© qualifications which a personnel
director al >uld :uWwe nay be divided Into three roups*
These are personal traits# educational qualifications#
and experience#

Relative to previous training and experlanee of a
pertinent nature# an American anagement dissociation

report states*

1= —ee T mIL., . 6-7e
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"While 1t is not feasible hare to prescribe
absolute or inflexible requirements or specialised
training and experience for the work, the broad
putLorn of & desirable background say bo outlined.

"Frevloua Industrial or business experience 1in
the ranks and 1n an executive capacity is valuable
in developing an understanding o the problems o,
go“era! nansgeuent as well as a realistic attitude
toward -tersormol problems* (eese ereonr.el
executives also cite experience iIn teaching*
vocational guidance* educational personnel “work*
and social work as providing & good background for
a_eelallsation 1iii industrial -aruoi .-.-1 aork®)

"a period of apprentices!dp in a personnel
department supervised by an .able executive Is
especially advantageous In developing the required
Insight i1nto huaar; relations and mount concepts
of personnel practice.

£X:.cet valuable is a record of ouoeesaful
organisation and development of a personnel pro-ram
for on® or more companieso™*

be la cssa outlinos the steps to the position of
perso, rial 1l;rector iIn this mannert

HTypical line of progress sees beginner
start as rellsln&ry Interviewer* * * After on®
year ha ay be senior Interviewer* stay ono to
"lve years. . * avenues of approach converge at
1 vel of ogplogmi.:«t manager. < <« next stop#
assistant personnel camager* < _ finally the
personnel manager. . **«

In view of these statements* It is interestlug to
consider the experience which some successful personnel

directors have had* Tfborefore# those contacted wore?2

1* American -a .agemeat association* e ustrial.
dolstlopo foilay anr “omirron, brjeoicl 1oport to. 319#
lwC/ for"'# feorlean banageesent association# eoc.bar 3#
1911, p* 21

2. Ossa, cp*cite»p. 91.
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asked *Row did you ©t your start ir this worfct* on©
of tha ansvrors woros

"The boat answer that occurs to so as to how-
1 got my start in th t | have alwys endeavored to
do ray host In whatever tas is assigned. . . |
think the best start for an in uatrial relations
mn is to work with ant? get to know the snoloyoos
with whom ho is to deal# snd after a year or so
of that oxporlene* then make an effort to u© _
trm sferrod to the Industrial vslr-tlona )YSertment.*1

*lat«rfcod as on a?ninlstrative train©®© and
in a short tin© was appointed a departraeitt
ssarager* -ftar c- ©eosofully operating on© of our
departments | was then appointed ieroor.nel
lar'vgor*”2

HAs supervisor and staff man in various
department®* working with people employed in
varied eapneitlee and of varied rank mad %?8&&.»=*2

*ftam diversity “ministration to training
-e - rtanent* ~

"Started In. saw nill.n3

‘I't might he said that | obtained say start
In this field long before | became associated with
cur .oraomel apartment in Kay, 19:29*

"Spitcifieally» I moan that since about 1920
I have been active in social work of various
kind®* | was also active» for example* in our
Cnpleyeee* iIMKKdsUaii which sponsored various
sorts of employee .activities™*

" hiring th* time | functioned as Chief Clark
of th© Personnel iepertmeri (19® - 1957)* 1 had
th© op- ortunity of studying .irat hand the various

1* - era ei Ccrm op™ alt*
2. Don Lewis, eo». cit*
5* e die.rick, oo* alt*

. - . mstfinn, op™* cit*
5 fay ;100&t Weyerhaeuser ales Co*, idnneé&polis,
# »y letter to * . a ae-
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©bployor-eaplcyo® problems d'tih axis# In 1ndustry
generally -

nl § ont aoot of 19356 and the early part of
1939 In the Southwest on special assi;-nmont
handling educational work In the field with
supervisory Otaployoes* |1 was then placed In
charge of personnel research work* In January,
1942, 1 bocanso nslotant to lanager of the
Personnel Departnent and me appointed larngar
In otobor, IS-bC* =

Lemuel Foster of -acy"a had considerable exparlfflBCO
to prepare him for his present position* At one tin®
he waa employ d with the labor .Opartuent®*a Division
of hogro ©Oonosaicc*

"In 1922 he got a job with the Lincoln 1ieserve
Life Insurance Co** one of the first firms to *
soli1 standard-type iInsurance to Doth whit©® and
colored risko*

Within ton years Pester had shifted companies
&,..., ae "oed of victory Life’s aw fork .rs-ich,
was earning 1C,000 a year* . . Ho landed the Job
of _ace delations 1iructor of felA in fee fork*
Shore he oaoe to -mow Oonoral :o.r.un@ll * . e
who called his In to ashington when war broke
out to servo a® .&cc t#laiiOB* Officer in the
Industrial rarsonnel Division of Array orvlce
forces* *Tvw/o of say’s present top exoc stives
also served In the X* .« > * * __hen the war was
over they reeo ended M e for hi® resent JohV2

For* de la Casa obtained much of his experience at
.acy"a where he worked In all branches of the person ol
department - training, research, industrial relations,

staff CPiployfil:mt , executive Osployswmt, preliminary

1* letter to . = un/c, Yy 4, 1948*
2* qihe _ay 1t hoild O0,* o>* clt*. p. 170*
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interviewing, placer-.ora interviewing, nr-. couaselir, *~
Quy Xu hrthur* Jr.* Vico President in chr.r@e of
.Persormol for the wseric&ri fhrcsd Geap&hy* after
Iin business atidtnlatratien at the >nlversltj
of Minnesota* was employed as an industrial engineer
for Majestic fuidlo Corporation* then as an industrial
relations taana$<jr for M. 3* Lefcurnoau* Ire* _ftor two
years there doing personnel work* he was ©Oployed vis
porao- nel director of American Thread.®
Harry 4# Incus® Director of faraonnel harviee of
the American Had Gross, lias had varied experience which
includes faming*, corner labor, rural so0? oc! teaching*
high s0; ool teaching* roereatlcn&l welfare work, ZtiGA
secretary* principal of a high school, suj.orintorient
of ae..cole* county superintendent of schools, college
and university teaching, assistant national director
of USG, and now hie resent position,3
. C,, Frohbach, assistant Director of industrial
delations of Oomral hills, Inc** sums up thm need for
training and demonstrated executive ability as follows*

"It_has been bjj_observation that there 1is
no definite pattern in the type of experience

1, haythe, * 1ST e
o
-* L ] 1 *..
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and training o? non who are In chrrgo of personnel
or tn/uatrial rotations In tho 1Mu-ger ooaiMaiiM*
rebafcly the only general conclusion that one
could :m*e iIs that the noat sluocess.ul of these
son have demonstrated their Msalnlatyetive

ability In some other capacity. "oy cone frost
sales* production, ucoo-mtlrs purchasing, and
BXFF activity that nan®* Haybc

In the future nor® of them will foe men who have

boon trained specifically In personnel work, but

so far It ssesRO that the principal ragairs;..set Is

a_demonstrated administratlve ability In acme

of/ or Tield, plus, of. course, an understanding

of people*f¥

Varied but definite experience has led each of
those an to success i1n the field of oerrsonmel work*
IlZolr preparatory work ham helped them to loam to work
with people, an has also flven them, In moat cases,
fun-dans tal 1 %dbrsatton about the departmental operation
of the firs. \m "r* rohbach points out, few prsaent
day ersernel managers have sufficient tre .ring in
personnel work to enable the® to go directly Into such

a poolt3one

r&so*:®* mvtrs fcp <A r.-'tsovk.x mmoTm
One personal characteristic o: the successful
perso eel director as already been joint®! out, the

ability to get alow- well with people* ibis la stressedl

1. 1* e yrohbach, rsislant jl!rector of iIndustrial
delations, .ove.b “i1lia, Inc*, latter to . . 0~ O,
-ril 21* 194*.



by practically every _a;con contacted in this, survey and
every .".w.".icatoii consulted* iIn the vneriear yr>rnc«i— t

*kssooiration says;

"“trulersba. tiny o people 1& essential™
each usdcoNBiaodiag Involves appreciation of hwsem
wants and aspirations:, of 1&diriduol difference*
in aptitudes and abilities* Xt nfi/.ifoéfce itself
in an unceasing effort, to rovlde ctfore with the
opportunities, the oncouragetxmt, and thie
motivation for thoir development *nl

loracvneX directors eetitaeted placed almost equal
stress on the need for oruotional stability* ..act and
tolerui:oe were also listod as Important euallflea&lcne*-

80a®© of the 00 -.nents by perse. nol directors on personal

traits required were*

"Judgment and coaaon sense, aood analytical
powers, stability (self-control)»
ability to cooperate with other axe-catlves, concern
for_t.10 larger strategies or the organisation ae
a w?ole**2

""Highly developed eons®© of Integrity and
sincerity* ftwarenese of basic individuality and
ros.>eet for differences, tolor&nce*"*3

"I think it iIs requisite for a orbo rol mm
to .eve a sociable nature, to like >o00,10 and 11tO
to work with then regardless of their social
level*'*'4

"First and most important, is that trait of
understanding and apprecl&tl z hisBan beings* the
personnel aanagsr raust also retain the proper

1* -or a o -at ujacdatlcr.* _

EprsoM>.el....cmper m &ii*Mt** p*
e "jtor e e * M e, .y 1940*
3* * * wvstrwn, op* olt™>  * 2*

4* V* pb* oroheissor, on* cit*



58

balance between mamgemeofc and tho employee. n
even temperament aM ability to work on ono*a own
Initiative Is very important.”l

JO 11KO people*

To bO® honest i1n Overy rospoot*

.-0ba cleanly iIn person* dross, and speech.
To bo charitable and sympathetic. d

nfact, Ovon tampor&mont, ability to make
corrections In a < loacart way. "3

In addition to understanding people, the American
Management Association lists throe other major
qualities*

*&= #lively Int A1tgeno® is a Erime requisite.
Tho porsonnel function demands a marked degree of
analytical ability and groat resourcefulness,

dood jmigment» intellectual honesty, altertnoss, and
kaon perception are also ranked high among the
desirable ental traits.

rb* A hi. h degree of freedom from bias Is
imoratlvo. To bo truly effectlvo, personnel
management requires of i1ts practitionera an
Impartial, objectivO attitude toward management*
toward workers and toward tho community. The
porsonnol manager*© plans* Ills decisions* his
counsel- -all must be dictated by thO© total
require *onta of the situation. This Implies
sincerity, fearlessness and, above all, honesty.
Management defeats Its purpose iIn sotting up a
porsonnol department when It seeks i1n the
personnel officer a champion of i1ts own particular
interects as against those of tie employ©®© group
or tho community. Typical examples of such* an
unsound, and often hi?hly dangerous* approach* are
th® appointment of a lawyer as industrial relations2

1. -on Lewis* on* ett.
2. Hetrick* oo. -dp .
3. less* ,,,.T\Cip.
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i1anager because of hia reputed ability to
forrcMat® *tr ok* contrasts# op of a local
politician. who Las nothin*; to rocoii”and 1Jja
save Ms influence with the local law-1aMing
bodies* bach practises violate 1a-a the spirit
aM 1 j tnaont >fF a Uat..oi ruLvtio. a -ram#

"c* a c.ypdllii. aannor is -,ux, tho leading
assets ascribed to tlau >aroo>aicl -an*  _li-
ability toTinspire oonfMonco* to encourage
friondlisijos, —-joe to elicit coop ./ration j&G
onthusiaaia is 11tvaluable In the pioneering effort
M_Mvad* iIn this aw,a*actlco i1t In iIn ortant to
evaluate the ’total* personality ©_ the prospective
personnel officer In toms of the personalities
with which ho will have closest association* since
oftan the staff offioca* aust “soil* himself before
ho at oapis to sell his aarviees* 1t Is rocoaiaended
that no Fflr.M selection from a ana the ceMldatos
be 1acde until -evara! key executives have act the
most likely ap lic&ni®© and have been afforded the
opportunity to indioato their rcac™iona-*"1L

In general* then* what personnel managers theraselvea
think their porso- ;1 traits Mould bo ape u Main .for
people* cootlor *1 stability* tact* good Judgment# and
eooseri sense* Integrity and elnoority* -ad tolesunce*
fhese unu other personal traita considered Important

by personnel direetars surveyed are h.oun in table 4*

1* cnarloan LarageMot jg elation* _=f._etlnr. the
.mcor Mo QP* _cit™™ | 1.
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Table 4
desirable i1arsenal Traits Suggested by

Twenty—five Personnel directors

Trait Number ©looting
Sociable nature - liking for people 25
Bsjotlon&l stability 21
Tactfulness 20
Judgment and. ooa.-on sense 19
Ability to cooperate 17
Intercity and sincerity 16
Tolerance 14

3ood analytical powers
1oapoct for Individual dIfforoncoa
Initiative

Ability to select and train individuals

w o o o

tyrapathetic nature

aSCT >34053) SOUCATICHAL 1UALIr iCATI®!IO
The third qualificatlon ontlonod la education*
It can be observed from previous state- onfcs that raoot
of thO personnel directors contacted have relied on
personal qualifications aid experience to reach their

preaent positions* however, the responses Indicated
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that 1bsa# mm reooenl&afi the Inpavfcaaon of oreoiallaad

training aM education for swoh position®* In liou of

sofso oaparianea* r to eufVlagatJt ihailr exyarlanea*
son* OF thoilr oaonaeits arei

""Should last* sufficient oduoail.onal b«®ls»
gpeMad aa to hays davotOfxsS M's interact and
curiosity to & point whereho will continual to

o“udy bt-1 ct,os«B -dbjoot«r*

"It is feolp.fal to haw & collage ©daeatioR#
althcmg™ not nocoaocary* ranj of the ta»t
eearsofmel m *fior» "®Ff® novor soon to col logo*
if you do fear© a oollag* education* a oosfein&iioa
of ousineaa and payoteoloigf will prow# to bo rery
ferof total*f2

~ "Wary to. rGoacHalary* andarst™aKdise of words
Mj arid o all* loo? foundation in wressaar and
natho. "iatlca» prinaiplo®© or poyoholo # principle®
of ?20o0tm”io©*h5
"1apoad flducatifflal haafegrouna* specialised
ooursee In psychology# pu llc spaahlng,# personnel
aan&gaoent# labor pfOfelaaa# ootwwalca-* st&tlailo®*
Industrial -aRagasaerit# s ciolo y# t&oroogfe
vhowlad®a of tha lvualnesa as a whole* ea-ashing
that la not to toe gained fros. ©ours*® In peraornel
or in any other way than ty long apprenticeship
in Lu&lmmm 1tself*3*

Mih# broader tfod hot or* aspecially in tba
bu»aalti*a or social ooienca®* 5

<flood oduoatlor”™l b&olsground# especially
poyahology#

- * * L 2 -or, o>
- —on "awl®# op* ol l™*
e * |IMriek.os. O1t*
4* otter tc . = a, ® ay > 154 *
- . ) fit ,n»
6# oay Hlesi# s * eft*
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These statements differ slightly from those of the
American lanagenent association for they stated:

Regard lose of tho extent of the candidates
formal education# he should have completed at least
a fow courses bearing directly on personnel work*

aslc preparation for a personnel position should
Include some training in psygholog¥ (primarily
abnormal# _industrial and social)# labor problems#
labor Ieglslatlgn# sociology# statistics# economics#
personcol administration# am general manage ont.
—-erecanel practice of an advanced nature requires
famili1arity with tho specific techniques involved
in Interviewing# employment testing# perso nel
rocord-koc Ing am personnel research In tho
modern personnel setu? a_further nowledg- of tho
techniques of Job analysis and evaluation# erlt
rating# and collective bargaining is daily growing
in Importanco. d

droeot d© la Casa says iIn regard to necessary

education:

rBincO a beginner is not ta on on as personnel
manager but in much lessor capacity it has boon
possible in the past to overcome educational lack
by successful performance in Job. but competition
today virtually excludes these without college
education* Bachelor degree can bo either science
or arts, should include courses In economies# labor
law# wage and hour acts# statistics, basic and
Industrial psychology* sociology# perso: nel N
ad. Inistration. raduato work is highly desirable.*2

Thoso statements indicato th t there is some
variance of emphasis upon the need for a ©oileg®

education* home fool i1t is not ocessary# others

1* American anag® ant uscoeiaticn# mow tp
.y~rccon™LjgNEt._.”"N, sSLxJ&k**

2*  taaa# *90.



63

particularly emphasis®© tha nood thoro will b©® for it

in th© future. courses especially reco”™aanCed sum
peyehologye economics, sociology, labor problems, and
personnel wma@wmnt» A general nummatiors of roeoasnended

C -rsoo 1b shown In fable 5*

fable 5

Collage Courses deeommonded by *ersonnol direstora

Course Nuober Recommending
Psychology 24
economics 23
Sociology 20
Personnel mmageaent 11
tabor problems 9
Business administration 6
Public speaking 5
Grataattr 3
statistics 3
Mathematics 2
2

Industrial management
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C11APT23 V1
manY&amiTUDi toward trTS'nirSL oxasortit -

Having consldoi dd what the personnel raanagers thssa—*
oolvoo fool regarding thesir profession, it is equally
Important to consider the attltudoe of tho employers
In companies large enough to have separate personnel
dSportf ante*

Depending upon tho individual characteristics of
their i1i1ros* these employers 1mve selected vé&tloub titles
for tho heads of thoir personnel departaentG such as
personnel Dana®or * personnel director, industrial
relations manager, general manager in charge of personnel»
superintendent of employment, director of iIndustrial
relations, vice president iIn charge of industrial
relations, and vie© president Ir charge of parsemole

hatovor tho titlo the functions of tha departments
are such the ease In each iInstance, and the qualifications
for tho on© iIn charge are also similar*

implies to the question of the personal trait®
nocosnory for a director of personnel sent to twenty—
five employers again indicated strongly tho neceséity >
to 11 _a ojidopsta” ooplo* he ct* -or traits

suggested by personnel directors which o. ployore ala®
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mentioned wore ability to cooperate* initiative*
sympathy* and t&at. Otherwise they placed their stress
on other points not —-eatleaned by the directors such as
& pleasing personality* ealesr tfiship* patience*
practicality* awsi leadership.

Soe® of theilr cersients war®s

**Io one personal trait which w« consider
moat Inportant for our heraonnol ILsnagor to have
la that of the ability to loot people and to
convwse with tnam at their own level. -

* Ath regard to your question as to the
personal traits Important In a personnel director*
t! j one thing that he rust .eve above all others
is a real Interest in Ms fTellow beings and bo
sympathetic towards their robins. Ho must
naturally have a pleaelr. personality* and like
any other executive* he aoust have tho ability to
think a problem through to & successtful
conclusion and also tho ability to plan am
offoottvO pro ram. Sine®© the .oreonrel Hapartaent
o the National City Bas™ does not enter In o t o
lino organisation of the Bank* but Is set aside in
a staff capacity* It is extronely important that
the vice President In charge of the Personnel
depart -or.t be a fTirst-class salesman* lor his only
weapon is that of persuasion*w«

"eUnderstanding of people and experience In
Pangﬂjggl patience* thoroughnessi ability to
ead.

*Uxtremoly broad background and strong
personality .™

_"the s&nager of a personnel department should
be* In Zay opinton* a ereor sympathetic with his
fellow men and at the same tine thorou |ly practical

1. eroderlch . -mlth# oo. clt.

S. 1. * Guyler* on. pit.

3* .ea. Marshall» Vice .-resident* <estis™io««™*
Tlectrio Corporate ni* ittsburgh* fa., let .or to .. =

ion" , vprll ZL* 1948~
e etle owls* on» clt»
5% arisen .ood, om.'clt.



bills 0* l.axcy of the bouthorn i1.ew England
Telephone Company saysi

nTho two (principle job requirementa) ar©
ti1lO uiKicKTStaMing of people aiti the problems of
making th© peraosmel job oon objective#

' a© measure of the success of thO . . =
executive 1In his personnel duties is how he gets
along with people. <« e moat of us tend to work
with people intuitively* 1ome persons aro very
good at devoloping u *feeling* for human
relations situations, and thoo©® who have this
ability ar® interesting to watch. 1 know a man
who has It to a high d*reo# and 1 observed Ms
methods. He dispone©© with any analytical
a> roach to human problem®© ana, In general# hie
relationships with people ar© highly successful*
However# because of the enthusiasm and robustness
of Ms approach to people* his limited nun ar of
errors ascumGa a considerable importance iIn spite
0 his groat number of suecoasoo. 1 know of
several errors which have boon vary costly to
Ms organisation and to th© regard in which he
is held by others*

> 0 need to offer* - = some basic stabilizing
concept® In regard to people in order to avoid
th© hazards encountered when human relations ar®©
dealt with on an iIntuitive basis exclusively= 10
got these basic stabilising concept©* wo have to
go 1irootly to two sciences which ar® c noerned
with people - psychology and sociology* ™
rom this it can be seen th t Mr. l-axcy feels that
an intuitive undorSta dlj eof people 10 not enough* It
must be supplemented by a study of both psychology and
sociology in order to provide a mono selectifio back-

ground for handling people. a1 s will _Xxdiscussed

le -axey>op* ;ite» s ab™



further under the educational quel Ifteatleas su™ m M
by onploycrs*

The ease 1da® of & combination of personal ad.
educaticrufL gatificatlan® Ir brought out by 1 »*
Appley, TicO president of renfogsisry .ard® who «y*i

niGrsot;rel administration 1b the most
activity* Anyone engaged

In persons©! adr inistrstien who docs not

believe that# \rd doors not fearlessly say so

whenever onpertidiity resents Itsel should
reconsider the terete upon which he works*

mA fourth point In relation to the oirnif-

6?

ica cO of personnel adminlo ration In the r«d«s

corpomtion le that the responsibility of doing
tho porsorr.el Job requires trained* qualified

su -rrvleors ana Ouimgers* . * hat <I© I naan when

I say ’qualified*t 1 roan people who are
competent to do a mm~Knccct Joo* | moan that

w. ore tho right concept Is prevalent* supervisors
are selected ) aril;/ * thelr nanagoraant ability*

rat or tk.n for their technical knowledge or

background of experience i1n the particular operation

t 3/ re to supervise*

S'"at do 1 sacst by “training*i 1 scan that

supervisors who are responsible Tor tho
activities of other people rust have a"basic
phllcsejshy* a basic ca>vlotion, about their

responsibilities as rsanagore* and a basic attitude

toward thont™ They should ho people who have
trained to unders that vaimger.ent 1s an _
aCtIVI}'% quite different from ail tho_others iIn
which they have been engaged™*_ quit® different*
In fact* Trom all other acCtivities_in tho _
organisation#_ They should be convinced of iIts
i

boon

rtance* firat?” and In tho second place, they

must _have objectives toward which they arc
working In their manage: st activity*""11

1* wvopley* @* Q1 » g . >1
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.;rleTly* then* the desirable par onal traits
suggestad by those ant other employers contactad
through this survey include* In KxV.Ition to .01 inatino-
tlvo liking foot* people* a pleaaln personality*
cooperation* Inlti tlvo, s/i.patly, tact* sales?:_chip,
practicality, .v/tivxcu# leadership* 1 Uiorou™iInoose
Ilho way iIn which those aro rated, by the various

employ .ra 10 s"@o-/A Iin <= _lo 6.

Table 6

Personal Traits Desired by 1i1aployera

Trait imost* i0lacting Trait
toe labia nature - liising for people 25
Pleasing ;orsonality 21
Sympal etio te-poraont 19
Tactfulnoas 13
ability to cooperate 16
I&tienco 15
Palos- anahip 11
initiative 5
Loaderchip 5
practical outlook 2
Thoroughhess 2
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A comparison of thisO traits with those listed
by directors la aiion in Table 7*

Table T

Ja."ieaxy of Personal Traita jeeired by “gpltyurs
and -arsonnol Directors

Trait ,-1v p. directors
Sociable nature 25 25
Flossing personality 21 0
1ygpat:Otie toi"._puramont 19 3
Tactfulness 13 2D
Ability to cooperate 16 17
lationco 15 0
5arcs. anshlp 11 0
Initiative 5 5
leaderalsip 3 0
-metical outlook 2 0
Thoroughness 2 0
diotlonul stability 0 21
Judgment and coiooon 0. die 0 19
Integrity and sincerity 0 16
Tolerance 0 14
rood. .inalytioal powers 0 7
1ospoct for individual

d mfFforenoce 0 5
Ability to aoleet and

train Individuals 0 5

1BB"C&FUITAX aSMIRSh T IS Onfc*326BD BX h PtOrsHS

.ofor®© as iIny © ployore what educational quali-
f."cations they fait a personnel director repaired# they
wore queried ae to the educational background of their

present directors* this brought out so? ewlmt the ssrse



7C

lafwnatlon as t/aa fount! Wfcon personnel nion were asked
about V sir background Ir tMs roc oot; that 1f#
r. -y present liruetorc arc -/ o0 . ar® *- larly#
they do not have asocial ©ducaticrsal work in the field
of craor:nol an.l huslriccc cf-sinistrution* *hie iIr
largely t’o result of the. policy of *pro“-otic™-frora-
withinZ which has brought man up through various
departneat® ir c porno cl positions# ami also pertly
because as yet there are not large nurhere of colls 0
trained sen available for such executive per . he
survey in looted however that with esp.loyars, aa with
personnel director## t ore la a growing realisation of
the nood for such o' ,cation# and or. od- optional ack-
groun* 1n mi: "nose ad “nialratien an** _.reornol aeunage*
menfc 1s >ocomlu; Inor asingly iirportwste

siaon ood of the !Znroapol 10-Honeywell Regulator
Qc* rs "ortoi that althou *h the head of the personnel
depart, ant there does not lav g oelel college training
in this field, certain of his key ®on do have.

Disclosing the policy of levere dopper and arana
Incorporated in t is regard* hr* _-ith roporfcod*

-_anegere ave bad & high school equcations - A

féw, a college educatign* .ost o then ...ne*

t rough, our p .lioy of proiactir.g fro® within#

worked their way up to the position they now

hold* hirin™ this tise they are of necessity

required to know all ©l the state and national
laws applying to hiring procodurea and pr actices#



antl-dlucr!alaaklem* workmen*z soapeasal lan# and
other nlrag&es of labor legislation iIn existence*”

<olar aircraft* hr* Lewie stated* requires that the

head of Ita d@ irtaont have courses- In law* psychology*
and social science*

-oae firms* such as Vestlnghouae* have not yet
stipulated that their parso.tnel a&k r-.at have special
wor in that field* but t~ 10 expect 3m to be college
graduates *

In the larger firms* key uen oust .ave training In.
lino with the _rticul-ir cootion T the _>rsotmd
dep.u-t oa In w bob the/ work* or example, .11 "..don
k ads do} cribed below by Mr* Marshall for i1oath”™toBw
have special training In their so amts fTieldss

”lho tastinghauss aosapany has 106*000
e oyeeo an its roll* 0 "<ae oxea.it ".re l.eed-
1 wrters at itioburgh* i1onnaylvania* _the
It ustrial delations depart ent at headquartors
I'i for the purpose of developing policy ami
administering such policies to the orpnl nation
e 1d 1s national In s aractor*

**ihor© aro about to-" ty-fivo COparate plants*
lach has its personnel aana ;&r reporting“to his
local executive but looking to 1@adquartors for
policg’: __Lure_10 also a roup ol harufadorin
a d I nir divisions throughout the country* those
being in c"argo of an Industrial delations sanagar
In _orsonnol oattors* with someone in oudh
division Iootjng after person; ©1 ,utters on a
purt-tims basis* fhe ales department Ima an
industrial violations asnggarj ikewise oho

d.;inocorlr. = -gart;, oMt
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Amplifying his comments on the value of psychology
and sociology to th© personnel Iroctor, .r. r.axey sayeli

"From psychology wo con draw certain practical
generalisations a>out parsons iIn work situations™
those arcs

(D People differ .no from the Other* . *
They differ In at least t 0s©O spcolfle ways: 1In
their physical am mental heritage passed cm from
their forebears; In their home experience, both
&e children and aa adults; in their schools
and school experience (ﬁlace, kind, and extent
of formal school); In their work experience (part-
time Job®© during childhood, and full-tibe work as
adults); and in t sir recreation experience -
off-the-Job activities* Tt a given time any
Individual Is the sub of all hi1©O experiences up
to that time, plus hio physical and cental
heritage* as all experiences In each of the five
categories have differed from those of all other
persona, it is obvious that any Individual Is
different from all other person®e

(2) reople are Complex and hot ~tsily Under-
stood* . . iIn solving personnel problems* e e
it is not always possible or wise to probe
sensitive areas of iInformation iIf such probing is
comel©one* . *

(3 Mult* Learn readily and Constantly*
xapid eri&nge is basic In Industry today, as It 1is
in all other phases of adult life. All wor ore,
like -all executives, are co otantly faced with
adjustments* . . People who work for a living
gc: orally should be classified as adults regardless
of their ago* An adult doe© rot like to be treated
as a meeker of an Upaeosad grouE* he does not
like to be talked down to* He likes to he
recognised bK name and dealt with as a a eelfio
person with his own problem* mid possibilities*
| o likes to feel that he is making Brogress of
some sort* 0 wants security of job and income.
Adults are like children In com© ways, and they
are OensitivO to the example of those whom they
respect* Mults appreciate a sincere iInterest in
their off-tho-Job activities and families,
espeola ly i1f they have children.

" ow we come to consider the contributions
from sociology - the understanding of group



73

situations* . e

MFh© folio./In;; are boko useful ideas recordad
about work relationships In groups from various
studless

"i1hore Is a definite, iInformal relationship
b twoon members of work groups* _Siployoes, who are
working closely with each other* sat up relation-
ships assess thoksolves quite aside from those
proscribed on the organisation ch rt* 1h«y _/Zill
recognize leadership of one mmisb&t of their group
on on® subject, and that of another* perhaps* on
another subject* They will establish their own
sta dards of work, and also their own standards
of cooperation with su.orv cion* * e

_ "This emphasizes that to b -an effective
10rider, a supervisor must roly upon understanding

the Individuals and the group* and act iIn the light
of this understandin e

"Mo are well on the way to the development of

a bettor personnel Job 1If wo .grasp ©Overy o portunity

to Improve all our .aswr.—-el techniqueof and

particularly to rea e steady ro res® in (1) undor—

standing people, and (2) in improving the quality

c our -ereonnel Judgment**T*

Replies of employers to the survey questlone brought
out much the eam© attitude as has boon expressed 1iIn
these anagraphs: that the personal qualifications of
the rtdivf. val, supple: entod by experience and special
training, es eeially In those subjects which 1t I®
believed will enable on® to handle people more efficiently
and tactfully* are t.ho important consideration® in

©©ploying a ©orso ©1 anagor*

1* axcy, on. clt*. pp. 27 2 * 30*
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ron the various statements of executives as well
as from the experience which ersonnol director in. ioate
they had before entering their c.*rrent positions™* it
will he noted that ®eaa& companies follow a policy of
"promoting from within. * therefore# many of the
personnel directors started In lower positions iIn the
firm# perhaps not oven in tho s=ersonnol field, Ihe
American Management association lists this policy as a
qualifying factor in the consideration of applicants
for ereonnol positions. It reportss

"An attempt to answer the recurrent question#
>Should the personnel of icer be recruited from
within the company or from an outside source?l would
require knowledge of tho various factors iIn a
given situation. ora&lly# t ore are advantages
and limitations inherent in eilther course which
must be weighed In reaching a decision*

"For example* intimacy with the organissaticnal
and operational aspects of tho company - particularly
iIT these are highly specialised - may eliminate the
need for much preliminary study and research on
tho part of the appointee. If, iIn addition# the
employes has on the respect and regard of his
assoclates over tho years# the task of gaining
theilr cooperation ati securin duo recognition of
the >ersorsral function rcay do facilitated.

"On the other hand# i1t is pointed out that a
local man rcsmoted to he position of .,-orsomel
offlcor may sometimes find himself at a definite
disadvantage in that management is inclined to
Hell :in# rather thus to ask him*. e

1. American. lanuge ent Association# eo- o0 establish
-orsL__..1_o0,,A.,0t. Oop. cit., "._. 15e *
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GHAKFII VI2
REIUIRd 2H1S DSSXRSD iiX EDUCATORS

The iIncreasing emphasis that is ut by both
employers and personnel directors upon educational
requirements iIs placing greater responsibilities upon
colle os anil univoraitios* especially hose which have
accredited schools of business* Jducatcrs must plan
coursos of study which will equip prospective personnel
executives to take t.olr place In Uo rofossion*

Mush of the credit for starting personnel admin-
istration on i1ts way to rofessional standards must go
to Dartmouth and :ryn Mawr Colleges and their Initial
coursos 1n personnel problems and employment management
in 1912 and 1915*

rom these email beginnings# personnel adminlstxallon
has become one of tho principal coursos in the fifty
accredited schools of business iIn collogos and univer-
sities throng out the Ililted bates*

In order to find out what educators iIn such schools
thought of the field of personnel administration and
what qualifications they felt personnel directors should

h&vo, questionnaires were sent to various educators»
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particularly deana of schools of business which of:Ored
special courses in personnel raamgomante Few personal
co-1aoits wore offered by the educators in their replies*
the usual procedure being to make reference to texts on
business administration or college catalogs* »sa result*
material for this chapter has been campilod primarily
from such sources.
any of the personal traits which were suggestod by
O©ducatora as beneficial to & personnel director wero the
same as those roeo unondod by employers and tho directors
themselves. Il1l1am 1osengarieas, Vico-.-, rInoipal of the
1111 m e Jic" 1 oon high >0l in Jersey lity* includes
in essential characteristics a keen mind, excellent
powers of analysis, tact, knowledge of human nature, and
a fid / developed-oonac *f Justice.l Ho atm e=Xoetn
those traits with further qualifications for the specific
positions of employment 1i1reotor and uroonnel ulrector.
For the former he recommends thati
"He ust have good working “~nowlodg® of tho
processes ef the business, and the Jobs for which
he 1s to select sac . . . avail himself of new
aothoé&s of testing the fitness and adaptability
of applicants, In promoting and discharging he

will a&k® use of records of tho employe®©*s ability
and service. « = now how ad. w, ore to roach out

1* MUl odorwtor., b oof tour q
Ow for"-, Ittloaoy house* 19S4, p* l6y <"
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for labor* e e mutt be familiar with economic
conditions and with the state of the labor

market
For the personnel director he advises|

". e e jhvfc he be big arid broad In hie
sympathies, have a knowledge of hwasm nature 1in
general* sufficient analytic -Jid doductivo ability
to got at the thoughts, emotions, ambitions* and
desires of the " 1%/ldeals tilth _on ho deule* . *
if he can acquire a knowledge of the men with whom
a.d for whom ho works* ho will he able materially
to iIncrease their efficiency and their ha pinoaee
he must be tactful, of pleasing personality*
enthusiastic, c ergotic and a *good mixer*1l In
order to get to <now his man* ho must be able to
meet then on their o«n level* be a good listoner
and an Intuitive one* Justness and so. non sense
aro also ogoGodingly necessary qualities in dealing
with mav*-

Anothor group of educators writing on personnel
susnago ant, Inoludln., .  uadereon &,- M* J* handeville
of the university of 1111 ola* say of the personnel
d"rector*

""He should be familiar with the sales, _
production, and fi ancial profit points of view

bo that he cay work intelligently with those

departmentb for the greatoot rosperlty of the

business* In this way he ©an ..a o pcrco...nel
management an essential feature of good

manage oute’*

..ualificatlons for an employee counselor set forth
by the vocational Juidance iosoarc! include*
braining In personnel techniques
. 1ackfdround of oxpsrianco as a workor

absolute sincerity of purpose

1* if*, p* 169~
2 x .yde, p« 108 =
3* -—-eraon and ot. ors, o *oil *, >* 79*
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Stl&ul&tfJig personality
-©alro to understand causes and pcsaiblo effects
Inductriouaneoa
adaptability
High personal standards
orotanixideduaco =
ior a oorcc.inol director"s qu&lifications they lists
tbjoetivity
Jaoticiml stability
all developed sorco of Justice
organizational capacity

lower of analysis and evaluation applied to
Jobs and poopl®

ability to develop cooperative rclattonsl 1p
ocial intoillg®ce +n
4 d@ta.iled list of clar&et«rilstica of tie successful
perao,? nol onager is given in lorso uol ~at&,”adgit by
President .iioritua b. .. Ccott of ortl._westem University
and a croup of f«llow educatorss
n,h@ orsonnel 1onager must bo a u&n of
vorsatllo attainments . . * mist hovO a been
bo ao of social Justice * . * auct bo fu ly
appreciative of fne rights an In cresto of the
non and women at work# ae well as of the
economic necessities of _iana*.eeut* Ule

philosophy of social Justice should include two
modern fundsvestal conceptions:1

1. Vocational Juli anc© lesourck# on» cit» pp*
So# 174#
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1. Industry Is a partiisrship between
management$ sen and owners*

2* Industry can profit _greatly by devOloping
and coordinating the capacities, the interests,
the opportunities of each worker and of each. mo: her
of _.am,g0 .onf»

*K# oust bo able tO couple this sense of
social justice with a warn personal interest in
people* This in turn roust bo controlled by a
wealth of common sense which will protect him
from sentimentality on one side and from coldness
on the other* 1ii1o /.mat be a sum qualified to
advise the rvysageaaent on matters of personnel
and capable of talking an to man without fear

»\Mor with any m cutlvo 1 "e£l N*
He must be a salesman capable of demonstratin the
advantages of sound personnel practices and able
to orsuado others* owert though opposed at first,
to want to adhere to them* He must be a man of
obvious unselfishneos and of iIntegrity, iInviting
the confidence of Ms follow executives and the
workers throughout the Organi.nation* lio must
possess tact ami deplomacy in an unusual degree
and that sympathy of “oart and r,a nor that will
invite the friendship and trust of executives
arl workers all o*

**fhe personnel manager®"s task re ;ulrea that
he be a penetrating student of the cosiditiono
throughout his company and of economic and
business conditions generally th t will affect
i1ts operation*

"root of the personnel functions can readily
be mastered by a well-lralnwd individual who has
a basic in?crest In ooplo* -

o Jcro * t,Amwm Ffto Il c.auww .su

M: inletration at orstana Mate University, iIn replying

le cott and other* o,u cit»* * N4-36%*
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to tho survey questicamuiro» listed the following
personal qualifications as essential:
1* -Jility to plan arid organise?
2. ~jorough knowledge of the businoso
3. dnotional stability
4« djs ability — bains a staff officer
ha oust sell his ideas and plans to lino
management
Se ujactivity*
teplierm dollogc# Solumbia# Missouri# was ono of
the GCiiOola which early became intcrested in educating
st da. La for fork ir. tho field of peroonnel ad:.idtration.
Mias orofchy lolloob# Occupational Juidunce Jirootor
for the college# to who® the survey questionnaire was

referred# replied:

nNA director rsuat be a creative person with a
willingness to work hard without counting tho
hour® of labor and must have the ability to work
with all bind® o people In he acadooic "rid.
Ho must have a personality that will give bin
© wO©.- with all types of persons, ihia la tho
ono extreme: tho other extreme iIs tho ability to
work with _oftaile &rl carry the® ti-rough*
organXno materials# and .r& slate t) aa Into
Cc art

from this glance at opinions of al.oators In tho
field ol uusinosa administration# it is found that they
agree with employore ait personnel directors that the
ability to got along with people and a natural liking
for people# is ono of the outstanding traits needed in

this rofession. tleasing eraortality» rated high by
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©opleyera, 1is also stressed by U.cue eu.-.oatci I-e
persei:nol directors* th©® educators considered sincerity
and Integrity important* 1i1he educator® also mentioned
several characteristics not included by the two other
groups, such as a keen aim, excellent powers of analysis,
energy, adaptability* organisational capacity* and
broadniModoeaa= i1&ble O give® a sanation of the
various personal traits listed In these references and
outlined by dean Smith and M sb 1dlock as preferable

in a personnel director*
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Table 8
Personal qualifications aoeomondod. by depresont&tlve

Educators In Publications or through urvoy

Iralt Kumber

Experience or familiarity with company
operations

ociablo nature - liking for people

Familiarity with economic and labor
conditions

To ./or of analysis

nowledge of human nature

adaptability

Sympathetic tecipcraidsnt

Pleasing personality

Taot

Organisational capacities

Sena® of Justice

hrsorgy

Oonrson sonso®

Sincerity and integrity

Desire to understand cause and possible
effects

Induotrlousnoas

i roadralndedness

Emotional stability

Cooperative spirit

Creative abilities (initiative)

Keenness of mind

Enthusiasm

Ability to be a good Ilstener

1eaourcofulnoss

Courage

High personal standards

unselfishness

Diplomacy

PRRPRPRPERLOEPNNNNNN DNNDNONWWWWADMRD MOY
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3SUCAL1X C 0* 40AL1 XCATICF: 3 SOOGNSTSD «F  O>UCATCrIS

The best way In which to deteratn® wluxt courses
eduoatora fool are soot beneficial to parson®© studying
to bo personnel dlreetcrs i1s to learn what they consider
prerequisites to courses in this field* rad what
subjects ar© offeared to students iIn the field*

-he ©Ovolution of schools of business* under which
the most adequate courses for personnel awssageiaat are
offered* is illustrated by on® typical college* tie
--nlvarsity of Jouth >a-ota* .)ean Robert F. Patterson
of the oheol of business explains that South :aeta*
11 e other schools* originally included such courses in
the do artsent of economies* Many of the schools
consulted for this survey continue this practice today*
Later a collop® of co acres was established and all
business haras©,ent eoursos were ira eferred to iIt*
ether schools studied ar© new In this transitional
stage* Finally, at South Dafota# a school of business
administration was established In 1927, and 1t 1is
through 1ts curriculum that courses in personnel
esnegeasot and adr?inistrrtion are now holm-' offered*
Of this depsrtawst* _jean fatterson states! Since 1929
the Gebeel ©f business ,Llainlstration has beeeae on®

of the largest professions! divisions Or the universityv”

115660
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Explaining the purpose of such schools of
business ad Iniatratlon, Dmn ratt-arson says™*

*$fe business world has com®© to realize tho
value of qualities of research* sound analysis#
and affective leadership i1n the success of the
business man* _.ho chief limitation of purely
technical and vocational iInstruction has been that
such training could b® more rapidly and acre
easily furnished In tho business Itself* there-
fore collegiate schools of business today seek to

supply a larger and more thorough understanding
of the entire economic and business environmente
It i1s recognized that business and managerial
decisions must fit Into a political and social
environment as well as iInto a business environmente
The School of wuainoes at the nlversity of outh
Dakota bases i1ts rogram of studies on the thesis
that a >8c businessman 1s a .an of wall-roundad
devolo: ....ai* I; refore a substantial part of tho
program of studios is desl nod to provide a well-
proportioned, general education for tho student
as an Individual* This part of the work seeks
to develop tho student®s ability to

1* Uequatoly oe&k and write the kgtlish =
lanaags

2* ha a sound judgments after examination
of evidence

3* >ovelo creative Initiative

4* acquire a so sa of social and public
responsibility

5 i1ttaln a sense o perspective and
balance derived from a knowledge of people in
history and literature*

Comparing this "-respectus with the qualifications
listed in fable 8, 1t will be noted that the School of
Business Administration, under the definition of .Can
Patterson, 1is attempting to help tho student cultivate
such necessary attributes as powers of analysis,

knowledge of human nature, sons© of justice, desire
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to understand cause m-l possible offoots# adaptability»
Objoctlvtty# organ!mtionasl capacities# initiative# and
croativo abilities#

iIs to tho actual academic instruction roooamendsd#
Kiss o0 lock ew.;-C&to:

*Qualifications of a director of iorsonel e = «
ore that ho must have .graduate training in the
fields of ads.Inifitration* torsos .nel # guidance
Including oocu atl!oral guidance# astra-class
activities# ami ro: =odlal services ouch as speech#
health# religion# etc. TO must bo well versed
in the latest practices# policies# and procedures
of personnel work. * * :thie .orson mist know the
latest technique® in counseling# clinical
psychology # ability to write# and to speak before
audlencoa# ho must now tho techniques of public
relation©. ..hie cay sound like a super-human
but 1n the field these,are the arose in which on®
must be alraost expert#*

.Dean Smith includes many of these same requirement®
In his lists

1* Joed go oral background# ©Ospecially 1ins

a* Dngllsh
h. Social science®©» including economies
c. Psychology

(1} General

(2) Abnorisal

13) Social

(4) Industrial

2. freparation in:
a#t tabor economics
b. Industrial relations
c* labor law

3. Special preparation in
a. Peroral business courses
b. forsa™"si a&Elnlstratioa

4. Vpprantleeahip in good personnel c.e art onto.
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A college education with a broad general knowledge
cm which later to found hie more specialized studios for
the work of employment mamgemont# 10 recommended by
Dr. loser.-arton to one desiring to oroj >ro for e“trance
into the field of personnel work*- 1he number of
eehools which make junior standing a prerequisite for m <
entr&r.so to specialised personnel courses bears out
the fact that most educators agree with this theory*
dr. 1ooong&rton also suggests courses iIn cor.narco and
business administration,

we tl see, D* < ~«ythe adds courses in political
and social history, political science* labor legislation*®
labor statistics# language# advanced and abnormal
psychology, literature and composition, psychological
and aptitude testin"# methods of occupational research#
and job class!ideation.”

Discussing erso net adainlotration as a prospective
field for women, Dr. 1laaboth Adaeas at Smith College
says*

*Farsonn@l service is a significant

manifestation o the new spirit ir* industry

and the growing understanding of the psychology
of human group redat,icnshlps It lo a
profession which requires more of its prac-
titioners than a ’natural liking for people* andl

1. 1losongarten, oo* clt.. p* 97*
2. ythe, .onjt™t., p. 91.
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PB7oliolc.gr, important aad awcm nocesOary as

those arc* dut they nuat bo aup lamentad by

a rigorous aseci&l training awl practical

experience*"**

To obtain such training ah* reco.. ends ouch courses
as orsonnel mnaga ant* iIndustrial aanageaent* applied
poyci.alo.3y * economics, and soololo y#

In ssiHvVatf *tu**tcra foot that a collage tfogrw
Is quit® necessary for a director of poraoruiol* owl
that graduate work: Is swan soro preferable* Especially
recommended are courses In the various branoboe of
psychology, economics and fl 1 crelesse™- and perac,
and Industrial administration*

Twenty-four college® m i universities, repro-
e*ntatlve of different sisod Institutions and various
geo raphlcal areas, war* so acted for a catalog study
to determine what course® wore being offered to moot
the educational needs of students dealring to enter the
perconnel field* These i1ncluded entiooh College,
xo0’lovF parings, Chloj Columbia Univoreity School of
Business; New fork university; Montana state university$
Stanford Iraduato School of business! _-niversity of

California; University of risona; ft. claf College;

University of /lsconsin; University of ashington;

1* Mass, Elisabeth i1«aper« Tonon .r U\ |
jar ore* ew fork, he rue _llian Company, If 1» p. 16*
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University oOF nruatom ™nlvcrsity of innsootaj leather
College} Duke niversityf *r Drs*fty of 1iehisais}
University of Kansas! BsPatw University} “forthweste*m
University} University of Illinois} falo jnlvsrsltyi
: Iddlobury College? nlvoralty of outh altotal .asoar
College? and Unlvorolty of <icsouri.

1t Its prospectus for the business administration
sootion .miloch Coll©go states*

*]1 arsons professlonally prepared, to sclact*
train* and organ.*so enployoes are inera&alnr,ly
dsnanded In educational* social welfare# and
aVermontal # an well a® business an! iIndustrial
enterprises. Ibis rofesGicr.al preparation say
be a.<broached from Cever®.! ©Ointo of view,
daperding i1n part on the typo of enterprise and
particular areas of setpicyes selec ion* training*
or organisation in w2dtfc th» student Is
in*crested™

"Through cooperative Jobs in a wide rang®
of iInstitutions* students can gain the basic
practical experience for dealing successfullg
wi 3 people. Their co-op Jo , experience slpht
Include factory production, ©lor inn iIn personnel
departstents or in union organisations, time and
motion study* porno nel research# psychological
testing# ournmer camp counsel In * teae:ting* social
service work, or interviewing*

Course work It; business administration#
education# rcvemsont, psychology”* or
socli IOy . " *
Seventeen other schools i1ndicated specifically that

their porsonr®©l courses include actual work either during;l

1. tatted* .-Cl&® wm 0. u’lotin# Catalogue
issue, 95th rear* 1947*40, Toy 1# 1917, fellow Springs*
chio, p. 138#



the ro .ular school turm or &s an oxtra”uri Ictilar
project in the puraanna& field# as a suppliant to
tho class work*

Columbia university mkas this general summary
vitato. -ont of tho work covered by 1t® courses In
personnel administration:

mProblems of leadership# Ocré&lo# Interact iIn
work# and group -.cl on arc discussed from a
poychologleal point oi view* *

.o introductory course iIn ,araonnel managccsolat at
,Montana .tato ..diversity deal with:

. - the genesis of personnel ~rcblsno# covers
organisation and functions of a personnel
department in<cl .din .Job evaluation# selection#
training of employees* employee incentives# and
social contactse

tanferd Graduate chool of Business describes
its Personnel administration course as follows:

*fTom tho oxperienc a of various business
concerns the student iornulatas In s series of
weekly reports the objectives and resulting
necessary rocedures for a well-rounued
perse wiol department of a particular companye'J

a prerequisite to the Personnel Administration

course at the university cf California iIs a course In

1* Columbia University ulletln of Information.*
4?th orloe# to* 7, ebruary 8# 1947* :-orningside
Heights* 1. Y*» p* 71*

g- P.entsaa State University ulletln# cries 414*
"_eisaoula#  _ontana# July 1947 » p* 69* )

3* 56th _wsiual déglstar# 1946-47* bta. 1"ord
wulvorsity, -/tanford# -alif*# r. 230%*
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Industrial Relations which provides a background of tho
problems faced fey management In the field of Industrial
relations and labor legislation* ho student in also
advised to ta.ro & course In economics* In the rersonnel
adainistration course the class snakes

= _ . an analysis of industrial relations and
personnel administration with special attention
tc such ﬁroblems as labor turnover* discipline
and discharge* selection end placouont of
personnel* health and safety* Joint relations*

.d. tho university of Minnesota* which iIs recognised
as having outstanding, sources in personnel adminis-
tration, tho sequence of such courses Is*

"Intended to joot tho needs of prospective workers
ir. public and private orsonne! departments as
well as other® who nay be iInterested In manage.- ent
as 1t affects the selection of ouployeos, wage

and salary dotaruination* tralnln « rating*
©...ploymont stabilisation, coll ctlvo bargaining,
ad. control of working conditions to secure
efficient labor porformunco* <2

Luther College alras to train its pros ective
personnel eon to effectively fTill such positions by
giving thee the background necessary for a bettor urv.or-

eta ding o individual®, of current polllicel situations*

1* university of California* u,.or .oselon 1946*
Berkeley* Calif,, *01* _ax* *arch 1, 1946* p« 32.

2, Bulletin of the university of _.In-iosota, chool
of wusiness -.dathistrutlon, 194 —46, >ol. XVII* 1.0~ 3,
-u-"ust 3, 1944, pm 26*
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and of social problems# and by laying a foundation for
graduate study in tho field.1
northwester® university treats personnel admin-
istration through a course i1n Industrial _elutions
which concerns:
”_. . . tho orsorvool function# orgardr-atl = ,.d
methods used in |ndustry# approached from the
standpoint of management"s attempt to apply
scientific manage ont to personnel isolations#
2.-eorioo of labor relations# an = personnel
policies; methods of selection# training#
Bromotlon# and discharge of employoss} collectivo
argaining and employee-employer representaticm
plans; wage dotermination# componsatlicm methods#
and Incentive plans; labor turnover; safety#
health# rooroation; general manages ant of a
typical personnel department and morsonnel
management problorao in industry#'2
Ihoso descriptions of personnel management and
personnel administration cou. aes# typical of the
courses offered in each of the twenty-four schools
studied# have- boon included her©® to show Just how
academic work Is being planned to meet tho functions
of a Oreor.nol director as oat forth in Chapter ;a =
That 1s, they give detailed training In employment
problems# Job evaluation, collective bargaining# safetye

health# rooroation, social service# and the many other

1. Luther College /Ulletin# Catalog# 1947-41#
ecorcu » lowa# June 1947# pp* 107-1* Qe

2* Northwestern diversity uiletin# _vaaston#
Illinois, oril 23# 1945, pc. 44-49%
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employ®® problems which the .>rm .&@&1 director will be
forced to leal With th Ir-uuetry«

In addition to these tr-cre are other courses iIn each
curriculum desired to plve furt®.er business training
to the parse eel executive as well as to provide back-
ground* deneral psychology and v -rlous acv&.nccd c arses
In psychology are quite gen©rally roco; ©ended* and In
most sc: >#s ‘axe F e 4o=-=Ir"to or parse: *b c ursee.
;oono les, statistics, aocountlr * uatress administration™*
labor problems* business law, ®11Is; * social oele co,
and political science are courses frequently listed
either as prerequisites or a- recommended c o«
bore detailed listing from col"sp® catalogs c; the
courses our oited.f r anyone at Ir.g porscr ol admin-

istration 10 given In fable 9*



lablo 9

School lecoKinerded or i1oqulrod. Jouraoe

for tersonnel Directors

Course

i orso -nol manage ant
Sociology

tenoral psychology
Economics

Statistics
Accounting
Business law

I1Sngl lah

athoi .atics

Business administr tl n
Industrial aanagser.ent
Labor legislation
~normal psychology
labor problems

political science
Tine and motion studios
Industrial relations
-.plt d psycholoy
office cam-gor ent

labor relations

i ersor ality

ocial psychology
loroonnol opart ont organisation
d .catioral measurerenta
OoYeronant

Industrial history
Labor and social lst ovo ont
boclal i1nsurance

«sych logy os personnel work
esonoalc geography

iubl ic adminlIstrat ion
Karetlng

.oonoalo history

Office ranage rent
business conditions

Number

23
22
21
20
20
17
16
15

NN RN N NN RN DO O O ~J0 ©
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“able 9 C;on*t)

Jovorr, ont rovulation of business
re-bioR0O of personnel
Jocnonle analysis
Corporal lor. finance
Ccoupetlorel artslysis
Introduction to uslness
rinclu-loa of org. nlz&tlontutsi management
American industrise "
fecial theory
*syeholosy o: individualdifferences
ca<0s mansgsé&snt
Business cycles
ducatlon
Standards of design and operation
Youth
empower ad. post-war guidance
otto,:a of selection, training* and Job
analysis
trodaction standards
Co persation
Collectivo bargaining
Vocational psychology
Casualty insurance
elontifle managerOnt in industry
mstall store managsnent
,C tejspoiary society
social organization
Culture and the Individual.
Oomunlty rrobl oms
International relations
ClinJLcal psychology
Social csss work
totalling
Vocational guidance
Collective behavior
Insurance
mwrey and banking
reduction mnagerant

fogplatlen* resources andstandards of living

Industrial technology

94
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Table 9 (dim*t)

Course

Buslnoss 00 ...unication

In ustrial training and oupenrloioa
Coapsns&tlon method® and Incentive plan®
m-nufaeturlng 1iroblasa

Technic of executive control

Ailaerleon business development

eualaas research

Industrial personnel prcfeleM

m_ Otail personnel robleas

fubllc relation® In usinoso

"U\moQT
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stutsh. viii

SORAICr ASO CCKCT.UCICK3

orr-orael administration first came into roralnsnce
as a profession at the beginning of orld ar 1 when
the need arose for speeding up production with a cur-
tailed labor supply* At first the functions of the
parse sol director wore largely those of an employment
agent. J.ese functions have been increased and extended
until the larger corporations now include In their

personnel depart,aents s .d. hinge as providing For
nodical care* insurance* recreation* Job Ovaluation*
and al! other services which contribute directly or
indirectly to the morale cf the e gloyoos, In addition
t m" mo Toy oat C ;-

For the purposes T this study, representative
employers* perso- el directors, d educators were
co tacted to deter tine what they considered the necessary
personal attribute®© and educational gualifications of a
director o. persosmol* _cleel” was ul. o lo of

college courses to determine what subjects were required

of persona studying for this profession#
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»a has boon previously ©fated* the first requisite
is th t the chief executive of the company favor the
cp ration of a spool .1 personnel dapurt. ant* -no© such
ft department Is installed* the great responsibility for
its s .oceae or failure lies with the personnel manager
or heed of the personnel depa-rtaont* he porscml
character!sties* training* suci ability of such a person
are* therefore* highly important in tho operation of a
depart ent of personnel* and should be -lvon careful
considsrstion* both for the good of tho oi pioyer and of
the o .ployeo* ilnee t © main acral®© building factors*
as selected by a survey of employees* are those which
00s0 ur or the direct supervision of th.; ©raonnel
do artment* tho success .of | arfMBHfl la
operations 13 of pri:nry importance to industry*
" roa tie replies Iin this survey* and source rater let
which were avalla>1l®, It was found that personnel
directors fool th t tho following qualifications are
nest ceded oy anyone entering the sreonnel fluid:

1* Sspisrionce - beporiouee In a minor capacity
in orsonnel work* or In related work -.rich ZAll train
one to wort with ot) ®ra and experience which will
familiarise o.-c with t o various operations and needs
of th . depart ..aits, of the firs, 1n which he is going to
©ork e
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2* meroonal - -natural 117*nhg for* people#
8 .pplOrented >y .motion. 1 stability# tact., joed
Judgment anfi ©ommos sens®, ini.ogrity, sincerity, and
1rl &-; oae
3* catienal - T"liougb net rceooaary# a collo o
d«gr©e is increasingly becoming raor© valuable* v
broad g© oral slucatloi., with the wo**’: principally in
b .ch T\ Ida -43 pay©: ology# ©canoed©©# audiology* por-
soi"ael .... ac. ont, labor problem®, Jy statistics*
In auamurizlog the qualifications which executives
feel are tu ceaaary for a director of porso r;ol, .It h&a
boon shown that in actual roetic© they place personal
c .Js-dor’ ,ict _._ orki..-© for-wul A cation*
The personal traits which dl ey stress ar®©
sociability* lilting for people* and pleasing personality*
In the words of tl ® icaericar. .anage”ent uasoefatlon
"In thO fi; ;.1 a-alyrsis* the choie© of the
pera®© ol of ficar - whether fro® within or
outside the com any - should be dOotOjoined by
one mjor considerations the ability of tlO
candidate to Orgamli © m&l administer thO activities
n; >8.- -1 p-;rw:u ft< pro.; la jc .
t Is a grave error tso ©ad w: jrionae has roved*5
to assume that any employe© who has dlat Inipulshed
1 hmsclf _in th© orforraanc® of lii duties will
automatically develop into a first-rat®© personnel
ad Iniatrator* either la a oymp&t otic un? er-
»ta "/ 0 one"# fcilews a ;>axmrtOe 0. success*

iUl era®*, the reapactlve gra< . |
officer must bo mado fully eo; selous of any
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deflator),nio® In :la prep&ratic** for the work
and must bo able* ready and willing to spend
long hours In roundir timeelf in“the

principles and techniques governing hie new

.ctlvitles. In :oany cacao It will require a
80 . Inatlon of iIndependent study* formal
Instruction* ! o-:tonsivo reall to do so*

lhe personnel of ."leer oust function as a
technical specialist - one? who Is equipped to
perform skillfully the duties whleh the position
oxtails} as a student who ecus latently strives
for exact knowledge to enable him to recognise
a'.! c.-.rircct flaws arid weaknesses In the program
as 1t evolves? as a leader who h s tl.e /isioa
a-r the personal Integrity to build an snduring
erg nication around sound mlneiploc, honest
ce="Vietlons* - wkolc-co 5hr,;.r. re*ations! i1ps.
teither the also of the company nor the proposed
extent of functionalisation of the -eraornei
program alters ntorially the essential nature
of i’ -1® rot >tre* onfcs™**

ten rcos ; "fered by various collogas ad, universities
inlie 83t t stress Is being "laced on the various
or c’.cs of psycholagy, social science, and economics*
bGaading perso cl department# iIn schools has sad to
sore s"oolalissd courses In tho ivtricacieo of the many
do rt:..anto with which a oroonnol iroctor would have
contact* fThc »b iIn labor ’cgislation are alco causing
f . “ 1relacfcl > c: e<c roes in this lino*

"iron -.h- curricula of various sc: ocln 1t cah. ©
seen that educational iInstitutions and educators are
rooogniaing the growing possibilities of oraonnel work

as a profession an.; the fact that oreons entering thisl

1. American &anag®...Ont association, Report 4,
o *clt.f *1.3-1re-
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field will m«esd special! od trainir ; to easirjoneote
for lack of experl -ice of those who have entered
el. -a work offered 1 sue” ,hast© ibj Ots as psychology,
social science, 1iconooics* public spaa ing, and
dngllfh, but In the more specific subjects# such as
metteo la T solcotlin ; . twlalr._workers* prodaction
«ta darcls, d col’active bargaining* for do they
expect class work t be the studeﬁts* only training*
tractleal experience is gained by actual work in
business or Industry t rough the contacts Bade by thO
school i1n order that atu&onts 1iay see the theories they
are taught in th® elsaarooa actually put if.to practice*
11 Uiree groups agree that for these qualified
the fi1 -Id la highly interesting* and has excellent
o lLiltl in* . j: ice V ol/ :u.a
up the situation when he says*
*Ir. ssort, as a well-qualifl,d perse;-. ol worker
you should add up t a sum t t I oi diplomat*
fat :r confessor, Judge* re list, businessman#
executive, social worha. * philosopher, phi l&nthropist,
and psychologist, plus hiring the Adroit-ess and
so so of timing of a smooth stagd® manage™* ot

least, you just b« a passionate believer in
do r.ooraoy*"1

‘e mytf > c:;, -aley . 73*
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A* J2N31X A
CS~onology of A orlean Industry and
1orsonnel -ork eovolopraent

ar of 1112 added Impetus to in uetry.

1BT5 *= 1910 - United tatos began to emerge as a loading

1883
1886

1:9D

190-1

191£
1915

1917

1219

1920

anJfacturlng natlone

Frederick u fTaylor outllr d four funda ontal
at'as of snagac ent™*

o:ry = it "TIgl® -1tod tho J-.r-tt e- at™

Congress passed tho first Civil 30rvio® law*

Henry I* fawner gavO first definite expression to
the Tiportano® of tho aun.4=0 ent _notion*

0. edu ont do odours industrial research
laboratories wore four. ,od»

hoolor® .i1oocoovQlt .mg ©looted iresident - anti-
trust oo :.i. o, te dovol*. tod*

Vocation -uroau o; *>Cato» foardsd by Fran arsons*

lo,. .ors Association founded*
Dartmou%h College offered lesturea on personnel
r ® 43

-rid ar 2 required Industrial speedup*

ar 1industries Board inaugurated course In
employment = ago Ont*

Bryn fawr College added graduate courses 1n
industrial supervision and employment

a Jo-ont.
Committee on Glasslficatlon of .arsonsel In the
\r "j _mreatecl*

fational association of dploy: .eni “lagers (howr
industrial Eolations Association) Ostabile od
and began publication of 4era® ;,d agaslne*

.—areuu of _erao nol abal-istr&tlon established
in aw forke



1929
1930

1933

1933

1935
1.37

1911

1947

*
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.concssic degression and dovelo; aent of LA*

4; erican r ant association organl; od tfith
pgo =1 orson=Cl Jivision*

Sanloyaont Stabilisation cesmarch Institute
organised on tho cé&spus of the university
o " "innesota*

Us® ational tcoupatlonal Conference organised
In oj fork*

1933 * _ixoarlCusntt;.! stud xea of huraan relations
conducted rlvarily iIn Chisago at tt o
IHlawthorna orkc of the eateivi electric
adr.;many «

atlorul _oourlty *et 1asede

9ho , orlean _.caooiatlon for Applied ~uyebolopy
was organised wi h four occupational c asses
(ollnloal* consultlng, educational» and
Ir - atr3si1 sectiona“e

-.orld ,ar 1l brought nmi needs ,,or personnel
departments to obtain workers and dev lop
group norale*

.aft- irtloy “abor .ct massed-e
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Educators:

Y rc® >\ . o™ol"a# university * 1Innenots
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loar fork
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