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I NTRODUCTION 
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The Industrial evolution began very quietly over 200 

years ago and proceeded to change everything in its path as 

i t rolled along, growing in size , magnifying its effects on 

t he world with each advance . From its very beginnings the 

need for management and management technique was evident, 

although the early concerns were oriented towards lines of 

authority, specialization, division of la or, rules, regu­

lations and clear separation of staff and line functions . 

The industrial community preferred to view the world of 

academia as a place to learn definitions of terms, perhaps 

gather a general understanding of organizational structure, 

accumulate a working knowledge of corporate law and, if lucky, 

spend a goodly amount of time studying and theorizing what 

makes successful companies successful . 

Unfortunately there were few successful models available, 

even after 100 years of development . The railroads, the military 

and the Catholic Church were the most apparent examples of orga­

nizational structure which were to he emulated by the growing 

numbers of people in management. They egan to delegate, re-

duce their span of control, keep records, and specialize . That's 

the way it went for nearly the next 100 years . Gradually 

colleges and universities responded to a ready r1arket by pro­

viding the industrial world with a myriad of courses in ac­

counting, finance, marketing, economics, law and "managerrent" -
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which was really not wanageroent in the broad sense, but more 

administration, control or manipulation. 

It has only been within the last 25 years that industry 

has become acutely aware of the greater need to integrate an 

understanding of learning theory, motivation, ehavior, leader­

ship and other disciplines previously thought to belong out­

side the husiness world and in the field of psybhology. The 

reasons for the interest 1ere varied. La or unified, grew and 

became more critical of management. s technology increased 

in sophistication it took longer to train people, an«:'1 More 

variecl and specialized s ' ills ~.1ere needec, , givinq rise to 

recruitMent procedures. Te increasing co~nle. ity of Mar-

l'ets, varia "'ili ty of products, incn~asing num er of ranc 

n .ants, ~ercrers, acauisitions an rap'd chanoes i n tee no ogy 

placea new stresses on rnana0e~ent and e~phasized the need for 

flexibility and a hetter understanding of umanism. .11 these 

considerations were constantlv eing trust into the limelight 

as a result of nolitical , social and cultrual changes. 

In a discussion of orcranizational theory Charles Perrow 

states, "From t ie eginnina, the for ces of light and the 
forces of darY.ness ave polarized the field of 
organizational analysis, and the struggle has een 
protracted and inconclusive. The forces of dar:­
ness ave een represented hv the mechanical 
sc ool of organizational theory-those who treat 
the organization as a rachine . This school 
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characterizes orqanizations in terns o~ such 
things as: -

centralized authority 
clear lines of authority 
specialization and expertise 
marked division of labor 
rules and regulations 
clear separation of staff and line . 

The forces of light , which by Mid-twentieth 
century came to he characterized as the human 
relations school, emphasizes people rather 
than machine-like precision, and dra, sits 
inspiration from hiological systems rather 
than engineering systems . It has emphasizea 
such things as: 

delegation of authority 
eMployee autonomy 
trust and openness 
concerns with the 'whole person ' 
interpersonal dynarnics . " (1973 , p . 192) 

To respond to the arowinq need for educating future 

Managers the Masters Degree in Business Administration was 

developed. In- ouse workshops and outside consulting programs 

were develooed to meet the need for training eMployees ·who 

were interested in either becoming managers or continuing to 

move up the chain of command . J. Sterling Livingston states 

"Managers are not taught in formal education programs what 

they most need to know to build successful careers in manage­

ment." (1971, p. 79) He points out the shortcomings of the 

traditional programs and Fenry . intzberg adds "Our management 

schools have done an admirable job of train-
ing the organization's specialists - Management 
scientists, marketing researchers, accountants 
and organizational development specialists. 
But for the most part they have not trained 
managers . My description of managerial work 
suggests a number of important managerial 
skills - developinq peer relationships, carry-
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inq out negotiaions, motivating subordinate, 
resolving conflicts, esta0lishing informa­
tion networks and suhseauentlv disseminating 
information, makinq decisions in conditions· 
of extreme am iguitv, and allocatinq resources.~ 
(1975, p . 61) 

The evolutionary process is further described by Melvin 

Anshen as he states, "Fp to aJ.out the last two decades 
the main task of top management could .e 
described as the efficient acrninistration 
of ph sical resources . The focus was essen­
tially short-ranqe and unifunctional, and 
the dominant decision criteria ~ere economic . 
Te highest aemonstration of management skill 
was the successful manipulation o revenues 
anr costs ·n the production and distrihution 
of materials, rnachi es , and riducts . Pe­
ginning in the 1930's this concern ith manag­
ing phys ical things was enlarge~ by a grow-
ing interest in managing people. This was 
enlaraement, rather tan c anqe, ecause the 
ultimate goal of effective people ranaaement 
was still e fective thing management, 1ith 
top executives extendina their grasp over 
resources hy means of their a ility to organize 
and motivate people . " (1970, P. 111) 

One oft e fastest growing areas in industrv is t e use 

of in- ouse assessment pro?'rams . In an article title 

" !easuring -rxecutive ~~uscle ', er elev ice states, 'Pntil 
recently, many companies interested in 
the assessment method ,ired outside 
consultants to conduct periooic assess-
ment program . ~oaay most lar0e companies 
set pro9rar of t eir o •rn, at costs th.at 
run fro~ ¢SO, 00 into t e un0reds of 
ti ousands . " (1()78, p . ()6) 

~11 of these authors seer, to suogestin0 tat industry 

mav ne0.0 sor,e ne~-, proqral;'s Phi ch are rore re>sr,onsi ve to its 

nee s - nroararns w ic may not necessarilv re>place trcditional 

• t 1 •11 T~J•. t 1ng courses , 11 jcr- Pr, to ronnrl out rianaaernen sr1 _s. , 
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this kin~ of an endorse~ent, there rnav _ea ~ossi le ar·et 

for a progran hich is responsive to industrv ' s neers . 
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Is there a proaraIP available today whic_ is responsive 

to the _ ur,an rP.source needs of J11anaqernent? ':'ra<'litionallv, 

our educational institution h.ave relied on t 1.e Masters 

0egree in ~1s ' ness drninistration to fill the nee~s ~ention­

ed a~ove . ~hen ~e look at t e curriculum offered int e 

ft. Louis ~tronolitan area, 1e can see t, at there have een 

some atteIPots at including courses ;hich cater to the 

"human" side of management . 

* Note: Sections f course ~escriptions have een cite~. 

Fnderlining :.as een addecl J1y this author to eJT1phasize 

uman resource concepts. These concepts include skills 

whic are concerned with people relating with each other 

as well as skills that are c o n c erned with personality 

developMent . 

Southern Illinois Pni versi ty at Fc1,-1ardsville 

T e c1escription of t e 11 l\ r,rogram at :=:outhern Illinois 

University at T"n ··arc1sville states that it "offers t e art­
icipant a unique opportunity to obtain a 
professional graduate degree in ,usiness 
arrninistration.. . . tis designed as a 
cornnre .ensive program ~it, rovis ' ons for 
a , roaa selection of adva ced courses on 
usiness. The ernn:rasis on the compre ensive 

nirnension reflects t _ e vie, that t~e nodern 
usiness executive s~ould ~e nowle~gea 1~ 

in all fields of usjness ana should ea le 
to relate a varietv of disc i plines to is 
business responsi. ili ties, as t."7ell as to the 
complex econbMic and social prohlerns of the 
time . 



9 

The program of study has heen desiqned after 
a thorough anal sis of the current - technical 
requirements of usiness corporations and 
the haman relations and conceptual problems 
confronting the administrator who desires to 
continue is professional development through 
graduate study. ~he nroqram combines proven 
educational innovations with advanced business 
practices to offer an unusual approach to 
continuing graduate study in business adminis­
tration . " (1979, p . 3) 

The description of the nature of the proqram seems to 

suggest a rather Nell balanced program, ith a mixture of 

courses that familiarizes the participants with various 

operations within industry in general, as ,ell as ~ithin 

any usiness; along with the many disciplines required to 

be an effective administrator . ~hen we look at the courses 

listed in the Program of StuCTy we find that there are 13 

required courses and only to that have ite s relateo to 

human resources management . One is a course titled MGMT 504-

The Process of Management which includes the study of 

organizational desiqn an<l predicting rehavior (p18) in its 

description . The other is P1GM -5?4 ~anagement of Orqanizational 

Behavior which outlines a focus on "leaders ip roles, 

motivational envioronments, job design, decision styles, 

intrapersonal consciousness, supervisory behavior, communica-

tion processes, team develop~ent and intergroup transactions . 

p .21 In addition tote required courses students ~ust select 

five courses from a list of 13 electives none of which are 
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related to human resources. ~e can conclude then that onlv 

11% oft e student ' s ti~e rill c spent learning or im­

proving huMan resource s~ills. 

University of I'lissouri - ft. Louis 

T1e E1BA prograr at the University of Tl1issouri - St. 

Louis is "designe<l to prepare students for positions of 
administrative responsibility .... curriculum 
provi<les training in the fundamental areas of 
a dministration. The core program is desiqned 
to oenerate a workinq knowlec1ge of the con­
cepts anc interrelations ips of four hroaa 
categories indigenous to management training: 

1. Tee ternal, legal, economic 
anc political environment con­
fronting organizations and t e 
interrelated prograMs various or­
ganizations face in operating 
within their environments . 

2. The operational atmosphere pre­
sent in various types of organi­
zations and the complexities of 
human behavior in the context of 
organizational qoals, vis-a-vis 
personal goals. 

3. ~he broad functional facets of 
organizations, including the 
terminology, concepts, and in­
terrelationships amon~ the ac­
counting, narketing, production 
and economic aspects of organi­
zations . 

4 . The introduction to prospective 
managers of increasingly impor­
tant quantitative decision models 
and the growing role and influence 
of the computer sciences". (1978, P.183) 

Despite this very ambitious prograM t here are 14 required 

courses and only one course related to human resources, 

vhile the outline suggests 25% of the program will e spent 

in this area. The catalog states "Jine elective hours may 
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be taken outsi0e the School of Business if students have 

advance approval of their advisors for the specific courses 

desired." (1978-79, p . 183) 10 mention is made as to the 

nature of courses generally selected or suggested. 

Southeast 1issouri State University 

At Southeast Missouri State University the M. B. ~. program 

objectives are "l . To provide advanced specialized and 
technical preparation in usiness in order 
to strengthen the student in his/her search 
for usiness success or for further graduate 
study . 2 . to rovide additional training 
in husiness researc and the analysis of 
business problems . 3 . to better prepare 
the student to function more effectivelv as 
a citizen and to make worth,,rhile contrihuti~ns 
in the complex frame-work of modern society 
(1979, P . 1) 

To accomplish t1is task students have oth required and 

elective courses to complete. T ere are eleven required 

courses; none of which are related to huMan resource manage­

ment . Of the twenty-five electives there are t1ree courses 

which are directly concernec'l ,-1 i th management as a "people 

skill" . Those courses listed are 1G-557 •anagement of 

Human Resources, MG-650 Organization ,ehavior and r--•G-6 51 

Organization Theory. ~e can note ere that it is quite 

possiJ~le to complete the entire rogram wit out enrollincr 

in any of these courses. 

~as inqton Unviersitv 

The MBZ\ nrogram at Pashington Universit as the riost 

am itious ohjectives; if nuwber of courses/credits are con-

si<lererl.. m e catalog states, "I een·na ~ith the schools 
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asic ohjective to develop, disseminate, 
and promote education of high auality, 
the program endeavors to orovide an out­
standina academic opportunitv throug which 
students may acquire t e background, s~ills 
and insights neeQed to function effectively 
in an administrative environnent. In • 
adc i tion to gaininq a vmr rinq knm,,leclge of 
asic usiness areas, our qraauates are 

expected to develop abilities to wor: with 
people, to conduct meaningful analvses, to 
plan, and to conmunciate effectively. Students 
are encouraaea to aevelop t .eir ~anaqenent 
sJ · '.11 s in areas . est sutiec: to their o 1n 
interests. Te curriculum includes oth t e 
current theory anc practice of manasement, 
and eM . asizes t e development of analytical 
ancl ecision-rn.a·ing sills." (1979, p. ) 

Sixty semester hours of cm rsewor]r, includina 36 hours 

of requirer coursP.s an~ 2~ ours of electives, are neecec 

to earn an ~, ~A d egree. nf t e 16 reauirP-c courses only one 

fills t e tated ohjective to develop a ilities to work 

Jith people." It is isted under Human Resources nanage-

ment and titled Social Psychology of iork nrganizations. 

Of the additional 43 courses offered as electives only four 

are listed under Human r..esources I:anagenent. T ose courses 

are : Organizational Pe :.avior and ManageP1ent, Interpersonal 

Comnetence in Organizations, Collective Pargaining ana Labor 

Relations, and 1uman Pp,sonrces ~1anager,i::>nt: f'o1 icies ancl 

Practices. 

faint Louis University 

At f:t. Louis Universi t "T. e f 1Bl\. program is designed 
to provide men and women wit an effective 
educational foundation for the professional 
practice of administration, anc for continued 
a c vanceMent in executive resronsi ilities. t 
. as as its . vsic o jective t e training of 
potential executives for usiness, industry, 
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aualifie~ graduates for doctoral study 
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leadinq to careers in teachina ana researc " 
p . 1 Uncer ro9rams of Studv the catalog 
states, ''The Master of Business 11..drninistra­
tion program is designed for students who have 
the aptitude anc motivation to pursue the 
stuay of ~us iness at t e graduate level. The 
prograr:1 is structured with sufficient flexi-
. ility to serve qualified individuals ~ho 
possess the accalaureate deqree in usiness 
administration, as ell as those who old 
dearees in non-husiness fields . " (19 79, p . 3) 

Fourteen required courses are divided into tm areas de­

scribed as Core P..equirernents and ~vanced Level equirernents. 

There are nine courses in the Core Reauirements and only 

two are related to the human resources . They are titled 

anagement Concepts and Business Decision-Maying and Polic 

Formulation. "'he dvanced Level P..equirements are structured 

so that the student completes one course in each of six areas 

one of which is titled Nanagement Sciences - Behavioral . 

In the electives category students may utilize the four 

courses required to specialize in any one of s·x areas -

one of which is listed as Management Sciences - ehavioral . 

Webster Colleae 

't!ebster College offers a non-traditional mA as part 

of their Master of Arts, Individualized program . The catalog 

states "'J'he objective of this curriculum is to rovide the 
student with exposure tote various facets 
of decision rnakinq for business . The use of 
theoretical knowledge and models for problem 
solving in business is the heart of the pro-
gram ,,11 t t e student accmiring some experience 
int e basic usiness sciences." p. 14 



Only five courses are required; none of~ ich are oriented 

to u~an resources ~anage~ent. T _ e reMain~er of credits are 

accumulated trough e ective courses . o mention is made 

of 1 at areas the courses s ould cover or if t1ere are anv 

restrictions on tee ectives . 

Lindenwood rolleae 

. t Linclem,rood Fvening College "The purpose of tr,e ~n 
program s to rov · <le a pro~es~ · ona onpor­
tun ' tv or nracticinc a Ministrators to 
hep the~: (1 ) un~erstan~ in arcater dept1 
t P funct ' onal di~ensions of organizations 

( ) c=m ance their s) · i 1~ for 1or -:. incr 
1it peon e int. e feter~ination anc ursuit 

organizationa o jectives. •· p . 1 

~our courses are require in five areas . Three of the 21 

courses offered ave a 1.ll',.an resource title, anc-:. t 10 of 

the four electives ave a 1uran resource orientation. 

O iservations 

et .. er or not there is , cause nc1 effect relations in 

May ,e difficult to prove, ut ~ can easily note ttat our 

fornal Pducational S' stem exnande~ dr aticallv alon0 ~·it 

t ,e Inrustrial :Revolution . l' 0uick crlance at t e Pall 

street ournal' s eriploVf".ent section reveals tl,at a iqher 

percentage of con anies ~-•hich advertise do include an 

MP.A as a requirement as cor1pared ,1it twenty years ago . 

Certainly fro~ t .c listed oescriptions t~e colleges and 

universities are attenpting to fill t hose needs y offer­

ing nrograms at,ic provide ot tee nical and personal 
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traininq. en i-,e loo:r- at the courses, _ .o ••ever, ••e fino 

t1at all proqrams ~ave less than 209. of the stucent ' s 

time focused on human resource mana0ement as an adminis­

trative sJ· ill. Tone o+ t e catalogs explainec.1 v hv sue 

a small protion of the overall proaram ~as <levoted to the 

areas that were outline~ as goals in the general escrin­

tion oft e nrogram . 



.YPOTHESIS AND SCOPE OF STUDY 



17 

Then I hegan mv studies at Lindenwood Colleqe , I 

egan \it t e firm conviction tat traditional graduate 

degrees in business offered very little in the way of skills 

I considered important to ny o •'n career as well as skills 

important to others w o are either presentl serving as 

managers or aspirinq to ecome managers . The existing 

programs offer sof".le flexi ility , ut are mainly orientcc 

to a "nuts and bolts" approach . Certain course require­

ments ere consistent fro institution to institution , such 

as: accounting, marketing , economics and finance whic . 

weighed heavily in the required course area . 

ince I have a strong background in all t ese areas 

fron my work exper ience , i n addition to being an instructor, 

I was more interested in developinq essential 11 . eople 

skills" that •muld compli ent MY present administrative 

skills . After considerable discussions and revisions with 

several facult, f".lem ers , I managed to design and coMplete 

a proqram that focused on uman resource courses . ~he 

question arises, "Po •7 relevant to inclustry is such a course 

of study?" For me, it is sufficient to say that I ave arown 

oth personally and professionally , vet I ·1:-,oul(°i li e t e 

experience to e shared wit others , ' fit is valua~le . 

ather than ask the narro 1 defined auestion, it seems more 

a prooriate to state as an initial ohiective: 
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1. Can a curriculum e designed that is relevant 

to the reportea nee<ls of manaqement in industry. 

Designinq such a degree could ave been accomplished 

in a varietv of approaches, hut direct contact ~it in­

dustry seemed to e the most appropriate way to ac ieve 

relevance . . ince I nlanned to survey a large num er of 

companies scattered Tidely in the United States (the 

highest concentration, however, in the Midwest) it also 

ecame reasonable to attem::-,t a co:P"pilation of data ,-,hie _ 

ould give sufficient information to accomplish a second 

objective: 

~o establis profiles oft e type of persons 

and comoanies whic. could enefit from such a 

curriculum. 
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Jl._ curriculum questionnaire (.l'..ppendix A) was designed 

to receive feedbacv from selected companies. Te questions 

were constructec to allow a sir·ple check rrark or number to 

fill in hlanks . ':'he nuMl::-er of questions were li:rni tec1 so that 

the questionnaire coul e filled out in a miniMum aP1ount of 

tiMe. Te participants received a cover letter ic in-

eluded instructions for completing the ~orn and were ad­

vised that t ev coula P'la'e cornents wen appropriate . 

The sequence of questions was prepared to solicit 

demographic information irst, such as type of business , 

location of ome office and hranches or plants , number of 

employees, nuillher of eMployees per facilit , number in 

managenent and number in management per department . These 

factors were important in determining the various preference 

differences \hen studyinq location and size of company. 

In addition to demographic information, the participants 

were requested to state their company's past and future 

growth rate so that a determination could be made if rapidly 

growing companies had different preferences than moderate 

or slow growth firms. 

The participants were also asked to state what per­

centage of their company ' s employees have earned Bachelor, 

r-1asters or Doctorate degrees, and whether or not they em­

phasize hirinq employees with asters Degrees in Business 

Administration. Since one of the uurp ses of the study 
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is to develop a curriculum, it was considered important to 

conpare the preferences of companies w lich emphasize aca­

demic achievements with companies which did not. 

Three questions concerning manage~ent structure ere 

asked . The question to determine whether management ·vas 

centralized or de-centralized helped to discriminate between 

conpanies that had ultiple facilities and those which had 

a concentration of employees in one or two locations. It 

was fortunate that this question was included, ecause very 

few r espondees answered the questions pertaining to multiple 

faci lities, number of employees per facility and number of 

management per department . The two remaining questions a­

bout management were concerned with how management was 

chosen (hired, promoted or both) and whether or not it utilized 

a roa nagement - by - objective philosophy . 

The bulk of the remaining questions were concerned 

with how the various companies went about the business of 

selecting and training both prospective employees and 

management. ~e could refer to those programs as areas of 

psy chological interest, or human resource programs . The 

reason for the inclusion of these questions was to attempt to 

determine the interests and preferences in curriculum of those 

companies which already administered in-house training and 

s e l ection programs. The questions one thru nineteen were 



esigned to provice the information necessar, to accomplish 

t he o jective: to esta lis profiles oft et pe of persons 

anc companies \hich could _enefit from sue a curriculum. 

The final auestion ~as ~ifferent in ornat int at 

i t require t e respondees to ran, in ord r of importance 

t o their company, fi teen courses of study that could e 

offered if a new degree were to e created . he choices 

were listed randornly so as to avoid prejudicing the par-

tici ant's responses. ~his question was desiqnea to rovide 

t e preferences nee0ed to accomplish the initial o jective: 

can a curriculum be esigned that is ~ore relevant to the 

needs of nanagenent in industr . 

The selection of participants was not done randomly , 

hut chosen ase upon specific criteria . ~he author assumed 

that Lindenwood College rnay be interested in utilizina this 

study to construct a degree whic1 rniaht he offered to in­

dustr. i ith that in nind one-half of all participants 

were selected from the St . Louis r~tropolitan area . Companies 

1ere all u licly ovned , cateqorized hy size and type of 

usiness . There ere several companies that vere competitive 

with each other and similar in size . v7hen that situation 

~as encountered a third company 1as selected ased on 

comparative size and si . ilar industry . 

to location in that case . 

10 concern was given 
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l r•proYirc tP. -:7 one -- aJ t o-F t. e rt . Louis - ' n.ner' 

corinr1.ni0.s PPrr not cor'Detitive Hit. cac ot!1cr c1nc, c1 isi::,.:iriJar 

in size . Phen this si tuat:i on arose, cormani0s "ere s0J octefl 

fron otl·er ~rcn0ra .:i c arec1 s. nose sclectef , ~ re cornet ' tiv0 

~,j t the corp, -r:ies :n rt . :r,o :tis arc, si • lar in c;j ze. r- ile 

t½e auest ' on ~ires. owe onlv five cate00ries v tvnA o-F in-

survryef lv · n~ustry is as -Fn 1~1s: 

irl in.es 
.., T'an -; nq 
3 T' j lroacl 

Han 

r. -
/ 
3 
t1 

3 

rincr (1 ) 

r-\0rosnace 
re •1er 1 

Ce ent 
C em cal 
ron0lor,erate 
r ectrical 

3 nepartment rtore 
3 T"'oocl 

3 T"'ooc "Processincr 

3 '~isc . 

Other (1) 

? C"Vcraqe , F'of t 
t T'inancial 
~ TTosnital 
r:; T'tili tv 

2 f' oe 
4 f'tee1 
2 r:r'eYtile 

PholesalP (1) 

~o si~p ifv analvsis, anc accorn ndate anonyr,itv, 

t ese catecrories Pc->re futhPr rons0 ir1ate into f'ervice , 

anufacturi ng, Jholesc1le , h(etai.l anr Ot er . J\ll comparisons 

ana analvses ~ere perforried on the -Five qeneral catenorjes 

rather than the peci-Fic industries . 
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Certain assumptions were made concerning size of 

participants that may affect the interpretation or relevance 

of this study. It was assumed that a company with a minimum 

of 100 employees was necessary to appreciate the benefits of 

a degree with the intended course content, and the reader 

should keep this fact in mind. The minimum size company that 

responded had 235 employees. It was thought initially that 

the type of usiness would probably be more critical in de­

termining how useful such a degree would be than would size. 

A company that manufactured a product 1ould have fewer managers 

per department and less nee for training in people skills 

than ~ould a company in the service industry. 

lso ignored were companies that are privately owned. 

There may well be significant differences etween pu licly­

o ned and privately-owned companies due to the powerful 

influence of either family or close-knit board members in 

the tightly held firms . The justification for selecting 

the publicly owned companies was 1.) the, are well known 

2.) there is an abundance of companes 3.) they are 

frequently requested to participate in studies . 4 .) they 

are accustomed to disclosing information to the puhlic 

5.) some of the feedback can he verified. 

Conspicuous by their a . sence were governl:'.ent agencies, 

charitable institutions and educational institutions. The 

author would caution against transferring any generalizations 
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concerning the results to other types of organizations . Time 

and expense were limiting factors, so the study was confined 

to general industry . 

The ~ethod of contact was two-fold, involving oth 

a personal phone call as wel l as a mailing . Fach company 

was called and the Director of ersonnel was spoken to . 

The conversation generally occurred as follows: 

"Hello Mr . ____ my name is Don Tabone , Manager of 

the Regional Commodity Trade Department with ~~errill Lynch . 

I have the pleasure of atte~pting to design a new college 

curriculum ase upon the interests and needs of in ustry . 

I ,ould like to send you a 20- question ouestionnaire tat 

does not require you to write information but merely check 

off some blanks , and rank 15 items in order of importance. 

no t hing in the survey is proprietary and you can remain 

anonynous if . ou wish . As far as I kno ,y , this is the first 

time anyone is going directly to in ustry to ask 11at they 

ould liJ-e includec in a tasters De9ree . t·'oul . ou . e "'illing 

to participate?" Oft e 78 companies p oned 77 said t ey 

would _e appy to look over the questionnaire . 

After receiving a positive response the cover letter 

(_ ppendix B) and questionnaire v.Tere mailed directly to the 

person spoken to. Te original letter stated a response 

deadline of pril 1st. The letters were coc ec for control 
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p rroses (no co~n nv na~es are usea in this report) . Tt 

as a sirinle tas : to spot checJ· non-res ondees rhen the c'lead­

ine arrived end les. than one-half oft e conpanies that were 

contacted ad resnondc . Peveral o~ t P non-resnon~ces 

rere calle~ and it was revealed that th auestionnaires •ere 

never received, suagest i ng orohlem ith the ~ail service . 

A ne ·• letter (J\ppendix C ) •1as sent , • t an addit • onal 0 estion­

naire, incl ml ing a nevr deadl i e of l\nril 27th . 

ere ,-·ere a ul ti tuce of con. aris ions nerforrnec1 v 

coriputer to produce t e <lata anal sis . 'T'he fo lo ina s 

a nartial list of calculat ions and statistical tests use(l 

fror a reference " Pot ert 1 • 'oenker '1(1) : 

r i ~nuare - s hm•r t 1e neqr e of diverqencc etween 

o serve~ a a expected freqtencies . 

f'ischer ' ~est (t) - a test to c'liscover jf --------------
a correlations owas area (siqnificant) relation-

ship , or a rel tions ip clue rerelv to c nee . 

, rice JY1an ' nalvsis - a test cesiancn to 

a·scover if a distri ution is Mere v randori or 

sianificant . 

7 urtosis - refers to t1e peakedness or fJ.atness 

of a frentencv distri tion as corinaref ~ · t a 

norrial distr • 1t · on . 
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1ean - tr"e averaqe scores of a distri ution . 

r ecUan - the rnicldle score of a distri ut'on. 

r1oc e - the J"'lOSt +requent score of a tri ution. 

nuinti e - anv one of ve centile points ( cores) 

1 ic clivi~e a istri ution into five parts. 

c-nec1 ecor ' s mest - to feterl'1ine the sicrni:Ficance 

of t e rlj_ ff ere ce 0t ree t e variances of tFo 

crrol ns. P - rrcst) 

f :eFnes8 - t e tenc1 a c r of a ci tri utio!"' to 

acnart fron s,~~rtrv or ~a]ance . 

rri c se e>r.tions 0f tests Tere r0ro . JT11oncl~c1 v TTowarc1 

r-oc-0rs, n .,,., . c1nc'1 ,• 0-f-frev Pic1 0 . , r>1-c~. nr. n00f'rc; j s a 

,, c1+-F T)f" ,c}1n oa • st at Ma c r r>J i. s . -osrita] in ct. J ,011 • s. 

nr. r· · c,es _· c; a nro-fcssor flt :-'o 1t 0r Tl _i ois TT:rdverPitv 
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nesuJts and Discussion 

The questionnaires ~rovided comious quantities of data 

,,,hich createc a prohlePl in 00th analysis ancl oresentation. 

In the interest of maintaining reasona~le order, it will J--,e 

revicFcd anc~ coPlrnentec, on in t. is c!1.a 1ter vhil0 surnrnarv con·-

clusions will 1"'e roac7 e in t:10 fir-al chapter . f'om0. o-F the 

inforPlation ~av not an~ear to e directly relatef to this 

stud,, ~ut was included to give afditional background for 

the conclusions. 

T ere Pere 331 na0cs of comp1ter rirint-out to peruse 

anc1 revim,T. Time ana space do not allm,1 for all data to 

he cor.-:rriented upon. The fornat will be to present anc 

discuss in orfer of auestion asked . 

n1 Tvne of ~usiness 

The reahfown of companies y industry ·1,-1as as 

follov1 s: 

TYPE: 1m1pr ._ 't of ':'OTAL 

Service S' 14!?-

t!anuf acturin<; 31 Lt 9% 

PhoJ.ee1ale l ') 9' 
·~ 1,,-

D.etail 9 1.1% 

Others 13 212; 

Totals 63 1009-



Manufacturing accounted for almost one-half of the 

total companies surveyed due to the simple fact that 

30 

t he selection process focused on companies which were home­

based in the St. Louis metropolitan area, and the bulk of 

t hose selected were manufacturers. 

Despite every conceivable comparison test being done, 

t here were no correlations found between the type of business 

and any information studied; with the exception of the rank­

ing of the curricula. That information will be presented 

and discussed under 020. 

Q2 Location 

The breakdown of coP1panies by location is as 

follo~ s: 

rea rumber % Of Total 

Jorthwest 2 3% 

South,·1est 4 6% 

Northeast 14 22% 

1 idwest 42 67% 

Southeast 1 2% 

Totals 63 100% 

While a reasonable attempt was made during the selection 

process to achieve a de~ographic balance t e resultant im-
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balance was due to the response pattern . The bulk of the 

participants were intended to have been home-based in the 

Midwest but a low response rate in the :orthwest and South­

east made some analyses difficult, as we shall see later. 

The question was considered, "Is there a tendancy for 

companies in the Midwest to be more/less interested in hiring 

and/or improving the quality of their e:r.1ployees when compared 

to the remainder of the country?" 

uture Future 
MBA Assessment Consulting Counseling 

Midwest 17 18% 33% 17% 

Remainder 35% 56% 67% 50% 

The table above represents the percentage of companies 

hich responded positively to questions 12, 15, 17 and 19 which 

were located in the 1idwest as well as the remainder of the 

country. The low level of positive responses seems to indicate 

that the idwest is relatively dis -interested in installing 

programs to deal 1ith the future (of their employees) as com­

pared to the remainder of the country. All four of these 

categories are future oriented and may be pointing to the 

possibility that the Midwest may not recognize the value 

of such programs . 
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03 LOCATION AND NU BER OF BRANCFF.S 

Q4 

Respondees 

r ean 

1edian 

lode 

Minimum 

aximum 

Totals 

It was intended to contrast companies by number 

of plants per location and concentration of facili­

ties. Only 39 of 63 companies (62 %) responded to 

this question , and some merely checked off blanks 

rather than indicate numbers; thereby rendering 

the data unsuitable for analysis. 

ES 

The breakdown of companies y number of employees 

is as follows : 

63 Quintiles 

28,458 235-1,300 

5,4 0 1,400 -3,900 

10,000 4,000 -9,000 

235 10,000 -35,000 

401,000 35 , 000 -401,000 

1,764,395 

The question was considered, "Jhat size company is most 

likely to hire persons with existing business skills or train 

them once hired?" The companies were first broken down into 

quintiles by number of ernplo ees . The positive responses 

were then analyzed from questions 12, 13, 16, 17 ancl 19 in 

an atteP1pt to discover a breakpoint eh een a mild interest 

an a strong interest . 



Employees 

235-9,000 

Employees 

235-35,000 

I:rnployees 

235-1,300 

Employees 

235-1,300 

rnployees 

235-35,00() 

%-yes 

2 

JFT 

%- es 

28 

10RKSFOPS 

%-yes 

0 

%-yes 

67 

COUi'TSF'L NG 

%-yes 

2 

Employees 

10,000-401,000 

Fmployees 

35,000-4 1,000 

rmployees 

l,t1.00-401,000 

I'P1ployees 

1,400-401,000 

J'mployees 

35, 00- 1,0 0 

33 

%-yes 

64 

%-yes 

64 

%-yes 

2 

%- es 

92 

':-yes 

55 
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degree, or at some later point in their career, the benefits 

would improve their ability to function effectively in a 

management role. 

smaller market now, but growing rapidly, is the 

management consulting industry. The entire field has ex­

panded greatly, growing from efficiency experts to a vast 

arra of trainers, developers and educators. IIopcfullv, 

individuals earning a new degree such as this might find 

a ready mar·et for those skills. 

Perhaps t e largest mar et would c the treroendous 

num er of individuals a pirinq to hig er management positions 

,ithin their fir~s and industr egree in manage~ent 

could ecome a standard in incustry ~uc1 int e same ranner 

as a _, ut it ma ef ' ne so~e fistinctlv ~ ' ffere~t 

skills. reaching those individuals one at a time is an 

enormous tas· and it also deters the process of attempting 

to ave the degree e ~idely accepted as a standard. 

Perhaps a better alternative would e to focus on 

presenting the degree to co~panies anu industries. 1ary 

companies actively pro~ote and support continuing education 

tot eir employees, and industries are constantly searc -

ing for standar s of competency and performance. So both 

goals could e accomplished y attempting to attract the 

attention oft e company rather than the individual; but 

what ind of company? 
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Me certainl, ave sufficient ~ata to detern ' ne Mhat 

see~s to c sorie irnortant preferences ano characteristics 

of companies Phic pro a ly ·ould orovic1 e the est marl<et . 

lthoug t e stud ad a disproportionally, igh percentage 

of manufact1r ' n0 firms it a nears that all types of co -

panies are goo0 rosnects . cize is ore iriportant, an~ t e 

riin iP'UP'\ nt r, er o-f e!'1?)lo ees p ou c1 he () includin0 a 

manaqement of lf.3 . me anagement coulo e either centralize0 

or decentr ized , ut ~u d .. e ot, nrorote~ ann ired. 

T},e conpan , 1oul e ,1Tm,1 i g at a ratP slm·1e r th2n 1 ()!' ner 

Vear and 1aVP a proy ' mate y 

'1ac ~elor ne0rees anc1 (;-8'3 of its erry ouee 

Degrees. 'J''1e cornany wo ulc] a so erm as i.ze 

· · t~ 'aster'"" 

ring of persons 

·• o ave r>arne !~asters eqrees . T ey ~u c ~ave an a sessment 

nrogram or ant one , a junior-exec11tjv~-trainin~ prograr or 

want one, and a~ in- ouse carePr counselincr nrnrrar or want 

one. ": e cor,ryany •1ou n e ut ' lizin~ c1 ranage.r.ent - v -

o'iectivc n~i osop~y and a inister on-qoing ~nr·s ons. T ey 

will a ve use consul tan ts • n t e nast and ••is to c1o so in 

the future . Pro a ly the most im o rtant c haracterist ic, An~ 

the nost d i ffi cul t t o identif,, (a speculation y t he a t or) 

is t1at t cy are o en-rindef , for it ~ill renuire t: at ooen-

r1inc1cness to recognize t .. e value o-'= a nc1:•"' c1egree . 
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Although it was not intended as part of the study to 

verify whether or not the degree is appropriately named 

(.Master of Arts - Managernent Psychology) there may be some 

evidence to suggest that the 1ord "Psychology" may not be 

acceptable in the title. The overwhelming percentage (95%) 

of companies which do not ernphasize the hiring of persons 

who have a pschology bac}::ground may be a clue as to how the 

field of psychoJogy is viewed y industry. Another indica­

tion might be the constistent low ranking of the course 

titled "Behavior Modification" 1hich is usually connected 

with a traditional psychology curriculum. Perhaps the 

degree could e titled Master of Arts - 1anagement . ~•1 1at­

ever the degree is called, it hopefully will be relevant to 

industry's needs for it has been designed from their input. 



CRITIQUE 
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As the project progressed I hegan to realize that there 

were several areas I could irnprove upon if I had the opportunity 

to start over again. These areas are: 

1. Nunber of participants 

2. Selection of courses 

3. Willingness to support a program 

Initially I thought that calling 78 companies would 

produce 40-5 respondees and the resultant data would be 

sufficient to provide meaningful analyses . The number of 

respondees was 63 and I was especially pleased with their 

willingness to answer over 90% of all questions . However, 
-

some imbalances in several categories did exist which limited 

the number of conclusion that could e rnade . The most notable 

shortcomings were in geographic comparisons , number of employees 

and type of industry . It is rny opinion that any future study 

would greatly benefit by either having at least 100 respondees 

or by being highly selective so as to achieve a minimum of 

five participants in each category. If it were possible the 

breakdown in geography should include participants from the 

Northeast, Southeast, Middle Atlantic, Central South, Midwest, 

Northv, est and Southwest. Tvhatever the breakdown in size 

{number of eMployees) by quintiles I would suggest that there 

be a least five participants in each quintile . I also would 

have broken the category of "type of industry" to the individual 



categories ~entioned ear ier, an~ had at least five participants 

unc er eac_ •. eac in0 . I e ieve t at t cse c anqes i,1ou ~ ave 

resulted in a etter uncerstandina of specific coMpanv neecs 

and a _etter ·aea of the various mar ets for a program such 

as this. 

Forte ~ost part, I was pleased wit~ the selection of the 

curricula, ut t ere 1ere soIT'c notable e,:clusions. I am a 

partner and sit on the oard of Advisors of a management con-

sul ting firr as ~vell as present y servP as r~anacrer for a larqe 

financial irm. ~.e courses int c auestionnairc were selected 

fron my mm 16 year ersonal e periencc ase plus t e many 

colleae catalogs I read trying to put together a Meaningful 

curricula form own degree program. Jf I ~ere to include other 

courses in a future study - they v1ould e Laror .elations, 

Attitude Struture & C'•1anoe, and -~otivation Theory - plus 

several blanks to allow the respondees t1e opportunity to 

add courses which would e pertinent tot eir company. 

Finally, I ould include the question "~,7ould you he will­

ing to support such a rograrn if it ~ere availa le?" Un­

fortunatly, I spent many hours grieving over the data , attempt­

ing to discover a simple test or analysis which would provide 

sufficient evidence to suogest whether or not the respondees 

would recognize and support such a program. Jo such test could 

be found, so I would definitel include a question which would 

solicit the information directly on the quest ionnaire. 



PP •~mrx , 



Type of business : --
--

APPENDIX A 

MA.STER OF ARI'S 
MANAGEMENT PSYCHOIDGY 

CURRICULUM QUESTIONNAIRE 

service 
rranufacturing 
wholesale 

-- retail 
other -- -------

Location of hare office: northwest northeast --- southwest --- south 

IDcatim of, and nurrber of 
branch <£fices and plan ts: 
(Indicate nurrber) 

---
---
---

northwest 
southwest 
south 

'Ibtal nurrber of errployees in your a:mpany: 

Average number of errployees per facility: 

-- mid.vest 
-- southeast 

IDrtheast -- midwest -- southeast --

71 

, Nurrber of errployees that are consi<Ered managerrent or perfonn managerrent 
functions: 

Nurrber of rranagerrent persamel per <Epart:rrent: 

M3nagerrent is: centralized, -- re-centralized. --

M:lnagerrent is : praroted, -- hired, -- lx>th. --

. Your canpany' s grcwth rate (percent) during the last ten years: 
Estimate for the next ten years: 

• Approximately what percentage of your errployees have earned: Bachelor 
-- Masters 

DJctorate 



APPElJDIX P.. "CONT" 

, )):es your cnrrpany emphasize hiring of those with Masters D:grees in 
susiness .Administration (.MB.A.) ? __ yes, ___ no. 

, Dees your ccnpany presently have a fast-track or junior-e}(ecutive­
training program: __ yes, __ no. IX> you know if your ·cnnpany 
plans to inplenent cne: -~yes, __ no. 

, Dees p.rr exxtpany utilize a rnanagerrent-by-objective philosophy: yes --- no ---

7'2 

, Ines ~ur cnrrpany presently have a rnanagerrent assessnent program: __ yes 
no 

Ines it plan to inplerrent cne: __ yes, ---no. 

, Ines your cnnpany participate or sponsor in-service training or cn-cping 
wo.rkshops: ___ yes, ___ no . 

• Has your ccnpany ever utilized a managerrent ccnsulting finn: ___ yes 
no 

Ines it plan to cb so: __ yes, no. --

, Are you increasing your errphasis in hiring employees with backgrounds in 
psycoology: __ yes, __ no. • 

, I:bes your corrpany presently administrate an in-house career counseling 
program: ___ yes, __ no. IX>es it plan to cb so: __ yes, __ no. 

, If you were to design a degree in Managenent Psychology or Human Resources 
basedqxn your cnrrpany's needs, please indicate t."li.e areas of ooncentration 
in order of irr{x>rtance. ( 1 thru 15. 1 designates the rrost inportant, then 
2, then 3, etc. thru 15) 

--
--
--
--
--

--

ccmnun.ication rrethods assessnent --cn:rporate structure -- sales training 
decision-making -- sales managenent 
problem solving behavior modificaticn --enployee training -- ca.mseling tedmiques 

cpal developrrent 
---cnnflict resolution 

creativity -- groop dynamics -- leadership patterns --

---------

I watl.d like to receive a C<l)Y of NAME 
the results of the survey. 

OOMPANY 

AOORESS 
(q>tional) 
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Merrill Lynch 
Pierce 
Fenner & Smith Inc. 

'!bank you for your assistance in the development in this innovative 
program. As you are aware, most college curricula have been developed 
as a result of either years of evolution or -standards set by a desire 
to produce degrees which are marketable. You may well be participating 
in the construction of the first degree program designed as a result of 
direct input of corporate requi.rements. 

Most of the questions have been designed to be answered by a simple 
yes/no or check. It is not necessary to comment unless you believe that 
a few words would assist in developing a hetter understanding of your 
answer. If any questions are not pertinent to your company's operation 
or are worded in such a way that the possible answers may be overly am• 
biguous, please note by inserting the letters DNA (Does Not Apply). If 
one answer does not satisfy the question please feel free to respond 
with as many answers as necessary. Should you desire to place special 
emphasis on one of multiple answers, please designate with a(*) asterisk. 

• It is not necessary for you to disclose the name of your company, 
for the information is strictly confidential. If you wish to receive 
the results of the questionnaire while remaining anonymous please return 
the forms unsigned and a note in a separate envelope. 

Once again I would like to thank you for your assistance. Plea.se 
attempt to have the questionnaire returned to me by April · 1, 1979. I 
must prepare a report to a Faculty Committee by April 6, 1979. 

If you have any questions please call me toll-free at 800/325-8104 
or at the number listed above. 

Sincerely., 

Donald J. Tabone 
Manager 
Regional Commodity 
Trade Department 
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APPI:NDIX C Merrill Lynch 

Pierce 
FOLLOP UP COVFR LETTER Fenner & Smith Inc. 

Please accept my apologies for the possible duplication, but we 
have randomly called some respondees and found that they have never 
received this questionnafre. As a result I have asked for an extension 
on this project and it would still be possible for you to help. The 
remainder of· this letter is a duplicate of the original. You need 
not respond if you have already done so. 

Thank you for your assistance in the development in this innovative 
program. As you are aware, most college curricula have been developed 
as a result of either years of evolution or standards set by a desire 
to prGduce degrees which are marketable. You may well be participating 
in the construction of the first degree program designed as a result of 
direct input of corporate requirements. 

Most of the questions have been designed to be answered by a simple 
yea/no or check. It is not necessary to comment unless you believe that 
a few words would assist in developing a Better understanding of your 
answer. If any questions are not pertinent to your company's operation 
or are worded in such a way that the possible answers may be overly am­
biguous, please note by inserting the letters DNA (Does Not Apply). If 
one answer does not satisfy the question please feel free to respond 
with as many answers as necessary. Should you desire to place special 
emphasis on one of multiple answers, please designate with a (*) asterisk. 

It is not necessary for you to disclose the name of your company, 
for the information is strictly confidentiale If you wish to receive 
the results of the questionnaire while ref\\B,ining anonymous please return 
the forms unsigned and a note in a separate envelope. 

Once again I would like · to thank you for your assistance. Please 
attempt to have the ques tionnaire returned to me by April 27, 1979. I 
must prepare a report to a Faculty Committee by May 3, 1979. 

If you have any questions please call me toll-free at 800/325-8104 
or at the number listed above. 

Sincerely, 

Donald J. Ta bone 
Manager 
Regional Commodity 
Trade Department 



Rank 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

APPENDIX D 

Weighted Ranking of Curriculum 

Course 

Decision Making 

Pro lem Solving 

Goal Development 

Communication 1ethods 

Leadership Patterns 

111ployee Training 

Counseling Techniques 

Assessment 

Conflict Resolution 

Creativity 

Group Dynamics 

Behavior Modification 

Corporate Structure 

Sales Training 

Sales ~anagement 

ean 

15.962 

15.429 

13.053 

12.342 

11.754 

8.983 

8.966 

8.679 

8.224 

7.917 

7.917 

5.983 

5.017 

d.016 

3.787 

75 

Median 

15.125 

15.167 

11.571 

11.750 

9.333 

8.611 

8.000 

8.000 

7.900 

8.500 

7.900 

4.813 

3.600 

2.583 

2.368 
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.PPENDIX E 

Curriculum Preference by Type of Industry 

Service (9) Manufacturing (31) 

1. Problem Solving 1. Decision Making 

2. Decision ~aking 2 . Communication ethods 

3. Communication Methods 3 . Problem Solving 

4 . Leadership Patterns 4 . Goal Development 

5. Employee Training 5. Leadership Patterns 

6. Goal Development (T) 6 . Assessment 

7. Assessment (T) 7. mployee Training 

8 . Conflict Resolution ( ) 8 . Conflict esolution 

9 . Creativity (T) 9 . Counseling Techniques 

10. Counseling Techniques 10. Group D nanics 

11. Group Dynamics 11 . ehavior Modification 

12. Behavior 1odification 12. Creativity 

13. Corporate Structure 13. Corporate Structure 

14. Sales ~raining (T) 14. Sales Training 

15. Sales 1anagement (T) 15 . Sales Management 

(T) designates tie 
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APPEJ:JDIX E "CONT" 

Retail (7) 

1. Communication ethods 

2 . Pro lem olvinq 

3. Decision ~a ing 

4 . Goal Development 

5. Leadership Patterns 

6 . Counseling Techni ques 

7. Employee Training (T ) 

8 . Conflict Resolution (T) 

9 . Creativity 

10. Group Dynamics 

11. Behavior 1odification 

12. Assessment 

13. Corporate Structure 

14. ales !anagernent 

15. Sales Training 

(T) designates tie 

Ot er (1 3 ) 

1. Decision r•aking 

2 . rornmunication t'ethods 

3 . Prohlern Solvinn 

4 . Coal Development 

5 . Leaders ip Patterns 

( . Counseling Techniques 

7. Creativity 

8 . rmploree Training (T) 

a 

10 . 

11. 

12. 

13. 

Group Drnar.ics (~) 

Conflict Pcsolution 

. ssessment 

e avior rodification 

Corporate ~tructure 

14 . Sales mraininq 

15. fales ana~eMent 
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Curriculun Preference ~' Location 

!:ortheast (13) ~ id •'est (41) 

1. Decision 1a-ing 

2. Prohlern .olving 

3. oal Developr:,ent 

ssess ent 

5. Cornnunciat ion _1ethods 

G. Leaders i atterns 

7. r.Mployee ~raining 

8 . rounseling 7echniaues 

9 . Group Dynamics 

10. Creativity 

11. Conf ict ~esolution 

12. Corporate Structure 

13. ~ales Tra ning 

14. e avior ~o ification 

15. r ales 1anagement 

1. Co:mmunication "et oc s 

2 . Decision r~aking 

3 . ro len rolving 

4 . Goal Deve op~ent 

5 . Leadership Patterns 

6 . ronf ict ne elution 

7. Fmplovee Training 

8 . Creativitv 

r.ounse l inq Tee niaues 

10. Group Dvnamics 

11. r~ssessrnent 

12. ,e avior Modification 

13. Corporate ~tructure 

14. fales mr2ining 

15. r les "anageMent 



l'PPE mrx F "cmTT" 

northwest (2) 

1. Counseling Tee niques 

2. Employee Training 

3. Leadership atterns 

4 . Goal Development 

5. Decision 11aJring ('I:') 

6 . ~ssessment (T) 

7. Problem Solving 

8 . Creativity 

9. Communication !1ethods 

10 . Group Dynamics 

11. fales Training 

12 . Sales ~•anager.1ent 

13. Conflict -~solution 

14. e avior ~edification 

15. Corporate Structure 

(T) designates tie 

South _rest ( 4) 

1 . ecision MaJring 

2 . Conmunication r1ethods 

3. nro lem Solving 

4 . rmployee rrraining 

Conflict Resolution 

, 6. ssessment 

7 . Counseling Tee niques 

8. Goal DevelopP1ent 

Corporate Structure 

10. Creativit 

11 . Leadership Patterns 

12 . ehavior 1odification 

13 . Group Dynareics 

14 . fales ~anagewent 

15. Sales Training 



PPmmrx r: 

ronpan Profile - 0 er furvey 

Type - . ranuf acturing 

Location - i west 

Number of eP1.ployees - 5400 

:Mum er in management - 699 

anagement is de-centralized 

Management is pror:1oted and hired 

Past growth rate - 10% per year (sales) 

Estimated future growth rate - 10\l- per year (sales) 

Percentage of emr>loyees with Bachelor Degrees - 15% 

Percentage of employees with aster ' s Degrees - 2 . 9% 

Percentage of employees with Doctorate Degrees - 0.656% 

Does not emphasize hiring persons with ~~ Degrees . 

Does not have a Junior-Executive-Training program . 

Does not want a Junior-Executive-Training program . 

Utilizes a management-by-objective philosophy . 

IIas a current management assessment program . 

Does administer on- going workshops . 

Has used a management consulting firm . 

Does not emphasize the hiring of persons with psychology 
backgrounds . 

Does not have an in-house career counseling program . 
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Does not want an in-house career counseling program . 

Five course areas most pertinent to corporate needs: 

Decision }aking 

Communication 1ethods 

ProbleI"l. Solving 

Goal Develop~ent 

Leadership Patterns 
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