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The Industrial Revolution began very quietly over 200

years ago and proceeded to change everything in its path as
it rolled along, growing in size, magnifying its effects on
the world with each advance. From its vervy beginnings the
need for management and management technique was evident,
although the early concerns were oriented towards lines of
authority, specialization, division of labor, 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 be emulated by the crowing
numbers of people in management. They began 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 market by pro-
viding the industrial world with a myriad of courses in ac-

counting, finance, marketing, economics, law and "management” -



which was really not management

administration, control or manipulation.
It has only been within the
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characterizes organizations in terms of such
things as:

centralized authority

clear lines of authority

specialization and expertise

marked division of labor

rules and reculations

clear separation of staff and line.
The forces of licght, which bv mid-twentieth
century came to be characterized as the human
relations school, emphasizes people rather
than machine-like precision, and draws its
inspiration from hiological systems rather
than engineering systems. It has emphasized
such things as:

delecation of authority

enmployee autonomy

trust and openness

concerns with the "whole person'

interpersonal dvnamics." (1273, p. 192)

To respond to the ogrowing need for educating future
managers the Masters Degree in Business Administration was
developed. TIn-house workshops and outside consulting programs
were develoved to meet the need for training emplovees who
were interested in either bhecoming manacers 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 shortcominas of the
traditional programs and Henrv Mintzberg 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

sugagests a number of important managerial
skills - developino peer relationships, carry-



ing out negotiaions, motivating subordinate,
resolving conflicts, establishing informa-

tion networks and subsequently disseminating
information, making decisions in conditions

of extreme ambiguitv, and allocating resources."
(1975, p. 61)

The evolutionary process is further described by Melvin

Anshen as he states, "Up to about the last two decades
the main task of top management could he
described as the efficient administration
of physical resources. The focus was essen-
tially short-range and unifunctional, and
the dominant decision criteria were economic.
The highest demonstration of management skill
was the successful manipulation of revenues
and costs in the production and distribution
of materials, machines, and priducts. Pe-
aginning in the 1930's this concern with manag-
ing physical things was enlarged by a grow-
ing interest in managing people. This was
enlargement, rather than change, because the
ultimate agoal of effective people manacement
was still effective thing management, with
top executives extendino their arasp over
resources bv means of their ability to organize
and motivate people." (1970, P. 111)

One of the fastest growing areas in industrv is the use
of in-house assessment procrams. TIn an article titled
"Measuring Txecutive Muscle"”, Berkelev Pice states, "Until

recently, many companies interested in
the assessment method hired outside
consultants to conduct periodic assess-
ment program. Todav most larce companies
set procgrams of their own, at costs that
run from $50,000 into the hundreds of
thousands.,"” (1978, p. 96)

All of these authors seem to suggesting that industry
may need some new programs which are more responsive to its
needs - programs which mav not necessarily replace traditional

deagress or training werkshons, but compliment them by provid-

ing courses which help to round out management skills. With










Is there a program available today which is responsive

to the human resource needs of management? Traditionally,
our educational institutions have relied on the Masters
Pegree in Pusiness Administration to f£fill the needs mention-
ed above. %hen we look at the curriculum offered in the

St. Louis Metropolitan area, we can see that there have bheen
some attempts at including courses which cater to the
"human" side of management.

* MNote: ESections of course descriptions have been cited.

Underlining has been added by this author to emphasize
human resource concepts. These concepts include skills
which are concerned with people relating with each other
as well as skills that are concerned with personality
development.

Southern Illinois University at Fdwardsville

The description of the MBA program at Southern Illinois

University at Fdwardsville states that it "offers the part-
icipant a unigque opportunity to obtain a
professional graduate decree in husiness
administration.... It is designed as a
comprehensive program with provisions for
a broad selection of advanced courses on
business. The emphasis on the comprehensive
dimension reflects the wview that the modern
business executive should be knowledgeable
in all fields of business and should he able
to relate a variety of disciplines to his
business responsibilities, as well as to the
complex economic and social problems of the
time.



The program of study has been designed after
a thorough analvsis of the current technical
requirements of business corporations and
the human relations and conceptual problems

confronting the administrator who desires to
continue his professional development through
agraduate study. The proagram 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 program seems to
suggest a rather well balanced program, with a mixture of
courses that familiarizes the participants with various
operations within industrv in general, as well as within
any business; alonag with the manv disciplines required to
be an effective administrator. When we look at the courses
listed in the Program of Study we find that there are 13
required courses and only two that have items related to
human resources management. One is a course titled MGMT 504-

The Process of Management which includes the studv of

organizational design and predictinc behavior (plf) in its

description. The other is MGMT-524 Management of Organizational

Behavior which outlines a focus on "leadership roles,

motivational envioronments, job design, decision styles,

intrapersonal consciousness, supervisorv behavior, communica-

tion processes, team development and intergroup transactions.

p.21 In addition to the required courses students must select

five courses from a list of 13 electives none of which are



related to human resources. Ve can conclude then that onlv

112 of the student's time will be spent learning or im-

proving human resource skills.

”

University of Missouri - St. lLouis

The MPA program at the University of Missouri -~ St.

Louis is "designed to prevare students for positions of
administrative responsibility.... curriculum

provides training in the fundamental areas of
administration. The core program is designed
to generate a workinag knowledge of the con-
cepts and interrelationships of four broad
categories indigenous to management training:

]

i

The external, legal, economic

and political environment con-
fronting organizations and the
interrelated programs various or-
ganizations face in operatina
within their environments.

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

The broad functional facets of
organizations, including the
terminology, concepts, and in-
terrelationships amono the ac-
counting, marketinga, production
and economic aspects of organi-
zations.

The introduction to prospective
managers of increasincly impor-
tant guantitative decision models
and the crowing role and influence
of the computer sciences". (1978, P.183)

Despite this very ambitious proaoram there are 14 required

courses and only one course related to human resources,

while the outline sudggests 25% of the program will be spent

in this area. The catalog states "Nine elective hours may



bhe taken outside the School of Business if students have

advance approval of their advisors for the specific courses
desired." (1978-79, p. 183) Mo mention is made as to the
nature of courses generally selected or suggested.

Southeast Missouri State University

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

objectives are "l. To provide advanced specialized and
technical preparation in business in order
to strengthen the student in his/her search
for business success or for further araduate
study. 2. to provide additional training
in business research and the analysis of
business problems. 3. to better prepare
the student to function more effectively as
a citizen and to make worthwhile contriputions
in the complex frame-work of modern societv
{1979, P. 1)

To accomplish this task students have both recquired and
elective courses to complete. There are eleven required
courses; none of which are related to human resource manage-
ment. Of the twenty-five electives there are three courses
which are directly concerned with management as a "people
skill". Those courses listed are MG-557 Manacgement of

Human Resources, MG-650 Organization Behavior and MG-651
Organization Theory. e can note here that it is quite
possible to complete the entire program without enrollina

in any of these courses.

Washinagton Unviersity

The MBA program at Washington University has the most
ambitious objectives; if number of courses/credits are con-

sidered. The catalog states, "In keeping with the schools
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basic objective to develop, disseminate,

and promote education of high ouality,

the program endeavors to provide an out-
standinag academic opportunitv through which
students may acguire the background, skills
and insichts needed to Ffunction effectively
in an administrative environment., In
addition to gaining a workinag knowledge of
basic bhusiness areas, our craduates are
expected to develop abilities to work with
people, to conduct meaningful analyses, to
plan, and to communciate effectively. Students
are encouraged to develop their management
skills in areas best sutied to their own
interests. The curriculum includes hoth the
current theory and practice of manacement,
and emphasizes the development of analytical
and decision-making skills."” (1979, p. 4)

Sixtv semester hours of coursewor), including 36 hours

of reaguired courses and 24 hours of electives, are needed
to earn an MPA degree. Of the 16 reguired courses only one
fills the stated ohjective to develop abilities to work
with people.” It is listed under Muman Resources Manage-
ment and titled Social Psvchology of Work Organizations.

0Of the additional 43 courses offered as electives only four
are listed under Muman Resources Management, Those courses
are: Organizational Pehavior and Management, Interpersonal
Competence in Organizations, Collective Pargaining and Labor
Relations, and Fuman Resources Management: Policies and
Practices.

Saint Louis University

At St. Louis University: "The MBA program is designed
to provide men and women with an effective
educational foundation for the professional
practice of administration, and for continued
advancement in executive responsibilities., It
has as its lasic objective the traininc of
potential executives for business, industry,




and government, and the preparation of
cualified graduates for doctoral study
leading to careers in teaching and research.
pP. 1 Under Programs of Study the catalog
states, "The Master of Pusiness Administra-
tion program is designed for students who have
the aptitude and motivation to pursue the
studv of business at the graduate level. The
program is structured with sufficient flexi-
bility to serve cdualified individuals who
possess the baccalaureate dearee in business
administration, as well as those who hold
deagrees in non-business fields." (19792, p. 3)

n

Fourteen required courses are divided into two areas de-
scribed as Core Reguirements and Rdvanced Level Requirements.
There are nine courses in the Core Requirements and only

two are related to the human resources. They are titled
Management Concepts and Business Decision-Making and Policy
FPormulation. The Advanced Level Requirements are structured
so that the student completes one course in each of six areas
one of which is titled Management Sciences - Behavioral.

In the electives category students may utilize the four
courses required to specialize in any one of six areas -

one of which is listed as Management Sciences - PRehavioral.

Vebster College

ebster College offers a non-traditional MRA as part
of their Master of Arts, Individualized program. The catalog

states "The objective of this curriculum is to provide the
student with exposure to the various facets
of decision makinag for business. The use of
theoretical ¥nowledge and models for problem
solving in business is the heart of tEe pro-
gram with the student acquiring some experience
in the basic business sciences." p. 14




only five courses are required; none of which are oriented

to human resources management. The remainder of credits are
accumulated throuch elective courses. MNo mention is made

of what areas the courses should cover or if there are any
restrictions on the electives.

Lindenwood Collece

At Lindenwood Fvening Collece "The purpose of the MBA
program is to provide a professional oppor-
tunity for practicing administrators to
help them: (1) understand in greater depth
the functional dimensions of orcanizations
and (2) enhance their skills for working
with people in the determination and pursuit
of organizational objectives.” p. 1

38}
]

Four courses are required in five areas. Three of the
courses offered have a human resource title, and two of
the four electives have a human resource orientation.

Ohservations

Whether or not there is a cause and effect relationship
may be difficult to prove, hut we can easily note that our
formal educational system expanded dramatically along with
the Industrial Reveolution. 2 cauick clance at the Wall
Street Journal's emplovment section reveals that a higher
percentage of companies which advertise do include an
MPA as a requirement as compared with twentv years ago.
Certainly from the listed descriptions the colleges and
universities are attempting to £ill those needs by offer-

ing programs which provide bhoth technical and personal



training. '"hen we look at the courses, however, we find

that all programs have less than 20% of the student's
time focused on human resource manacement as an adminis-
trative skill. Yone of the catalogs explained why such

a small protion of the overall proaram was devoted to the
areas that were outlined as goals in the general descrip-

tion of the program.




HYPOTHESIS AND SCOPE OF STUDY



When T began my studies at Lindenwood College, I

began with the firm conviction that traditional graduate
degrees in business offered very little in the way of skills
I considered important to my own career as well as skills
important to others who are either presently serving as
managers or aspiring to become managers. The existing
programs offer some flexibility, but are mainly oriented

to a "nuts and bolts" approach. Certain course reauire-
ments were consistent from institution to institution, such
as: accounting, marketing, economics and finance which
weighed heavily in the required course area.

Since I have a strong background in all these areas
from my work experience, in addition to being an instructor,
I was more interested in developing essential "people
skills" that would compliment my present administrative
skills. After considerable discussions and revisions with
several faculty members, I managed to design and complete
a program that focused on human resource courses. The
gquestion arises, "Fow relevant to industry is such a course
of studv?" For me, it is sufficient to say that I have arown
hoth personallv and professionally, vet T would like the
experience to be shared with others, if it is valuabkle.
Rather than ask the narrowly defined ouestion, it seems more

approoriate to state as an initial objective:



1. Can a curriculum be designed that is relevant

to the reported needs of management in industrv.

Designing such a degree could have been accomplished
in a variety of approaches, but direct contact with in-
dustry seemed to he the most appropriate way to achieve
relevance. Since I planned to survey a large number of
companies scattered widely in the United States (the
highest concentration, however, in the Midwest) it also
became reasonable to attempt a compilation of data which
would give sufficient information to accomplish a second

objective:

2 To establish profiles of the tvpe of persons

“om

and companies which could bhenefit from such a

curriculum,




METHODOLOGY



A curriculum questionnaire (Appendix A) was designed

to receive feedback from selected companies. The guestions
were constructed to allow a simple check mark or number to
£i11 in blanks. The number of questions were limited so that
the questionnaire could be filled out in a minimum amount of
time. The participants received a cover letter which in-
cluded instructions for completing the form and were ad-
vised that thev could make comments when appropriate.

The sequence of guestions was prepared to solicit
demographic information first, such as type of business,
location of home office and branches or plants, number of

employees, number of employees per facility, number in

(0]

manacgement and number in management per department. These
factors were important in determining the various preference
differences when studying 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,
Masters or Doctorate degrees, and whether or not they em-
phasize hiring employees with Masters Degrees in Business

Administration. Since one of the nurpeses of the study



s to develop a curriculum, it was considered important to
fibare the preferences of companies which emphasize aca-
fiic achievements with companies which did not.

Three questions concerning management structure were
8d. The question to determine whether management was
jtralized or de-centralized helped to discriminate between
panies that had multiple facilities and those which had
Peoncentration of employees in one or two locations. It
l@s fortunate that this question was included, because very
BWw respondees answered the questions pertaining to multiple
facilities, number of employees per facility and number of
agement per department. The two remaining questions a-
bout management were concerned with how management was
osen (hired, promoted or both) and whether or not it utilized
@ management - by - objective philosophy.
The bulk of the remaining questions were concerned
With how the various companies went about the business of
Belecting and training both prospective employees and
Hlanagement. We could refer to those proagrams as areas of
IPSychological interest, or human resource programs. The
¥eason for the inclusion of these questions was to attempt to
determine the interests and preferences in curriculum of those
_eﬂmpanies which already administered in-house training and

Selection programs. The questions one thru nineteen were




designed to provide the information necessary to accomplish

the obijective: to establish profiles of the type of persons
and companies which could benefit from such a curriculum.
The final cquestion was different in format in that
it required the respondees to rank, in order of importance
to their companv, fifteen courses of study that could be
offered if a new deagree were to be created. The choices
were listed randomly so as to avoid prejudicing the par-
ticipant's responses. This question was designed to provide
the preferences needed to accomplish the initial objective:
can a curriculum be designed that is more relevant to the
needs of management in industry.

The selection of participants was not done randomly,

=

but chosen based upon specific criteria. The author assumec
that Lindenwood College may be interested in utilizing this
study to construct a degree which might be offered to in-
dustry. With that in mind one-half of all participants
were selected from the St. Louis Metropolitan area. Companies
were all publicly owned, categorized by size and type of
business. There were several companies that were competitive
with each other and similar in size. When that situation

was encountered a third company was selected bhased on
comparative size and similar industry. No concern was given

to location in that case.
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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 emplovees. It was thoucht initially that
the type of business would probably bhe more critical in de-
termining how useful such a degree would be than would size.
A company that manufactured a product would have fewer managers
per department and less need for training in people skills
than would a company in the service industry.

Also ignored were companies that are privately owned.
There may well be significant differences between publicly-
owned 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.) they 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 public
5.) some of the feedback can be verified.

Conspicuous by their ahsence were government agencies,
charitable institutions and educational institutions. The

author would caution against transferring any generalizations



concerning the results to other types of organizations. Time
and expense were limiting factors, so the study was confined
to general industry.

The method of contact was two-fold, involving both

a personal phone call as well as a mailing. Fach company
was called and the Director of Personnel was spoken to.
The conversation generally occurred as follows:

"Hello Mr. my name is Don Tabone, Manager of
the Regional Commodity Trade Department with Merrill Lynch.
I have the pleasure of attempting to desian a new collecge
curriculum hbased upon the interests and needs of industry.
I would like to send you a 20-question cguestionnaire that
does not require vou to write information but merely check
off some blanks, and rank 15 items in order of importance.
Nothing in the survey is proprietary and you can remain
anonyrmous if you wish. As far as I know, this is the first
time anvone is going directly to industry to ask what they
would like included in a Masters Degree. WWould vou he willing
to participate?"” Of the 78 companies phoned 77 said they
would he happy to look over the questionnaire.

After receiving a positive response the cover letter
(Appendix B) and questionnaire were mailed directly to the
person spolken to. The original letter stated a response

deadline of April 1st. The letters were coded for control



purposes (no companv names are used in this report). It

was a simple task to spot checlk non-respondees when the dead-
ine arrived and less than one-half of the companies that were
contacted had responded. Cfeveral of the non-respondees
were called and it was revealed that the cuestionnaires were
never received, sucgesting a problem with the mail service.
A new letter (Appendix C) was sent with an additional cuestion-
naire, including a new deadline of April 27th.

There were a multitude of comparisions nerformed hy
computer to produce the data analvsis. The following is
a martial list of calculations and statistical tests used
from a reference hv Robert H. Koenker (1961):

Chi Scouare - shows the dearee of diveragence hetween

observed and expected frecuencies.

Fischer's Fxact Test (t) - a test to discover if

a correlation showas a real (sicnificant) relation-
ship, or a relationshin due merelv to chance.

Friedman's Two-way Analvsis - a test desicned to

discover if a distribution is merely random or

significant.

Furtosis - refers to the peakedness or flatness
of a frequencv distribution as comnmared with a

normal distribution.



Mean - the averaace scores of a distribution.

Median - the middle score of a distribution.

Mode - the most frequent score of a distribution.

Muintile - anv one of five centile points (scores)

on into five parts.

('

wvhich divide a distribut

Snedecor's Test - to determine the siconificance

of the difference hetween the variances of two
arouns. ( F = Test)
Skevness - the tendancv of a distribution to

denart from svmmetrv or ralance.

The selections of tests were recommended hv Toward

Pogers, Phd. and Jeffrey Wides, Phd. Dr. Peogers is a
staff nsvcholooist at Malcom Nliss Fospital in €t. Touis.

Dr. Wides is a professcor at Southern Tllinois University

€

1 serves as ranacer of the Comnuter

at Tdwardsville anc

Services denartment.



RESULTS AND DIESCUSSION



Resnl+s and Discussion

The questionnaires provided comious quantities of data
which created a problem in both analysis and presentation.
In the interest of maintaining reasonable order, it will he
reviewed and commented on in this chapter while summary con-
clusions will be made in the final chapter. Some of the
information may not appear to be directlyv related to this
study, but was included to give additional background for
the conclusions.

There were 231 paces of computer print-out to peruse
and review, Time and space do not allow for all data to
be commented upon. The format will be to present and

discuss in order of cuestion asked.

N1 Tyvre of Business

The breakdown of companies by industry was as

follows:

TYPE MUMBER ¢ of TOTAL
Service o 149
Manufacturina 3l 408
TTholedale 1 ne
Retail 0 14%
Others 13 21¢

Totals 3 ]_m'n_g'_



Manufacturing accounted for almost one-half of the
'total companies surveyed due to the simple fact that
the selection process focused on companies which were home-
based in the St. Louis metropolitan area, and the bulk of
those selected were manufacturers.

Despite everv conceivable comparison test being done,
there 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.

02 Location

The breakdown of companies by location is as

follows:
Area Number 2 0f Total
Northwest 2 3e
Southwest 4 62
Northeast 14 22%
Midwest 42 672
Southeast 1, 29
Totals 63 160z

While a reasonable attempt was made during the selection

process to achieve a demographic bhalance the resultant im-



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 Northwest and South-
east macde 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 employees when compared

to the remainder of the country?"

Future Future

MBA Assessment Consulting Counseling
Midwest 17¢ 182 33% 17%
Remainder 35% 56% 67% 50%

The table above represents the percentage of companies
which responded positively to questions 12, 15, 17 and 19 which
were located in the Midwest as well as the remainder of the
country. The low level of positive responses seems to indicate
that the Midwest is relatively dis-interested in installing
programs to deal with 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.



Q3 LOCATION AND NUMBER OF BRANCHES

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.

04 NUMBER OF EMPLOYEES

The breakdown of companies by number of emplovees

is as follows:

Respondees 63 Ouintiles
Mean 28,458 235-1,300
Median 5,400 1,400 -3,900
Mode 10,000 4,000 -9,000
Minimum 235 10,000 -35,000
Maximum 401,000 35,000 -401,000
Totals 1,764 ;395

The question was considered, "What 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 employees. The positive responses
were then analyzed from questions 12, 13, 16, 17 and 19 in
an attempt to discover a breakpoint between a mild interest

and a strong interest.



33

MBA
Employees t-yes Employees g-ves
235-9,000 25 10,000-401,000 64
JET
Employees S-ves Fmployees g -ves
—_—————— ——
235-35,000 28 35,000-401,000 €4
WORKSHOPS
Employees $-yes Emplovees g-ves
235-1,300 50 1,400-401,000 92
COMSULTANTS
Employees $-yes Fmplovees ¢-yes
235-1,300 €7 1,400-401,000 92
COUNSELING
Employees t-yes Emplovees t-yes

235-35,000 24 35,000-401,000 55







We certainly have sufficient data to determine what

seems to be some important preferences and characteristics
of companies which probablv would provide the hest market.
Although the study had a disproportionally high percentage
of manufacturinog firms it appears that all tvpes of com-
panies are cood prospects. Size is more important, and the
minimum number of employees should be 1400 includina a
management of 163, The management could he either centralized
or decentralized, but would be both promoted and hired.

The company would be growing at a rate slower than 10% per
vear and have approximately 252 of its emplovees with
Bachelor Degrees and 6-8% of its employvees with Masters
Degrees. The company wounld also emphasize hirinca of nersons

wvho have earned Masters Degrees. They would have an assessment

program or want one, a junior-executive-traininc proocram or

want one, and an in-house career counselinc program or want

one. The company would be utilizine a management - bhv -
obhjective philosophy and administer on-going workshops. They
will have used consultants in the past and wish to do so in
the future. Probably the most important characteristic, and
the most difficult to identify (a speculation by the author)

is that they are open-minded, for it will recuire that open-

mindeness to recognize the value of a new deqgree.



Although it was not intended as part of the study to

verify whether or not the degree is appropriately named
(Master of Arts - Management Psychology) there may be some
evidence to suggest that the word "Psychology" may not be
acceptable in the title. The overwhelming percentage (95%)
of companies which do not emphasize the hiring of persons
who have a pschology background may be a clue as to how the
field of psychology is viewed by industry. Another indica-
tion might be the constistent low ranking of the course
titled "Behavior Modification" which is usually connected
with a traditional psychology curriculum. Perhaps the
degree could be titled Master of Arts - Management, What-
ever the degree is called, it hopefully will be relevant to

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



CRITIQUE



As the project progressed I hegan to realize that there

were several areas I could improve upon if I had the opportunity
to start over again. These areas are:

l. Number of participants

2. Selection of courses

3. Willingness to support a program

Initially I thought that calling 78 companies would
produce 40-50 respondees and the resultant data would bhe
sufficient to provide meaninaful analyses. The number of
respondees was 63 and I was especially pleased with their
willingness to answer over 90% of all guestions. However,
some imbalances in several cé%eqories did exist which limited
the number of conclusion that could be made. The most notable
shortcomings were in geographic comparisons, number of employees
and type of industry. It is my 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,
Northwest and Southwest. Whatever 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 mentioned earlier, and had at least five participants

under each heading. T believe that these changes would have
resulted in a better understanding of specific companv needs
and a better idea of the various markets for a program such
as this.

For the most part, I was pleased with the selection of the
curricula, but there were some notable exclusions. I am a
partner and sit on the Board of Advisors of a management con-

sultin

\Q

firm as well as presently serve as Manager for a large

h
=N
=t

nancial firm., The courses in the cuestionnaire were selected
from my own 16 year personal experience base plus the many
collece catalogs I read trving to put together a meaningful
curricula for my own degree program. If I were to include other
courses in a future study - they would be Labor Relations,
Attitude Struture & Change, and Motivation Theory - plus

several blanks to allow the respondees the opportunity to

add courses which would be pertinent to their company.

Finally, T would include the cuestion "Would you be will-
ing to support such a program if it were available?" 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 suggest whether or not the respondees
would recognize and support such a program. No such test could

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

solicit the information directly on the questionnaire.
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MASTER OF ARTS
MANAGEMENT PSYCHOLOGY
CURRICULUM QUESTIONNAIRE

Type of business: service
manufacturing
wholesale
retail
other
Iocation of hame office: northwest northeast
southwest midwest
south southeast
Iocation of, and number of northwest northeast
branch dffices and plants: southwest . midwest
(Indicate number) south southeast

e ————
-

Total nurber of employees in your company:

Average number of employees per facility:

Number of employees that are considered management or perform management
functions: .

Nurber of management persannel per department: 5
Managerment is: centralized, de—centralized.
Management is : pramoted, hired, both.

. Your campany's growth rate (percent) during the last ten years: »
Estimate for the next ten years: »

« Approximately what percentage of your employees have earned: Bachelor
Masters

Doctorate




AT

(page two)

poes your company emphasize hiring of those with Masters Degrees in
Business Administration (MBA) ? yes, no.

Does your campany presently have a fast-track or junior-executive-

training program: yes, no. Do you know if your company
plans to implement cne: yes, no.
Jl. Does your company utilize a management-by-objective philosophy : yes
no
Does your company presently have a management assessment program: yes
no

Does it plan to implement cne: yes, " no.

Does your company participate or sponsor in—sexvic:e training or an-going
workshops: yes, no.

Has your campany ever utilized a management consulting fimm: yes
no

Does it plan to do so: S, no.

3

. Are you increasing your emphasis in hiring employees with backgrounds in
psychology: yes, no.

, Does your campany presently administrate an in-house career counseling
program: ves, no. Does it plan to do so: yes, no.

If you were to design a degree in Management Psychology or Human Resources
based pmn your company's needs, please indicate the areas of concentration
in order of importance. ( 1 thru 15. 1 designates the most important, then
2, then 3, etc. thru 15 ) _

cammmnication methods assessment goal development
corporate structure sales training oonflict resolution
decision-making sales management creativity

problem solving behavior modification group dynamics
employee training caunseling techniques leadership pattems

I would like to receive a copy of NAME
the results of the survey.
COMPANY
ADDRESS

(optional)



levard, Clayton, Missouri 63105  (314) 862-5800

- -

Merrill Lynch
Pierce
S B | Fenner & Smith Inc.

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 produce degrees which are marketable. You may well be participating
in the construction of the first degree preogram designed as a result of
direct input of corporate requirements,

Most of the questions have been designed to be answered by a simple
yee/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 18 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., Please
attempt to have the questionnaire returned to me by April 1, 1979, I
must prepare a report to a Faculty Committee by April 6, 1579,

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



jevard, Clayton, Missouri 63105  (314) 862-5800

APPENDIX C Merrill Lynch
Pierce
FOLLOW UP_COVER 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 questionnaire. 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 praduce 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
yes/no or check. It is not necessary to comment unless you beliave 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 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. Please
attempt to have the questionnaire 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, Tabone
Manager

Regional Commodity
Trade Department
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APPENDIX D

Weighted Ranking of Curriculum

Course

Decision Making
Problem Solving

Goal Development
Communication Methods
Leadership Patterns
Employee Training
Counseling Technigues
Assessment

Conflict Resolution
Creativity

Group Dynamics
Behavior Modification
Corporate Structure
Sales Training

Sales Management

un

i

« L7

.983

017

.016

. 787

Median
15145
15.167
11:571
11.750

9.333

B.611



APPENDIX E

Curriculum Preference by Type of Industry

Service (9)

Problem Solving
Decision Making
Communication Methods
Leadership Patterns
Employee Training
Goal Development (T)
Assessment (T)
Conflict Resolution (T)
Creativity (T)
Counseling Techniques
Group Dynamics
Behavior Modification
Corporate Structure
Sales Training (T)

Sales Management (T)

designates tie

Manufacturing (31)

Decision Making
Communication Methods
Problem Solving

Goal Development
Leadership Patterns
Assessment

Imployee Training
Conflict Resolution
Counseling Techniques
Group Dynamics
Pehavior Modification
Creativity

Corporate Structure
Sales Training

Sales Management



APPENDIX

E "CONT"

Retail (7)

Communication Methods
Problem Solving
Decision Making

Goal Development
Leadership Patterns
Counseling Technicdues
Employee Training (T)
Conflict Resolution (T)
Creativity

Group Dynamics
Behavior Modification
Assessment

Corporate Structure
Sales Management

Sales Training

(T) designates tie

Other (13)

Decision Making
Communication Methods
Prohlem Solving

Coal Development
Leadership Patterns
Counseling Techniques
Creativity

Implovee Training (T)
Group Dynamics (T)
Conflict Resolution
Assessment

Behavior Modification
Corporate EStructure

Sales Training

Sales Management
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Curriculum Preference by

Northeast (13)

Decision Making
Problem Solving

Goal Development
Assessment
Communciation Methods
Leadership Patterns
Imployee Training
Counseling Technicques
Group Dyvnamics
Creativity

Conflict Resolution
Corporate Structure
Sales Training
Behavior Modification

Sales Management

Tl

18

Location

lwest (41)

Communication Methods
Decision Making
Problem Solving

Goal Development
Leadership Patterns
Conflict Resolution
Fmplovee Training
Creativity

Counseling Technicues
Group Dvnamics
Assessment

Pehavior Modification
Corporate Structure
Sales T

raining

Sales Management



APPENDIX ¥

llorthwest (2)

l. Counseling Techniques
2. Employee Training

3. Leadership Patterns
4. Goal Development

5. Decision Making (T)
6. Assessment (T)

7. Problem Solwving

8. Creativity

9. Communication Methods
10. Group Dynamics
11. Sales Training
12. Sales Management
13, Conflict Resolution
14, Behavior Modification

15, Corporate Structure

(T) designates tie

"coNT"

[p8 ]

i

ln-
1l1.

12,

Southwest (4)

Decision Making
Communication Methods
Problem Solving
Fmployee Training
Conflict Resolution
Assessment

Counseling Technigques
Goal Development
Corporate Structure
Creativity

Leadership Patterns
Behavior Modification
Group Dvnamics

Sales Management

Sales Training




APPENDIX G

Company Profile - Per Survey
Type - Manufacturing
Location - Midwest

Number of employees - 5400

Mumber in management - €99

Management is de-centralized

Management is promoted and hi{ed

Past growth rate - 10% per vear (sales)

Estimated future growth rate - 10% per year (sales)
Percentage of employees with Bachelor Degrees - 15%
Percentage of employees with Master's Degrees -~ 2.9%
Percentage of employees with Doctorate Degrees - 0.656%
Does not emphasize hiring persons with MBA Degrees.

Does not have a Junior-Executive-Training program.

Does not want a Junior-Executive-Training program.

Utilizes a management-by-obhjective philosophy.
llas a current management assessment program.
Does administer on-going workshops.

Has used a management consulting firm.

Does not emphasize the hirinog of persons with psychology
backgrounds.

Does not have an in-house career counseling program.

0



APPENDIX G "CONT"

Does not want an in-house career counseling program.
Five course areas most pertinent to corporate needs:
Decision Making
Communication Methods
Problem Solving
Goal Development

Leadership Patterns
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