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INTRODUCTION

Financial aid for .college students is almost as
0ld as institutions of higher education themselves.
Walter J. Greenleaf, speclalist in higher education
for the Federal Government, in his "Working Your Way
Through College" (19) has recorded the earliest ex-
ample of student employment in American colleges
when he cltes the case of one "Zachariah Brigden" who
attended Harvard College from 1654 to 1657, and re-
celved payment for hls services "ringinge the bell
and waitinge." The record reveals that charges
against him included "commones and sizinges," or
board, food and drink ordered from the buttery:
tuition; "Study rente and beed,® or room and bed;
"fyer and candell," or heat and light; while on the
credlt side of his ledger was ¥silver, sugar, wheatt,

malte, Indian (corn), hooge, and a bushel of parsnapes.*

.

Contrasted with thls record, Yale University
reported in 1938 that earnings by students from jobs
obtalned through university channels totalled
$321,000 for one term of elghteen weeks (21). Green-
leaf estimates that, 1n one year, two hundred students
from €11 colleges earned thirty-five million dollars,
Student employment has indeed become of age!

Today we find that colleges of the natlon are



feeling the effects of war in many ways. More
opportunities for attendinz colleges at partial
government expense are presenting themselves, while,

at the same time, for a large number of students,
part-time employment remains the only way by which
they can meet the costs of higher education. The day
when one became a "self-made man" through perserverance
is rapidly passing. Increased interest is being

shown on the part of faculty and administration in
finding part-time Jobs for students to enable them to

maintailn themselves in college.

As Newman warns, "it must not be forgotten that
the cost of obtaining higher education includes a
great deal more than tuition, books and laboratory
fees. A large percentage leave homes and they or
their parents must provide living costs at school."(10)
To bear witness of this fact, his studlies of em-
ployment problems of college students have shown that
approximately one-third to one-half of the youth
in colleges in the United States are working part-

time to supplement their incomes.

One of the most common methods of reducling hils
expenses 18 for the student to work for his board,
He can economize on clothing, live 1in a less desirable

room, and cut down on social activities; he can get



along falrly well with a minimum of books and
supplies; but adequate meals he must have if he
is to continue his studles satisfactorily and main-

talin his health and well-belng.

Most colleges and universlities offer some means
of employment whereby a student may earn his meals,
Dormitory food service, Union bulldings, Commons,
restaurants and hotels in nearby towns, fraternity
and sorority houses, co-operative houses, boarding
houses, even college health services may employ
students as part-time workers., This study 1s con-
cerned primarily with opportunities for the employ-

ment of students in residence hall food service.






PURPOSE OF STUDY AND DEFINITION OF TERMS

The challenge confronting the food service
manager of a college resldence hall food service
lies not in the produc tion of good food alone. There
1s an equally great challenge in the selection and
direction of employees to make each individual

a part of a smooth-running organization.,

Whether or not we recognize 1t as such, every
organized unit has its personnel policy. The purpose
of this study 1s an attempt to find out what policles
and procedures are used in certain college food
service unitse in the management of student employees
and to determine which of such policles and procedures

seem to be most satisfactory.

For the purposes of this study a personnel policy
wlll be taken to mean that group of principles
which those 1n supervisory positions follow in their
direction of student employees for & maxlimum of
efficiency. These policles may be in a written form,
or they may be recognized procedures for which there

is no formal or written statement.

A student employee wlll be considered as any
regularly enrolled college student who works 1n the
food service department primarily for his boerd. Both
men and women students who come under this category

are included.

Y






REVIEW OF LITERATURE

It is inevitable that the increasing emphasis
upon the importance of higher education would bring
with 1t concern over how a college education can be
made available to all who seek one. The literature
in this field will be reviewed here under the follow-
ing headings; first, the extent of student employ-
ment in residence hall food service units; second, the
personnel aspects of student employee management;
end third, studies that have been carried out in the

field of student employment.

I. The Extent of Student Employment in Residence Hall

Food Service.

Greenleaf (19) has asserted that walting on
tables 1s the most popular jJjob with the self-
supporting student. Grace Augustine (2) substantiated
his assertion in her study "Some Aspects of Manage-
ment of College Resldence Halls for Women," when she
found that in the colleges which she studled students
walt tables 1n 90 percent of those institutions em-
ploying students and wash dishes in 61 percent. The
four most typlcal positions for student employees in
the house and food departments are found to be walters
and waltresses, dish-washers, general kitchen workers,

and house cleaners.,



In the same study Dr. Augustine found that 96
percent of the 120 institutions co-operating in her
sfudy used student labor in residence and dining
halls. Harriet Hayes (6) reported that 98 percent
out of the 125 institutions which she studled

employed students in thelr food service departments,

The increasing need for financlal assistance
to students has made the employment of students in
dining halls a real factor in the management of
residence hall food service., Bryan and Zabriekie
(16) made a study of operating costs in educational
institutions, They found that a majority of
educational institutions employ students for short
periods, supplementary to full-time or regular
employees. Consideration has also been glven to
the economic, soclial and educational advantages of

student labor in thelr study with these concluslions:

"Economically, part-time employment 1is
advantageous to the student but not necessarlly to
the institution. Pald employees demand higher wages
but accomplish the work in less time, the time re-
quired for students being approximately 20 percent

greater than that for full-time employees.

"Socially and educationally, student employment

is of value primarily in institutions where all

-b-






students do a certaln amount of work. This tends

to dignify the common task, to establish correct
standards, to promote co-operation, school spirit
and democracy. It teaches correct procedures in
cookery, household englineering, and organization and

management ,*

They have gone on to add the following cautions:
"these results are only possible when a trained
and capable director 1s in charge, when demands on
time are falr, when a healthful attitude 1s shown
toward work, and when the point of view is, at all

times, educational,"

Robinson (22) has stated that two out of every
five persons attending institutions of college grade
are scholastic "hitch-hikers", working their way
through college. "They drive cabs and walt on tables;
they clerk, tutor and jJjerk sodas; they peddle spark-
plugs, scented soaps and subscriptlons to magazines;
they beg, they borrow and a few of them inevitably
steal, Two-thirds of their weking hours are spent
in feeding and housing thelr bodles; with what 1s
left of thelr time and energles they go through the
motions of etudying for a degree." Robinson evi-
dently feels that student employment 1s undesirable;
that it puts too great a burden upon the student to

maintain himself finsnclally.



II. Personnel Aspects of Student Employment

The most interesting part of living is
assuredly our human relations. Metcalf (26) reminds
us that "society 1s gradually becoming aware of the
immensity and complexity of the problem of recog-
nizing human values in work relations; whether in
an industrial or educatlionel field." Lloyd-Jones
(8), prominent figure in student personnel work at
Northwestern University, believes that progress in
personnel 1s dependent upon the discovery of new,
or the reflnement of old, methods for the observation
of the individual and his environment. She adds,
*theoretically nothing in an educational institution
1s an end 1in itself; but everything is there for the
sake of the student. Every requirement and every
opportunity finds i1ts Justiflcation in the contri-

bution it makes for the development of the youth,"

Certainly in a college set-up there 1s no more
vital personnel work than with student employees.
We find that personnel work is not only new, it 1s

of extreme importance.

A group of specialists in personnel work (27)
have defined perscnnel administration as "that phase
of management which 18 concerned with the effective
use of human beings in an organized enterprise --

business, governmentel, educationsl, or soclal.



It deals with human relations within the organization;
the relations between the worker and management, be-
tween the worker and his job, and between the worker
and his fellow-workers. By centering attention on
the worker's well-being, morale and capacity to

produce, 1t increases the effectiveness of management,™®

Teed and Metcalf (11), well-known authorities
in personnel literature, say, "personnel adminis-
tration 1s the planning, supervision, direction and
co-ordination of those activitlies of an organization
which contribute to realizing the defined ends of
that organization with a minimum of friction, with
an animating spirit of co-overation, end with a proper
regard for the genuine well-being of all members of
the organization." They agree that its success 1s
tested by its demonstrated or demonstrable abllity
to result in a more effective and economic application
of labor to production, or to forward all the aims

of the corporation,.

Today we read, hear and even bandy phrases
ourselves about the "morale" of a group. There is
an old adage to the effect that a “happy workforce
is a productive workforce.® This 1s more than a
"sentimental platitude;" it 1s recognized as one of

the basic principles of good supervision.






The creating and maintaining of a high degree of
morale in his working group could well be called

any executive's principal responsibility,

Halsey (21) has this to say about the develop-
ment of morale as a vital part of a personnel
policy, "morale in a business or industrizal
organization 1s an attitude of emotional readiness
which enables the worker to turn out more and better
work without increase in fatigue, which causes him
to enter enthuslastically into the activities and
endeavors of the group with which he works; and
which makes him less susceptible to outside influences,
especlally those which base their appeal on the
premise that management's sole interest in him is to
get all 1t can and to glve as little as possible in
return. It is purely emotional, in that it has to
do entirely with how the worker feels about his Jjob,
his supervisor, and his company, rather than with the
actual facts. ---But, and this 1s most i1mportant,
morale cannot be bought, or ordered, or reasoned, or
even persuaded into existence. It can be created
only by introducling into the work situation conditlions

favorable to its development,"



ITII. Studles in Student Employment

Even though the increase in student employ-
‘ment is widely recognized, the available studles
glving actual statistics are limited. A study
conducted at Ohlio University (30) in 1930 shows that
out of 2200 women students, & percent were entirely
self-supporting, 11 percent earned most of their
expenses, and 23 percent earned a smell amount to-

ward them.

Ohlo State University (10) conducted some
studies in 1935-37 which revealed that of 3061
employed men students, 600 did restaurant work at
the University or in fraternity or sorority houses

connected with 1it.

The Institution Management Department of Iowa
State College carried out a study in 1933 on "The
Administration of Student Labor in College Dining
Halls" (5), in which food service units in various
colleges using student labor were compared with the
systems in use at Iowa State. A high degree of

correlation in practices was found to exist.

Bryan and Zabriskie (16) studied student labor
in educational institutions and found that students
required approximately 20 percent more time in doing

tasks than regular full-time employees.

1






Enochs and Yoder (17) dld some comparative
studies of full-time and part-time employees in
hosonital work., They found that the degree of
efficiency was conslderably affected when part-
time workers worked along with regular, full-time
employees. The full-time employees seemed capable
of setting and maintaining a level of performance

which part-time employees could not attain alone.

-12-



METHOD OF PROCEDURE

A questionnaire was prepared and sent to
ninety three colleges and universitlies in the
United States. All land grant colleges were
contacted plus state colleges and universities
selected at random. Those selected were coedu-
cational and derived some of their support from tax

funds.

This questionnalre was designed to cover the
most pertinent points considered in the supervision
of student employees in residence heall food
service units. Informatlon was sought on such
points as ¢ types of jobs available to students in
food service units; how are student employees
selected; who does the hiring and discharging; what
1s the basis for selection, financial need, scholar-
ship, or what; how are student employees trained
once they are selected; how i1s the student employee
compensated for hls work; what records are kept
about the individual employee; are guest privileges
given student employees, such as "free" guests;
wnhat are the most common problems arising in working
with student employees. The form used was such
that checks, numbers, and short answers would suffice.
A copy of the complete guestionnaire 1s found in the

appendix.



Fifty-two collegzes and universities co-
operated by sending data concerning their particu-
lar policles and practices. This was a response
of 55.9 percent, Six of the replies contained
little or no usable information, due to war-time
plans, eliminatlion of student employees for the
present time, and, in one case, the closling of the
college itself, Wherever information was inade-
quate for clear interpretation, the data were not

used.

The data received were compiled and a blanket
tabulation made, with no college names appearing.
An analysis of practices was made, indicating those
practices and procedures considered "most

satisfactory" by food service managers.

142






COLLECTION COF DATA FROM QUESTIONNAIRE

A, Types of Jobs Avallable in Residence Hall

Food Service

As Greenleaf (19) has asserted, and Dr.
Augustine (2) substantiated, food service Jobs
rank among the most popular with the self-supporting

student.

The accompanyling charts (Charts I and II)
show the average number of students employed in
the various Jjobs avallable to men and women students;
this data being gathered from the questionnaire in

the present study.

The food service units responding to this
survey show an average per unit of 7.7 men student
employees serving as bus boys. The average number
of men employed for counter service 1s 10.3 students
per unit. It 1s possible that these two Jobs of
bussing and counter service overlap, as was

indicated in a few replies,

The average number of student walters employed
per unit was found to be 24.8, As several food
service managers pointed out in their replies, the
men students classified as "walters" are often
scheduled to other Jobs as well, That 1s, a so-called
waiter may also be scheduled as a member of the dish-

washer crew.
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While 10.6 men students per unit are
employed for dish-washer work, 5.8 are hired for
pot and pan washing. An average of 3.2 men students
per unit are employed for moopping and cleaning

work.,

Only one food service unit reported a student
employed for meat cutting. An average of 1.7
students per unit was reported for store-room work,
According to the information gathered, 1t is a
customary practice to employ a man student to re-

"lieve the storeroom man on his day off.

An average of 6.6 per unit was reported for
miscelleneous jobs. Extra help for special parties,
regular employees used as substitutes on Jobs

and head walters were listed in this category.

Women students employed in food service units
included an average of 13.2 students per unit for

counter service and 15.4 employed for waltress work,

Dish-drying requires an average of &.3 women
students., A few unlts reporting employ women
students for mending linens, walters' coats, and
so on, A few indicated that thelr practice in this
line now 1s to employ a full-time seamstress for

this upkeep work,

=18~






An average of 3.3 women students per unlt
are employed for sslad or pantry work, Office work
in the food service department employs an average
of 1.5 persons. Book and record-keeping, time-
keeping, scheduling and secretarlal work all come
under this category. It 1s interesting to note that
this 18 one of the few Jobs for which experlence

1s desired.

An averaze of 7 women students per unit are
employed in other classifications, the most usual
ones beling head waitresses and student assistants for

counter supervision,
B. B8electlon of Student Employees

The selection of employees 1s a vital function
in any organlzation., Yoder (14) has said,
"strictly speaking, selection refers to the negative
practice of eliminating from among all the candl-
dates considered for posslble employment those who
appear unpromising, It involves making a decision
as to which of a number of candldates for positions
are to be given an opportunity to work." A careful
selection will mean a lower turnover, better service
and a more co-operative working force. Metcalf (26)
says, "a sound selective procedure must take note of
many factors not revealed by tests; such as loyalty
to self and organizatlon, moral integroty, opower

of application and persistence."



1. Method Used - - Interviews are not
altogether infallible as a means of selection.
From the Des Moines Register (5) comes a word of
warning, "trying to read a man's character and
occupation from his face is a lot of fun, but it is

a game that has a lot of pitfalls."

The results of the present study show that
5.7 percent of the colleges and universities
responding use personal interviews as a basis for
selection, while 8.7 percent rely upon written
application and the personal interview is used by

32.6 percent.

2. Requirements for Employment - - Filnancilal
need was listed as a requirement for employment in
67.4 percent of the cases revorted. However, only
58.7 prercent reported that the student applicant's
financial need was investigated while 35.7 percent
indicated that proof of flnancial need was not

requlred.

In 60.2 percent of the colleges reporting, a
certain scholarship level must be maintained by
students if they are to continue in their work; this
level usually being indicated as a "C" average of
a "1.0", while 17.4 percent of the colleges replying
indicated that there was no check on scholarship

level as a criterion for work.,






Previous experience is apparently not
essentlial in obtaining Jobs in residence hall food
service., In 58,6 percent of the schools experience
was not required and 4.3 percent answered that
experlence for clerical, office, secretarial or
hostess work was desirable, No reply was made by

37.1 percent to thls part of the questionnaire,

References were asked for by only 23.9 percent
of those reporting and 30.4 percent indicated that
references were not required at all. The majority
of repllies indicated an indifference to references
since 45.7 percent gave no answer. When references
are given 30.4 percent are investigated while 36.9

percent are not.

3., Wno does the hiring and "firing"? - - In
52.1 percent of the colleges reporting, the manager
of food service does the hiring and discharging.
The diletitian in charge of the particular unit has
this responsibility in 43,4 percent of the cases.
This phase of student employment i1s handled by others
in 17.3 percent. Of the others, officlals who most
frequently handled hiring and discharging were Deans
of Men and Women, Business Directors of Residence
Halls, Boards of Control, Personnel Clerks, Super-
visors of Student Employment, and Food Service
Directors in charge of more than one supervisor or

dietitilan.



I, Outside work, other than school work - -
The number of hours of work a student may carry 1is
limited by 63 percent, while 34,7 percent have no
1imit. In 36.9 percent of the schools students
are not allowed to hold more than one job on campus,
but 63 percent do not limit the number of Jjobs he
may hold. However, meny of the colleges which re-
ported no 1imit on the number of Jobs held
indicated thet, as a general practice, Jjobs were
limited, but that war yeers had made 1t necessary

to modify the restriction on this,

Faculty advisors, deans, personnel directors
and counclls usually determine the number of hours

of work which any student employee could carry.

In a majority of cases reported (56.5 percent),
a specified scholarship level must be maintalned
of the student i1s to continue work, This has no
bearing on the previous statement that a certain
degree of scholarship must be had to admlt one to

a Job.

There 18 much to be said for limiting the amount
of outside work a student may carry in addition to
his regular school work. If hours of work are
limited 1t affords more job opoortunities so that
more students may obtain jobs. Aside from this,

there 1s a physiologlcal 1limit to what a person can do.






In other words, the amount of work anyone can do
succesefully 1s 1limited by his own physical make-
up, and when this 1limit 1s reaclied either his
studies or his work will besr the brunt of physical

overdoling.

As Angell (1) has stated, "filgures hardly
warrant the statement that self-sunport is an
asset to study. As a matter of fact, it 1s proba-
ble that the working students are slightly more
likely to be serious-minded than their fellows,
and hence meke a more satisfactory adjuetment in

spite of, aulte as often as because of, their work.,"

5. Is a physical examination required? - - A
phyeical examination 18 required by 80.4 percent of
the colleges co-operating in this study, which was
reported by the college health service in 7&.3
percent of the cases. The frequency of examination
varies from monthly, twlce each semester, upon
entrance to college and upon request of the manage-
ment, A few colleges require a State Food Handler's
Certificate for all employees in food service and

this must be renewed every six months,

Certainly at no place 1s a clean bill of health

more essential than in food service.

-23-



We would do well to make frequent physical exami-
nation & requirement in one hundred percent of our
units, Training and instruction in personal hygiene
end sanitary practlices should occupy an important
spot in the work of a food service director. Lack
of knowledge on the part of employees a&as to sanitary
measures in food handling can be eliminated through

instruction,

6. Is there any objection to employing members
of soclal fraternities? - - No objection or dis-
crimination was made against employing students who
were members of soclal fraternities in 78.3 percent,
while only 6.5 percent indlicated feelings ageinst
this policy. Food service managers reporting seemed
to feel that 1t was unwlse to have too many employees
from the same fraternity or sorority. The question
of how many constitutes "too many" was not clear,
eince there are advantages and disadvantages in having
several from one fraternity. There may be disad-
vantages due to social affairs or the group may be
inclined to form "cliques®, excluding the rest of the
employee group. Advantages come through this same
group feeling, since each of your employees 1ls less
inclined to take advantage of his friends by shirking

his own dutles.

-} T



The maln obJjection to employing students who
are members of soclal fraternities seems to be
that thelr employment prevents more needy students

from Job opportunities,
C. Training of Student Employees

The food service units in this study reported
that 62.5 percent have printed instructions availa-
ble to student employees. All of the instruction
is given orally by 32.6 percent. In 63 percent of
the colleges using written instructions, the
instructions were mostly of a general type, such as,
clothing requirements for the Jjob, locatlion of Jobs,
time requirements, methods of compensation, etc.,
while the rest have instructions for specific Jobs
such as, counter set-ups, operation of the dish-

washer, and other definitely defined working procedures,

A probationary term of training for new
students is in effect in only 25 percent of the
schools, No such probationary term 1s required by
71.7 percent, but in those cases, students who do
not learn and profit by their training are not kept

on as employees.

A basic personnel technique is educating and
training employees for the Job and for future develop-
ment., "Training programs are custom-built; no two

are alike," says Metcalf (26).



The establishment and maintenance of high standards
of practice should be regarded as of primary
importance by the food service manager. To insure
this standardization written instructions are de-
sirable., If one has clearly defined working pro-
cedures in printed form, the employee has something

definite to follow.

Emerson (4), in his "Twelve Princivles of
Efficiency," has stated that any undertaking run
without written standard-practice instructions is
incapable of progresslve advance; that standard-
practice instructions are the permanent laws and
practices of an 1ndustry. He goes on to suggest
that when the best practices of a plant are carefully
and systematically reduced to writing, progress
made 1s held and each indivicdual is able to understand

the whole picture and his own relationship to 1it.

Cantor (3) has sald, "individuals feel comfort-
able in each other's presence when they act more or
less alike. They co-operate when they feel that
what they are doing 1s what 1s expected of them and
that what others are doing 1s what they expect others
to do. You don't teach your subject; you teach

students.”

Friendly, adequate and skillful introduction

to the job pays dividends in service rendered.






Halsey (21) tells us, "more can be done in the
first few days to make or mar & new employee's future

than in weeks at any other time., "
D. Supervision of Student Enployees

The colleges reporting in this study indicated
that &0.4 percent of them had trained supervisors
to whom the student employees were directly
responsible; that in 69.5 percent of the colleges the
students were responsible to the dietitian; while
in 39.1 percent the business manager of residence
halls was in direct charge of student employees. In
some cases the dietitian was also the business
manager, A few indicated that these different

titles often belonged to the same person.

Others to whom the student employees might be
responsible were the dininz room hostess, head

walter, head cook and supervisor of student employees.

The food director who 1s successful in personnel
management today achleves success because she 1s
aware of the opportunities for guldance within her
own orgenization., When confronted with "behind the
scenes® experiences, a beginning student employee
will naturally question many of the procedures which
he observes, It is then that the suvervisor should
realize that leadership means giving help where needed

by the individual to overcome his work obstacles - -
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that leadershlp 1s not based upon the ability to
criticize, but on the ability to understand and to
help (14).

West and Wood (13) have stated, "it is
difficult to overemphasize the effect of good
organization of definite delegation (of work),
uniformly understood by all employees, on the ease
of staff supervision. The clarity with which the
lines of authority are presented, the definiteness of
asslgned responsibllity, through job analysls, and
the establishment of standards of work, all tend to

lessen the task of supervision."

Included in this task of supervision lies the
responsibility for developing group "awareness,"
that subtle something that welds the separate indil-
viduals on the emnloyee 1list into a working entity.
The growth or development of group awareness 1is slow,
but, once it 1s sufficlently strong, the character
of supervision chanzes, For years progressive
management has recognized the advantagzes of glving
employees greater opportunity to contribute to more
effective operation of an organization. This idea
of "consultative supervision" is gaining wide ac-
ceptance through the work of the Soclal Security
Board (20). Their plan is to improve operations of
a plant or organization through the co-operative

efforts of the management and the employees through



meetings of the supervisors with the employees

for the purpose of working out together improved

and simplified ways of accomplishing the work of

the unit. They report that the units using the plan
have found "increase in production over and above

that which can be attributed to the adoption of better

methods of work."

Whyte (29) warns the supervisor, "there 1s no
neat formula for successful suvervision, To reach
this zoal, the suvervisor must give as much thought
and effort to human relatlons as he does to food
costs and recipes. He must learn to observe others
and try to exvlain thelr behavlior to himself, He
must learn to withhold his moral Judgments and seek
understanding as his first objective. When sub-
ordinates seem to resist him, he cannot afford simply
to blame them for stubbornness, stuplidity or
laziness, Instead, he must welgh his own effect upon
them and learn to modify his behavior to win better

co-operation.*
E. Promotion

Promotions, as such, were revorted by 43.1
percent of the schools while 52.1 percent sald thet

they had adopted no system of promotion whatever,

In food service units the nature of the pro-

motion may be one of a number of things.
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Certain Jobs require students with abilities to
assume responsibility., Therefore, promotions may
be in the form of Jjobs with more resvonsibilities
attached; such Jjobs as head waltrees, head walter,
or dishwashing supervisor may be considered here,
Other recognition comes through an increase in pay,
although this 1s usually set by college administrative
policy and 1s a uniform procedure and not always
based on metlit., Most food service people reporting
in this study were of the opinion that promotions

in student employee Jobs usually had as thelr basis
"Just honor", indicating that many promotions recog-
nized superior abilities in name but that there was

no additional money or other remuneration possible,

Promotlions were based mailnly on length of
service and performance of the jJob, although attitude,
personality, avpearance, adaptabllity, punctuality
and the llke were consldered factors. Recognition
of high quality of work performed increases the

efficlency of the worker,

Many of the Jobs held by students in food
service units are naturally monotonous., Likewlse,
there are few Jobs avallable which can be con-
sidered superior so that placement on such a Job

may be called a "promotion."






Many times the Job itself demands open time at
certain hours and the student with these hours
avallable will be scheduled for the job. In this
respect 1t 1s hard to have any uniform system of

promotion with which to glve added work incentive,

However, every employee who does his work
satlisfactorlly and malntalns a desireble attitude
toward his work is entitled to some recognition.
This may satisfactorily assume the form of commen-
dation, since approval and anpreciation for a Job

well-done is desired by all,
F. How 1s the Student Employee Compensated?

The average rate per hour pald men student
employees in this survey was found to be 43 cents per
hour and for women students 41 cents per hour. Charts
and tables showing frequency distributions of wage
rates for men and women student employees will be
found on pages 32 and 33. The most common wage rate
for both men and women students was 40 or 50 cents

per hour, that 1s, these two rates occurred most often.

A student employee, according to the definition
used in this study, 1s any regularly enrolled
college student who 1s employed in the food service

department primarily for his board.



YNOH Y3d 31vy

Y9 65 bS 6V vP 6t vE & v2Z O

AL

5 b

S3I3A0IINI  1IN3ANLS NIANOM Y045

n

AON3INO3Y 4

o

Gl

4nNOH dY3d 31vHd

SIN3D 9 65 ¥S 6V v 6t vt 62 ¥2 6l

1 |

cl

S33A0dWN3 LN3QNLS N3IW YOd

S31lvyd 3IOVM 40 NOILNGIY1SIA ADN3IND3IYA

1YVHD

n

ADN3NO3Y 4

=]

Gl



TAZLES I AXD II

THE AVERACZE WASE RATE PER HCUX 70 STUDINT

EXPLCYEXS IN RESITENCE HZALL FOOD SERVICE

For ¥en Student Emnployees:

‘Waxe Rate | rrequency Product of
(cents) Variates

22 1 22
25 1 25
30 > 90
5 2 79
g 2 76
0 12 L&o

TS 4 120 1
Lg 1 Lg
50 11 80
5 2 110
£2 1 5%
Lo 1709

1709 « 40 = 42,7 or 43 cents ver hour

For Women Student Emnloyees:

Wace Rate | Frequency Froduct of
(cents) Variates
23 2 75
32 4 120
; 35 4 140
2 3 144
0 10 | Loo
L3 1 L3
45 4 120
50 i g 400
5 1 °5
58 1 oL
39 1615

1515 « 39 = U41.4 or 41 cents per hour
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The colleges reporting showed that 47.8 percent of

the students employed were pald in money alone while
23.9 percent recelved board as compensation, Nearly

2% percent pald student employees through a combinatian

of money and board.

One college saild that 1ts usual procedure
was to glve the student full board in return for
definite hours of work, plus one dollar per week

bonus if there had been no tardlness during the week.

In the present study, where the student employee
is compensated by money alone, board is deducted
from his college bills in 21.7 percent of the cases,
while 23.9 percent sald that the student recelived
money payment out of which he 1s expected to vay hils

board bill.

There are several ways by which student employees
in food service are compensated. In their study
"Student Labor in Educational Institutions", Bryan
and Zabriskie (15) found these methods of payment
most commonly used:

1. A specific rate in cash per hour,

2. Meals of definite value in return for time

worked,

3, Time check of definite value applied on

meal bills,

4, Room in return for time worked,

5. Credit in Home Economics courses.

They also found an increasing tendency to pay a defi-

nite rate in cash for a specified time, the most

B 1






frequent rate in thelr study belng fifty cents per

hour,
G. Time and Record Keeping

A record of the time put in by student employees
1s kept by 91.3 percent of the colleges reporting in
this study. Of these, 45.6 percent use a time clock
of some accurate system of checking time. In 45.6
percent of these schools, student employees are re-
quired to report their working time to the person in

charge,

Only 23.9 percent of those answering the
questionnaire sald that student employees were re-
quired to do a speciflic amount of work to earn their

board,

Employment records are kept by 76 percent of
the colleges reporting, while 17.4 percent keep no

records of student employment,

The importance of keeplng adequate personnel
records cannot be minimized. The form of these
records should be such as to give information con-
cerning the employee at a glance., His attendance
and punctuality on the jJob, his general appearance
and attitude, how well he carries out instructions,

Bis ability to get along with his working group,

_ZE.






how he responds to criticlism, the lenzth of time
that he 1s employed, advancements made; thnese, and
many other items make a valuable record for refer-
ence, It 1s quite possible that the student
employee's job 1n college 1s the only "experience"
he can 1i1st 1n applying for later work, If a
manager has a record of performance while he was

employed, she 1s prepared to write helpful references.
H., Limitations on Food

One hundred percent of all colleges reporting
in this study sald that student employees recelve
the same type, quality and esmounte of food as 1s
served in the resicdence hall dining room. A few
explained that, in reality, the student employees
usually received more than the residents since left-
overs were freguently put out on the "early® line
or the student employee cafeteria line and could be

chosen 1n additlon to the regular menu.
I, Absences, Tardinesses and Substitutes

The occurence of absences, tardinesses and
substitutions on the job increases considerably the
problems of supervision. Colleges reporting in the
present study eallow excused absences varying from
zero to five per month. Many revorted that they had
no definite rulings on excused abtsences and that

such absences very with the individual and his reasons,






Responses to the questlionnalre indicated that
£2.1 percent suspended stucent employees from work
for tardiness or unexcused absence. A warning
usually precedes such susvenslon, Repetition of the
offense means dismissal in S4.3 percent of the cases,
The number of offenses veried from two to six, de-
vending uvon individual attitudes and the reasons
for absence or tardiness, Some attempt 1e made to
welgh individual cases and not have hard-and-fast

regulations which lack flexibility.

In 60.8 percent of the colleges revorting,
dismissal from one food service unit means that the
student employee 18 not hired in other units on
cempus under the same management. A few managers
reported that they handled this phase of management
through an "honor system", but that a scarcity of
workers the past few years has made the establish-

ment of any definite policles difficult.

In 8.2 percent of the schools reporting
student employees are allowed to have occasional
substitutes on thelr Jobs. The number of substitutes
a student employee may have each month is limited
by 19.5 percent, this restriction varying from two

to four or five substitutes for a one month perlod.
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In t4.3 percent no limit 1s placed on the number

of substitutes the student employee may have,

In 63 percent of the schools substitutes are
required to "train in" for most of the food service
Jobs. The "training in" usually consists of a short
period of training for learning the basic funda-
mentals of the Jjobs in which they expect to
substitute, It may be two or three meal-times of
service where the prospective substlitute works with
a regular student employee to become a little
acquainted with the Job, Food service managers
answering the questlonnalre were especlally desirous
of having well-trained substitutes in responsible

positions, such as head waltress or dishwasher,

It 1s difficult to formulate any definite
policles on sbsences, tardlinesses and substitutlons
on the jJob. The loss in efficlency when a compara-
tively untrained person takes a regular student
employee's place, the increase in dish breeskage, and
the break in the group's working harmony tend to make
the Job of supervision more difficult. To balance
the disadvantages of having substitutes, there are
some advantages., Nost of the students who are "subs"
do the substitute work with enthusiasm and a hope
that they will get a permanent Jjob in the unit.






Substitute work provides excellent tralning for the
student and opens for the manager a new avenue for

gelectlion of student employees,

In the matter of absences and terdinesses, it
1s difficult to determine how many should be permitted.
The 1mportance of belng on the Job on time cannot
be emphasized too strongly in working with student
employees in food service. It is the obligation of
the food service department to serve meals on time,
When a student employee is first employed in the
department Le should clearly unéderstand his part of
this obligation, Scheduling of student employees 1is,
at best, a problem, end hls co-operation in carrying

out his schedule to the letter 1s essential.,
J. Handling of Student Employee Grievances

Policlies that tend to improve or develop morale
are, in a measure, means of preventing or settling
employee grievances. In the present study several
met hods were sald to be used in settling the grievances
of student employees. As was expected, the means
most frequently employed was personal conference
with the menager of the food service unit., The
student employee group is usually small enough that
1ts members feel free to come directly to the

supervisor,



Often the problem 1s such thet a group conference

of the workers 1s advisable, the problem being worked
out through this method. Sometimes it is merely a
schedule adjustment, unimportant in relation to the

whole system, but vital to the indilvidual concerned.

Several methods of handlinc employee
grievances were revealed in the answers to the
cuestionnaire. Monthly meetings, boards of control,
student leaders elected from the group, regular
counselling, meetings for "heart-to-heart" telks,
and transfers to other Jobs were all suggested as

workable meens of settling problems of student employees,

In £2.1 percent of the colleges reporting, it
was stated that some staff member was specifically
responsible for listening to and caring for
grievances. The dletitlan or manager of the

particular unit was usuelly the person responsible.

Only 21.7 percent reported that student
employees were instructed as to the procedure to
follow in alleviatinz a grievance, On the other hand,
47.8 percent sald that no information of this kind
was given student employees. The attitude reflected
here seemed to be "why anticipate them, they think

up enough on their own, " as one answer put it.
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This kind of policy seems wrong since in our
business one should sgrive to maintain group
awareness and co-operation., In most ceses the
grievance may be settled rather easily. It 1is
often the result of simple misunderstanding and
becomes serlous only when neglected. Obviously,
therefore, the wise course of action is to provide
means of immedlate recognition and speedy adjust-
ment., No one can be expected to show enthusiasm
for his work if he feels that the management 1s
against him, that he is mistreated, and that he has

not been given e falr deal,

As Hoslett (22) tells us, "we are all prone
to give advice, to settle the other fellow's
problem on the baslis of what we would do; not
reallizing that he looks at the problem through a
different set of eyes, that he has a different
background, education, mental ability.and morals

from our own."

Whyte (29) substantiates Hoslett's opinions
when he says, "a supervisor can best show his
interest by becoming a receptive listener, by en-
couraging the workers to talk out thelr problems.
This is important in any industry. It 1s essentlal

in the restaurant."
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K. Breakage

In 28.2 percent of tlre colleges revorting in
thlis study 1t wss sald that there was some report
of dish breskage made in their food service depart-
ments, while 63 percent seid that no report was made.
In 30.U4 percent of the colleces keeping records,
breakage 1s reported to the persons in charge and
19.5 percent have the breaksce recorded on charts

designed for thils purpose,.

Answers to the questionnaire showed that &4.,7
percent of the schools do not charge individuzls
for dish breakage incurred by them, except in a
few instances where the breakage was due to extreme

carelessness,

The practice of keepling student employees
aware of the expense involved in breaskage wes
aoproved by S4.3 percent. Employees are kept aware
through price lists posted at strateglc polnts and
through inventorlies of breakaze with coet of re-
placement, Some food service managers reported that
records of breakage and accompenying costs were

kept "spasmodicelly."

Breakage and replacement of same 1s an im-

portant item in the 1institution budget.
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Dishes sulteble for the hard usage which an
institutlon glves them are expensive and 1t be-
hooves managers to keep thelr employees awere of this
fact. Definlite regulations as to the number of
dishes of various kinds to be stacked on trays help

to prevent breakage from overloading,
L. Coats, Uniforms and Lsundry

Waiters' uniform coats are furnished for men
student employees in 7&.2 percent of the colleges
revorting. Only 43.4 percent furnish uniforms for
the weltresses. The cost of laundering walters!
coats 1s pald by 73.9 percent of those reporting,
while 60.& percent pay the laundering cost of

waitress' uniforms,

The number of coats or uniforms laundered each
week varied from twoc to four or more for each

person,

This study shows that 1t 1s a falirly common
practice for men employees to have walters' coats
furnished and leundered. Uniforms for waltresses
are supplled less frequently, but the cost of
laundering 1s usually borne by the institutlon,
though, in general, more institutions launder men's

uniforms than women's,



When an institution does furnish the uniforms
which 1t requires employees to wear, it has better
control over the appearance and upkeep of the uniforms.
They may be withheld from use when in need of re-
ralr or when tHey have reacred the point at which
they should be discarded. Like uniforms make a
more attrasctive dining room or counter., Furnishing
uniforms for employees means additional expense in
the purchase, upkeep and 1ssulng, but 1t pays

dividends in appearance on the Job.
M. Separate Dininy Room for Student Employees

Of the 45 collezes reporting usable infor-
mation, &4.7 percent have no separate dining room
for student employees. They eat in the rezular

dining room which house resldents use,

There are one or two definite advantages for
student employees when they have a dining room of
tnelr own., It 1s much less formal and the student
employees are usually allowed to smoke in thelr
own dining room. On the other hand, from the stand-
point of supervision, having student employees
eating in the main dining room makes 1t easler for
the manager. She has a better opportunity for
checking 1f students are not on the jJob on time; 1t
saves time and energy for her in locating the errant

employee and getting him on the Job.

I



From the standpoint of courtesy and table
manners, eating in the recular dining room has
distinct advantages, There 1s almost always as
appearance oI hurrying on the part of the student
employee. His time for eating and for work 1is
limited. Haste has a tendency to make him forget
his table etiouette. It has been the observation
of the writer that, when student employees eat in
the regular dining room, there 1s a definite im-
provement in manners at the table and with thelr

fellow-workers,
N. Time of Eating for Student Employees

Of the colleges renorting in this study 76
percent have a speclal time for student employees
to eat. An eerly line is opened by 82.6 percent
for student employees, where they eat before work-
ing their scheduled jobs., A few are necessarily
scheduled to work early, so that they cannot eat

with the "early" 1line.

The one blg advantage in having employees eat
early is that i1t frees them for the work perlod.

It helps to remove the temptation to eat whille on duty,
O. Guest Privileges

In the present study 56 percent allow student

employees to have guests,



The percentage of those who charge a recular guest
rate for employees' guests 1s 60.2. Althoush 20.4
percent allow no "free" guest privileces, a few
stated that, 1n case of one or two members of the
immedlate family vielting, the student employee
mizht be allowed to entertain them free of charge.

This practice is definitely in a minority.
P. Turnover of Student Employees

The lenzth of service for student employees
varled from one month to four years. An average
of two years was reported most frequently. However,
gseveral managers respondinz to the cuestionnalre
added that tne past few years were hardly 1indicative
of a general trend, especlally for men students,
since military service who made it necessary for
many to leave school who would have continued

working, if 1in echool,.

In the present study &€8&.2 percent reported that
most student employees worked the entire school

year (September to June).

The most common causes for resignation from
Jobs on the part of student employees were: draft
calls, leaving school, too heavy schedules, moving
into fraternities or sororities, graduation and too

much money,
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In the past few years they were able to earn in a
summer almost enough money to see them throuch a
school year, therefore had less need of a jJob

during the school period.

It was interestineg to note that the most
common cause for discharge of student employees
was chronic tardiness or absenteelsm, As has been
sald earller, 1t 1s 1mpossible to overemphaslize
the importance of belng on time and adhering strictly
to schedule in food service work., Other common
causes for dlscharge were: indolence, poor work,
lack of co-operation, dishonesty, inefficlency,
lack of dependability, shirking and fallure to follow
schedules, misbehavlior on duty end not seeing the

Job through.

By "turnover" 1is meant the "extent of shift
and replacement necessary for the malntenance of
the work force" (22). While some turnover is
desirable for bringing in new employees, high
turnover 1s a source of serious problems, It re-
quires that more time be Spenf in selectlon,
training and supervislon of the new employee; with
an accompanying loss of efficlency in the work-
force while this process 18 going on., Some turnover
is unavoidable and a certaln amount even desirable,

but, as a general rule, a high turnover of employees -
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whether vart-time or full-time - 1s costly to the
manazement, 1s wasteful, and 1s a serious obstacle

to full utilizatlion of avallable work forces.

Q. Tyve of Service Used and Number Served Per

Student Employee

In the present study, the data rathered from
tals part of the questlonnaire were inadecuate in
moet ceses for clear intercretation, The filcoures
used nere were taken from twenty-one of the revlies

whlch gave usadle Information.

Taoles 3, 4 end 5, vpazes 49, £0 and £l show
tne frequency Glstribution of these twenty-one
collezes, resultinge in an average of 16.4 resldents
per unlt served ver student ewmployee at breakfast;
12 served per student employee at luncheon; and 15.4

served per student emnloyee at dlnner,

The figures for teble service are very in-
adequate., Only four reolies provided data on this
phase. The averagce number served per student
employee ver unlt in these four cases was 16 both noon
and nizht. Several managers replylnz to tne questlon-
naire indicated that they were still onerating food
service under over-crowded conditlons end war-time

restrictlons,
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TAZLE V

FREQUENCY DISTRIBUTION OF NUYEER Sr2VED PrR STUDENT

EXPLOYEE AT DIXNER (Cafeteria Style Service)

Number Served Freouency Product of
ner student Variates
emnloyee _

Z 1 g

° 1 Q

10 2 20

12 2 ok

14 1 14

15 2 30

16 4 3

12 b 72

2 2 4o

24 1 oL

30 1 30

2l 335

335 = 21 = 15.4 residents served
per student emnloyee at dlnner
cerved cafeterlia style,.



Normally, they sald tnat they would ve havine
dinner service at nizht and sote at noon, but that
circumstances at the nrecent tire nrohibited this

nractice.

In their study in 1931-32, Glelser and Guthrie
(5) found trat the averare number served ver student
employee wiere table cervice was used was 16 to 17
versons, The avera~e number served vner student

employee in cafeteria service was LO vpersons.

R. Advantaces end Disalvantares of Student
Empnloyees

The relative rate ner hour for full-tine
employvees 1s hicher than for student employees,
In tkis study tge averace rate ner hour for student
employees (men and women) was 42 cents ver hour; wvhile
the averacse rete for rezular employees.dcinz the
sane tyne of work was 4& cents ver hour, usually

plus full board. Table 6 on nare 53 shows frequency

distribution of wacre rates for re-ular employees,

In interpretinz the averare coet per hour of
student employees and rercular employees, one should
bear in m'nd the findings of Bryan and Zabriskle
(lé) that student emvloyees require 20 percent more
time than recular employees to do the same amount

of work,
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TA3LE VI

COMPARATIVE WAGE RATE PZR HCUR FOR REZZULAR AlD

STUDENT EMPLOYEES

For Resular Emnloyees:

Rate per Frequency Product of
Hour {(cents) Variates
>0 3 99
33 2 66
Eo 2 12

0 3 120
4o 1 Lo
45 4 120
4y 3 141
49 1 49
50 g 400
E2 1 52
£3 1 53
) 2 120
65 1 65
70 1 70
15 1 15
oZ 1 98

21 1769

1769 & 37 = 47.8 or U4& cents per hour
average for recrular employees.

For Student Employvees ( For detall, see Tables I

and 1II, Page 33)

Avg. Rate per
hour (cents)

Men Student Employees 43
Women Student Employees 41
&L

g4 = 2 = 42 cents ver hour average
for student employees.

N =0 S




Of the colleges answering the questionnalre,
75 percent sald that from the standpvoint of versonnel
manazement they preferred full-time employees to
student employees. Only 13 percent stated a
preference for student employees, and the remalnder
sald that in residence hall food service there was
a place for both full-time and student employees,
The chlef reason stated for preferring full-time
employees was that 1t tskes less fime for tralning
and supervising., As was stated above, student
emnloyees take 20 percent more time to do a
comparable amount of work as 1s required by full-time

employees,

There are certaln advantages to the food
service manager in employling students. Student
employees are a source of labor which 1s almost
always avallable. Student employees give the manager
a valuable contact with student 1ife for, as Gibbs
(18) points out, in managing residence halls, it is
hard to tell where the manager's job ends 2nd that
of a soclal director begins since so many of the
problems have a decidedly “"personnel" aspect., Students
have free hours available at the time when they
are needed in food service. Filnally, employing
students helps to maintaln a high standard of

personnel,



Among the disadvantazes of employing students
are the increased problems of tralning and super-
vision. Part-time employees, whether students or
not, regulre more checkingz and supervising than
full-time employees. Students are in school
primarily for study snd thelr class schedules and
outelde activities are contlinually interfering with
work schedules. Too often thelr work 1s hastily
and indifferently done. There 1s often an attitude
that the Jjob 1s temporary and does not matter., It
has been stated 1n the responses to the question-
naire that they "take too much for granted," "have
too divided interests," and are "unadulterated
nulsances from a management viewpoint." It was also
stated that student employees "expect parental
favors," which 1s not clear as to meaninz. The
prcbebility 1e that studente expect the attention
and concessions from the manager that parents usually

bestow upon them at home,
S. Problems Arising for Student Employment

Several problems were listed by food service
managers as being "most common" in student employ-
ment., Those most freouently mentloned were cless
schedules (classes at hours when students are needed

for work), extra-curricular activities, accelerated
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echool progrems crowding too much on the studlent,
carelessness with proverty, laxness in work and too
many excuses, Lack of femiliarity with sanitery
measures and sanitastion in food service was
mentioned freguently as a oroblem, "Green" help and
faillure of student employees to accept the problems
of the unit elso pley an imnortent role in success-

ful student employment management,

Ansvers to thils part of the questionnaire
showed that 58.6 percent thoueht that many of their
problems could be elimlnated through a more careful
selection of student employees. The blg drawback to
this in recent years has been the shortage of men

students from which to choose good employees.,

In reply to the question as to whether thelr
oroblems could be lessened throuzh a "governing
board® or like orgenization within the student
employee eroup, 54.3 percent sald no. They felt
that groups of this kind were often too slow in
taking action. A few indicated that thls was probably
a good practlice provided that there was a staff
member trained in personnel management who was ac-

quainted with the functionings of such a board,

T. Guidance and Counsellinc Phase of Student

Employment

Some attempt 1s macde to 1dentify and adjust



versonal difficulties of student empnloyees in

73.9 percent of the collecses. The results were
generally conceded to be good. Such interest in
the individual encourages him to do a better Job
and leads to improvement in appearance and manners,
A few managers renorted thet the effect of personal
interest was hard to Judge objlectively. One
reported "any speciel attention given usually leads

to more demands."

Fersonal conferences for informing student
employees of thelr strong noints as well as thelr
deficiencies are held by 82.5 percent. The food
service manager of one college renorted that each
student employed there was scheduled Zor a regular
conference of this kind two times each semester and

that the good effect of tnls was unmeasurable.

In 30.4 percent of the colleges reporting, it
was felt that conferences of thls nature had a
definite effect upon the number of students dis-
charged for inefficlency, but a majority declined to
comment. Menagers in 54.3 percent felt that a
system whereby personsl interest 1s shown in the
student employee has a good effect upon his

standards and performance of work,

Student employees are given opportunitles to

assume responsibility for teas, schedulinz and the



like by £2.1 percent, while 32.1 percent offer no
such training. The comments on student reesvponse
to this kind of responsibility were: "good,"
"believe 1t should be encourazed," "makes themn feel
more a part of the organization," "increases the
polse and efficlency of workers," "most of them
respond eagerly, depmending uvon tre individual,"
and "they appreclate actively thne confidence thus
shown in them." We must bear in mind, however,
that, without doubt, students selected for
responsibllities of thls kind are ones carefully
chosen and groomed for the Job, and are probebly

not the "run of the mill" type.

The food service manager occupies a rpther
unique position in versonnel management. She 1is
the "boss," but, at the same time, she 1s the
confidante and counsellor of many youngz people in
her charge. Hunter (21) says that resicence hall
managers should recognize the problems the young
student faces away from parental supervision, and
that she should be able to advise on soclal conduct
1f the occasion arises. She needs to be well-
trained in 8ll pheses of institutlion and personnel
managemnent. Yoder (1l4) recommenés that we bear in
mind at all times "one large aspect of personnel
control 1s and must continue to be concerned with

the identification and measurement of distinctive



indivicduel differences and the adjustment of non-

pathological versonal difficulties and grievances,"

The opportunity to participate in the planning
and decision-making chouléd be given student
employees. The supervisor needs to take advantage
of every opportunity to brinc the emplcyee's
point of view to nroblems pertaining to his work,
What does every employee want? Cantor (3) has
listed four basis wants, namely: security in his
work, recozgnition on the part of others that he 1s
doing his Job well, a feeling that he 1s an
important part of a group - that he "belongs", and
a chance to exoress himself in some way, to do

something in hls own peculiar weay.

Morale has been referred to as "an attitude
of emotional readiness" (21). The suvervisor of the
food service unlt does much to estsblish and main-
tain the morsle of her student employee group.
Urwick (12), Director of the International
Nanagement Institute, held at Geneva in 1943, has
this to say about morale: "it is brittle,
sensitive stuff, the spirit of any good undertasking.
When 1t is good it 1s unmistakable, when it 1is
bad 1t 1s a chokinge fog, which undermines the
courage and stifles the efforts of even the best

men and women among the personnel,



It 1s destroyed only in the face of continued

unfair treatment."

Masoun (25), Assoclate Professor of Human
Relations at Macsacnusetts Institute of Technology,
amplifies Urwvick"s convictions when he states:
"Without good executive and supervisory example,
1t 18 useless to expect zood results from the
emnloyees. A supervisor or executlve gives a
pattern of acceptable conduct in everythling that he
doee end ceannot turn his influence on end off
like a faucet, or lster repnucdiate what he has done,
The way he uses or abuses his ovrivileges gives the
other peovnle in the company a measure of his
stature as a man, There 1s no such thing as a good
crew or a bad crew; there are only good leaders

and bad leaders."
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SUMSARY

A questionnalire was prepared and sent to §3
colleres and universities askins information con-
cerning thelr administrative policles 2nd pro-
cedures in the management of student employees, A
summary of findinss of the 446 guestionnaires returned

follows:

A, Types of Jobs Avallable in Residence Hall Food
Service,.

1. An averace number of 7.7 men students ver unit
serve 8s bus boys, 10.3 are employed for counter
service, 24.& serve as walters, 10.5 serve as dish-

- washers, 5.8 are employed for pot and pan weshing,
3.2 are engaged in cleaninz and mop»nin> work, 1.7 are
employed for storeroom work, sasnd there are miscella-

neous Jobs employing 6.5 men students per unit,

2. An average number of 3.2 women students per
unit are hired for counter work, 15.4 are engaged in
waltress dutles, &.3 ere employed for dish-drying,
3.3 are engaged in salad or pantry vork, 1.5 are
employed for office work in the department, and 7 are

employed for mlscellaneous Jobs,

B, Selection of Student Employees

1. Selection 1s based on personal interview by
5&.7 percent, &,7 percent rely upon written appnli-
cation, and 32.6 percent use a combination of the two

met hods,



.



2. Financlal need 1s a requlrement for selection
in 67.4 percent of the cases, elthouzh the need is
investicated in only £2.7 percent, A scholarship
level of "C" or better must be attained in 62,8
vercent of these schools. Previous exverience was
required for office work only. References are asked

by 23%.9 percent but are usually not investircated.

3. In 52.1 percent of the colleres studled here,
the manager of the fodd service hires and discharges
student employees. Tne dletitian in charge has this

responsibility in 43,4 percent,

4, The number of hours of work a stucent may
carry 1s limited by 53 percent. Students are not
allowed to hold more than one Job on campus in 35.9

percent,

5. Physical examination is required by 0.4 per-
cent of the colleges for students employed in food

service,

6. There was no obJjectlon to employing students

who are menbers of soclel fraternitlies by 7%Z.3 percent.
C. Traininz of Student Employees

1. Printed instructlons for student employees
are orovided by 62.5 percent. The instructions are of

a general type 1n 43 percent of the colleges.,



2. A probationary term of traininz is in effect

in only 25 percent of the schools,
D. Supervislon of Student Emnloyees

1. The student employees are directly resnonsid
to tralned supervisors in 0.4 percent of the

colleges,

E. Promotion
1, Promotions, as such, were revorted by 41,3
percent, while 52.1 percent sald that they had no

system of promotion.

F., How i1s the Student Employee Compensated?
1. The average rate ver hour pald is 43 cents
for men students and 41 cents for women students.

most common rate is 40 or 50 cents per hour,

2. Student employees are pald in money alone by
L7.8 percent while 23.9 percent recelve board as
compensation. A comblnation of money and board is

pald by 28 percent.

G. Time and Record Keeving

1, A record of time worked 1s kept by ©1.3 per-
cent. Of these, 45.5 percent use a time-clock or
some accurate system of checkinz time,

2. Employvment records are kept by 75 percent,

-
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H, Limitations of Food

1. Cne hundred percent of the schools repnorted
that students receive the same tyne, quslity, and
amounts of food as 1s served in the regular dining

room to residence hall residents,.

I. Absences, Tardinesses, and Substitutes

1. BSuspension from work for tardiness or inex-
cused ebsence 1s practiced by 52.1 vercent.
Repetition of thls offense means dismissal in 54.3

vercent of the cases,

2. The nunber of offenses allowed veries from

two to six,.

3. Substitutes are allowed by &%,2 nercent of
the collegzes reporting, No 1limit on the number of
substitutes 1s set by 54,3 percent. 03 percent
require that substitutes be "trained in" before they

are aporoved substitutes,

J. Handlinz of Student Employee Grievances
1. Personsl conference between sunervisor end
employee 1s the most common meens of settling

ecrievances.

2. A staff member 1is snecifically in charze of

handline grievances in £2.1 percent of the schools,



3, In 47.2 percent of the colleges no information

as to grievance orocedure is given,

K. Breakacge

1. There 1s no report made of breakace in 63
percent of the schools. Students in g4,7 percent
of the schools are not charged for breakaze incurred

by themn,

L. Coats, Uniforms, and Laundry
1. Waiters' coats are furnished by 7£.2 percent

and waltress' uniforms are supolied by U43.4 percent.

2. The cost of launderinz coats 1s pald by the
institution in 73.9 percent of the cases and that

of laundering uniforms 1s pald in 60.% vercent.

3. The number of costs or uniforms allowed each

week varies from two to four.

M. Separate Dining Room for Student Employees
1. There 1s no separate dining room for student
employees in &4,7 percent of those contributing

information.

N. Time of Eating for Student Enoloyees
1., There 1s a speclal time for student employees

to eat in 75 percent of the schools,



0. Guest Privileces
1. ©Student employees are allowed to have

guests in £6 percent of the colleges,

2. A rezular guest rate 1s charged by 60.8
percent. No "free" guest privileges are allowed

in 80.4 percent of these schools.

P. Turnover of Student Employees
1. The lenzth of time a student was employed

was most frequently two years,

2. Students vork the entire acacdemic year ﬁ

(September to June) in £&.2 percent of the cases.

Q. Tyvpe of Service Used and Number Served Per
Studéent Employee

1. With cafeteria service, an average of 16.4
residents are served ver student employee at break-

fast, 1€ at lunch, end 1% at dinner,

2. For dinner service an average of 16 persons

wag served per student employee.

R, Advantages and Disadvantages of Student Employees
1. The average wage ver hour for recular employees

enzaged in the same type of work as student

employees was 48 cente in this study; for student

employees 143 cents.
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2. From the standooint of personnel managce-
ment, 75 vercent prefer full-time employees to

student employees,

8. Problems Arisinz from Student Employees

1. The most common problems in student employ-
ment were: clase schedules, extra-curricular
activities, accelerated school programs, laxness,
and too many excuses., A more careful selection
of student employees was thought by 5%,6 percent

to be a way of lessening these oproblems,

2. A "governinr board" or like organization
within the group as a means of lessening problems

was relected ty 54,3 percent,

T. Gulidance and Counselling Phase of Student
Employment.

1, Some attempt is made by 73.9 vercent to
identify and adjust personal difficulties of

student employees.

2. Personal conference with student employees
as a means of indiceting thelr strong polnts as
well as thelr deficlencies 1s practiced by &2.6
percent. Conferences of this nature were generzlly

conceded to improve working performance.



2, S8tucent employees are given opvortunity to
ascume resvonsibilities by £2.1 percent of the
schools. The response to this oractice was termed

gatisfactory to excellent,
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CONCLUSICNS

The results of thie study show consideravle
uniformity of acdminletrative practice in the
management of student employees in residence hall
food service. Generally speakinz, the practices
follow approved personnel manscement prccedures;
such as: selectlon and traininz of employees;
eystems of vromotion, of compensation, and of
record-keeplng; and the adjustment of grievances

and problems pecullar to the business involved.

It would te well for institution menagers
to conslder more carefully the personnel ancle
of the Job. When the department mansged reaches
a stzge of develooment where a large number of
people are employed, 1t becomes more than a place
to prepare and serve food. It has reached the
etege of beinc a "small business" in sll pheses,
menegerial, personnel, and production, Since our
present colleres and unlversities give every
indicstion of growing renidly within the next few
vears, 1t 1s well to be orevared for the increased
scope of institution management. The training of
new menagers in the fleld wlll need to include far

more than Just the fundamentals of food eervice,






Such persons wlll need an ample and working
knowledce of personnel problems and solutions, of
directing soclel activities in group living, and

of makins livable homes out of residence halls,

Prospective manasers need to recognize the
imoortance of the factors which Ruth Lusby (24)
calls ecsentieal to a smoothly-working organ-
ization: Mloyalty to the institution, resvect for
the manacers, congenial co-workers, adaptability
of the worker to hls task, a pleasant working en-
cironment, definitely defined dutles, fairly equal-
1zed work; hours, wages and vacatlons fair; courtesy
expected by the employee in his relations with co-
workers, guests and ma2nager; courteous treatment by
his emplcyer; pralse and eppreclation glven where

due, kindly criticism given where needed and in private."

She goes on to say that 1t 1s seldom, if ever,
necessary to 'command' the respect due the menager.
Resvect 1s usually given where 1t 1s deserved and
loyalty esccompnanies respect. If institution managers
and instructors see to it that trelr employer-
employee relations reflect credlt unon thelr mana-
gerlal methods and are examples of hizh standards in
human relations, 1f they bulld toweard a goal of

heppiness in service by menagcer end employees, they



need not fear that the students working in our
college dcrmitories and dining halls will leave the
classroom to go 1nto manazerlsl positions with any

but fine and true iceals.
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Chico State Colleve, Calco
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Colorado State Collexe, Fort Collins
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CONNECTICUT
University of Connecticut, Storrs

Teachers Collerce of Connecticut, New Britaln

DELAVARE

University of Delaware, Newark

EAVATII

University of Hawall, Honolulu
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University of Idaho, Moscow
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Illinois State Normal University, Normal

University of Illinols, Urbana

INDIANA

Indiana State Teachers Collere, Terre Haute

TovA

State University of Iowa, Iowa City

KANSAS

Fort Hays State Teachers College, Fort Hays
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Tulane University, New Orleans
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“1sslsslopl State Collere, State Collese
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University of issouri, Columbia

Teachers Colleze of Kanses City, Kansas City
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“ontana State Colle:e, Bnzeman
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University of Nebraska, Lincoln
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University of New Hemnoshire, Durham
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Cornell University, Ithaca
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— . et

University of Nevacda, Reno
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University of North Dakota, Grand Forks
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University of Arxron, Akron
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WASHINGTON

State Colleze of Washlnoston, Pullman

WEST VIRGINTA
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WISCONSIN
University of Wisconsin, Madlson

State Teacnrers Colleze, LaCrosse
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University of Wyomine, Laramie
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NAYE OF COLLEZE

QUESTICNNAIRE

Cnecxs, numbers, or short ancswers will sufflice
in most cases for identifying tne practice you follow,

Tynes of Jobs Avallable 1n Resldence Hall Food Service

1.

For men student employees

HO O TP

[ L4 L] L[] *

= 5

]

or

HOo O TP

.
3

g.

Number
Bus boys T
Counter service ( )
Walters ( )
Washer ( )
Pots and Pans ( ) -
¥onnlng & cleaning
work ( )
Veat cutting ( )
Storeroom work ( )
Other ( )

women student employees

Ave

rate mner hr,

PN NN N Lo X ¥ e P 2

rate ner hr,

Counter service
Waltress

ending linens, etc.
Salad or nantry
Office-time, book-

keeoing, food cost,etc (
Otner

Selection of Student Employees

1.

Method used

(

) a. Personal interview
) b. Written application

Reauirements for employment

I~

) a. Financial need

( pl

Wacher or dish drylng E g
)

|

N PN

~r~s Ll L e

1. Is student's need investicated?

Yes (

)

) d. References necessary?

No

) b. Scholarship level requlred?
c. Is previous exnerience necessary?
1. If so, for which jobs?

1. Are references lnvestipated?

Yes ()

No (

)



3., Who does hirine and firing
( ) a. Manazer of food service?
( ) b. Dietitian in charce?
E g c. Sunervicor of food service?

é. Other?
4, Outside work - other than school work,
a, Is tne number of hours of work a student
may carry limited? Yes ( ) No ( )
1. Is he allowed to h»nld more than one
lob on camnus? Yes ( ) No ( )
2. If so, must he maintain a certain
scholarshin level? Yes ( ) No (
b. "Who determlines the amount of hours he
may carry?

~. Is a vhysical exemination required? Yes E ;
No
a, Does the collece healtih service renort
this? Yes () Mo
b. How often?

6. Is there objection to employine students who are
members of social fraternities? Yes E g
No

Training of Student Emnloyees

1. Do you nave nrinted instructions avallable to
student employees? Yes ( ) No (
a, Are these general instructlions? Yes E g
No
b. Are they instruBtions for specific Jobs?
Yes () No

2. Are all of your instructlions given orally?
Yes ( ) No (

3. Is there a probationary term of tralninz for
new student employees? Yes ( ) No ()

Sunervision of Student Employees

1. Are student employees directly resvponsible to
a trained supervisor? Yes ( ) No ( )

2. Are they responsible to the dletitian in
charge? Yes ( ) No ( )

3, Are they resnonsible to the mara ser of the
residence halls? Yes ( ) No ( )

Any other?

)



E,

G’.

Ho

Promotion
1. Do you have a system of nromction? Yes ( )
No ( )
2. What 1s tne nature of the vromotlon?
3. Is the nromotion to what the student emoloyee
considers a "bet ter" 3job? Yes ( ) No ()
4, 1Is the nromotion based on length of service,
performance of !ob, or what?
How 18 the Student Empnlnyee Compnensated?
1. What comnensatlon does the student emnloyee
recelve?
) a. Yoney alone?
() b. Board alone?
( ) ec¢. Combination of money and board?
2. If compnensated by money alone, 1s board
deducted? Yes ( ) No (
2. Wnat 1s the average rate of pay per hour for

student emoloyees in food service?
a. For women employees? ( )
b. For men emvnloyees? ( )

Time and Record Keeping

lo

3.

Do you keep a record of time worked? Yes 2 g
No
a. Is tnere a time clock or some other
accurate system of checking in use? Yes (

N

No
b. Is the student employee required to renort
working time to the person in charge? Yes g g
No

If no record of time 1s keot, does the student
employee pverform a s»neclfic amount of work to
earn his board? Yes ( ) No

Are exployment records kept for future
reference; as for recommeniations, etc. Yes é
No

N

Limitetions of Food

1.

Do student employees recelve the sane type,
guality, and amounts cf food as 1s served in the
residence hall dining room? Yes ( ) No ( )



lo

2.

I. Absences, Tardinesses and Substitutes

How many excused absences are allowed a student
employee each month?  ( )

Are student employees suspended for tardiness
or inexcused absence? Yes ( ) No (

Does revetition of the offenee mean dis-

missal? Yes ( ) No

a, How many offenses mey occur before dis-
missal results?

Does dismissal from one food servlice unlt mean
thet the student employee 1s not hired, in
other units under tne eame management?

Yes () No (

Do you allow student emnloyees to have

substitutes on their lobs? Yes ( ) No ( )

a., Is tnere a limit to the number of
substitutes a student employee may have
ner month? Yes ( ) No

b. What 1s this 1imit?

c. Do the substitutes have to be "trained in"
before they are annroved substitutes?
Yes () No (

J. Handling of Student Employee Grievances

1.

3.

How do you handle grievances in your setup?

Is someone svecifically resnonsible for this
phase of versonnel management? Yes % ;
No

Are stucdent employees 1instructed as to
srievance procedure? Yes ( ) No

K. DBreakagce

1.

Do you have some system whereby breakage 1s

renvorted? Yes () No

a, Is 1t reported to the person in charge?
Yes ( No

b. Is 1t written on a chart or list for thls
purpose? Yes ( ) No

Do you charge individuals for breakagce 1n-
curred by them? Yes ( ) No (

R



3. Are your student employees kept aware of the
expense involved in breakagze alone?
Yes ( ) No

Cocate, Uniforns and Laundry

1. Does your department furnish waiters'
coats for the men employees? Yes ( ) No ( )

2. Are uniforms furnished for the waltresses?
Yes ( ) No ( )

3. Does the fcod service devartment pey for the
launderins of walters' costs? Yes () No ( )
waltress' uniforms? Yes ( ) No ( )

4, Wnat 1s the average number of coats or uniforms
2llowed laundered each week?

Dining Room for Student Employees

1., Is there a separate dining room for student
emplcyees? Yee ( ) No ( )

Time of Eating for Student Employees

1. Do you have a sveclal time for student
employees to eat? Yes ( ) No ( )

2. Do stucent empnloyees eat before working?
Ves ( ) No

Guest Privileges

1. Are student emplcyees allowed guests?
Yes () Mo (

2. Are they chargzed a recular guest rate for
their guests? Yes ( ) No ( )

3. Do student employees have any "free" guest
privileres? Yes ( ) No ( )

Turnover of Student Emvloyees

1, What 1s the average length of ecervice for
student employees?

2. Do most student employees work the entire
schocl year (September to June)? Yes ( )
No



=

Wrat 1s the most common cause of resicnation
on the part of student emnloyees?

What 1s the most common cause for discharge
of student employees?

Q. Tyve of Service Used 2nd Number Served Per Student
Employee
Breakfast Luncheon Dinner
Service Number Service Number Service Number
Cafeteria
Table
Service
R. Advantages end Disadvantages of Student Employees
1. Relative cost of employins students versus
employing full-time workers:
e, What 1s the averace wage per hour for
student emvloyees?
b, What 1s the averagze wage per hour for
full-time emplcyees? ( )
2. Suvervision of student employees
a. From the standpoint of versonnel manace-
ment do you nrefer
1. Student employees ( )
2., Full-time employees ( )
S. Problems Arising from Student Employmert

10

What are some of the most common "problems"
arising?

Could you eliminate any of these by a more
cereful selection of student employees?

Yes ( ) No



3., Do ycu belleve that your oproblems cculd
be lessened throuch a student "povernine
board" or like organization within your
student employee croun? Yes ( ) No (

Guldance and Counseline Phase of Student
Employment

1. Is some attempt made to identify and adjust
versonel difficulties? Yes ( ) No ( )
a. Any results?

2. Do you attempnt versonal conferences as a
means of informins student employees of
thelr stronz volnts as well as their
deficiencies? Yes () No ( )

a., Has this system had any effect on dis-
missal of studente for inefficlency?
Yes ( ) No ( )
b. Has this system had any effect upon
their verformance of work? Yes E g
No

2. Do your student employees have a chance to
assume res»nonsibllity such ac schedulin
sunervieine teas, etc.? Yes f
a. Wnat 1s their reaction to thiq tjpe

of responsibility?

)
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