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CHAPTER I
INTRCDUCTION
STATEMZNT OF TIXE PROZLEM

In the midédle of the lNineteenth Century there were
no treining problems as we see them today in the food
industry. The cwner was the manager, supervisor and employee
all in one. In the early days of the restaurant in this
country there was very little need for training employees
or supervisors, The early inn or tavern was usually operat-
ed by the ovmer and ls famlly with perhaps some asgslstance
from a few "servents". The owner learned the business from
his father or by a long hard perlod of informal epprentice-
ship.l

If the Innkeeper of the last century could look at the
food service industry today he wouldn't believe his eyes.
According to the Natlonal Restaurant Association, it now ranks
fourth in size among &ll industries in the United States,
Since the early 1930's the annual gross sales have increased
from 3 1/3 billion dollars to well over 15 billion, an
increase to elmost five times the previous amount., The
restaurant business 1s the third largest buslness in the
country in number of outlets. In the nation today there are

approximately 180,000 commercial restaurants. The grand

1Lundberg, Donald E., Persornel lManagement in Hotels
and Restaurants. New York: Burgess Publishing Company, 1949,

P. 57.
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total of food outlets is 541,000, which includes food
service operations such as institutions, drug stores,
schools, bus end train terminals and taverms and bars, The
number of people gainfully empnloyed glves the restaurant
industry first vlace among American buslnesses, One out of
slx persons workinsg in the retell trades 1s a2 food service
employee.1
Some other Interesting facts and flgsures are also
quoted by the Natlonal Restaurant Assoclation., Some seventy
million meals are eaten by customers all over the United
States each day. It has been found that twenty-five per-
cent of 2ll food consumed in this country 1s eaten outside
the home, Food has assumed a2 place in our country's
econonmy second to no other item.2 With the increased si:ze,
comes an increase in the complexity of running a food opera-
tion. Today a relatively large restaurant needs sucihr depart-
ments as purchasing, storing, processing, merchandising, and
personnel, The aquestlion now 1s, vhere 1s the industry to
get people to manage these departments. In orcder to solve
thls problem many food service organizations have undertalren
to train supervisory personnel.

We find toclay, that there 1s a definite trend toward

tralning progrems in the larger organizatlons. They are in

1National Restaurant Assoclation, Executive Anprentice-
ship. Chicago: Natlional Restaurant Ascociation, 1955, Do x4,

2Nationa1 Restaurant Associetion, op. cit., n. 4.
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the process of training not only supervicsors, tut top
managenent and production employees too. 'The author has
observed that many organizatlons have found 1t far cheaper
in the lons run to train a person rather then not to train
at all, At the end of the Nineteenth Century many changes
were brought about., Large operations employing in some
cases, hundreds of emnloyees created many protlems, among
them the need for Job training.l
In general, the food service industry hos come a

long way since World Wer II. Due to the fact that the food
service buslness lost many of thelr 2ey versonnel to the
armed forces or high paying defense Jots, they were forced
to train the new help in order to make them productive as
soon as posslble durlng these boom years. As put by a
wldely knovm authority in the fleld:

"Progress in food production and nutrition has been

rapld and 1is still continuing. Successful restaurant

operators have developed great skills in operating

the financial controls of the business. There have

been lmprovements in equipment and layout., Service

to the customers has been immensely specded up and

otherwlise improved. There is still much to be done

in these filelds, and alert restaurant operators are
not resting on their ocars,"?2

N
L
The supervisory personnel in the restaurent 1s in
many ways the lkey to the success cr faillure of the operation.

Hanagement's plans and policies cannot be effective except

1Lundberg, op. cit., p. 57.

2Whyte, Williem F., Humen Relations In The Restaurant
Industry. New York: McGraw-Hill Book Company, Inc., 1948,
p. 352,
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as carried out by the supervisor, no metter how sound they
are.l One of the major reasons for selectlon of the topic,

An In-Service Training Proprem for the Food Service Supervisor,

is the importance of the above statement. The author be-
lieves that the supervisor in the food industry should be a
well trained person to carry out the nrinciples of sound
management., Another good reason 1ls the fact that the food
supervisor is in a2 unique situation. Vhile the foreman in
the shop has only the worker and his supervisor to nlease,
end 1s very much functionalized, the food service supervisor
has not only the employees to keep happy, but has customers
to please 2lso.

One of the great difficulties in the food service
industry, which apnears to be common to many other businesses,
1s a lack of training in humen relations. A much neglected
area lmportant in all supervicory Jobs 1g the »nroblem of
dealing with personnel., It has been s2i1d that the most l
importent aspect of the job of supervicion is that of human
relations.2 It has e2lso been stated that the management of
food, equipment and capital has raced ahead of human rela-
tions, however, this does not eanpear to be unique in the
restaurant business. Menagement has assuned that human
beings and thelr sociological relations could fit any pattern

set by machines and procescses wilith thought of technical

1Lundberg, op. cit., ». 89.

—

2Lundberg, op. cit., v. 92,
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efficlency always in mind. However, 1t 1s belng found
thet this wlll not always work efflclently. Today we find
that much study is clven to engineering problems, howvever
efficlercy 1itself requires that the human factor in industry
be given thls same concentrated study.l

Trhe authcr will endeavor to develop a recormended
training nrogrem which, in hils Judgerent, should adequately
prepare incividuals for efficient performance as supervisors
in the food service industry. As an apvroach to this problem
he will develop 2 set of objectives for such treining progrems
and will investlzate selected reprecentative training plans

now in operation,

SCURCES QOF INFCEMATION., The primary source of in-

formation employed 1s food service operations that have an
in-gservice trainiﬁg progran functioning in thelr organization.
The following restaurants are 21l members of the Natlonal
Restaurant Assocliation and thelr programs are assoclated
with it. Eech progrem, in some respects, 1s much the sane,
however, due to the fact that there are very few restaurants
alike, the progrenms in each case are unique., These fimms
ineclude:

1. Creenfield-Mills Restaurnat Company

2. Harding Eotel Company

3. Hot Shoppes, Incorporated

1Whyte, op. cit., r. 352.
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4, Parkway "723" Restaurant

5. Stouffer Restaurant Corporation

6. The Grace E, Smith Company

7. Richards Treat,'Incorporated

Also for thls study, two other outstanding programs
that are somewhat more independent were selected. They are
not members of the Netional Restaurant Ascoclation's progrem.
They are:

1, Clifton's (of Los Angeles)

2. Howard Johnson, Incorporated (of Florida)

The above group of nine food service organizations
cover every type of operation. liost of thecse programs
have been in operation since 1942, One, the Harding Hotel
Company program, was started in 1928 and is one of the old-
est operations of this type in this country. The seating
capaclity of these restaurants ranges from 250 to 900 seats,
which glves a wide variety of eculpment and departments in
which & trainee can galn experience.

Other sources of information employed are listed in
the blbliography. They wlll be explained in greater detall
in the next sectlon,

1. A questionnalre

2. Informal interviews

3. Theses

4, Books end periodicals

5. Bulletins and nanuals
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PRCCEDURES USED IXN COLLECTING DATA., The most fruit-

ful procedure in obtaining Information for this study weas
the eactual participation in an In-Service Training Progren,
This past summer the writer was very fortunate in being
able to work for one of the »nreviously mentioned food
service overations, as & trailnee in thelr Executive Apnrentice
Training Prosram. The adventages to this method can te
readlly seen as nany-fold,
It was imposslble to work for 2ll the above orgeniza-
tions to get a first hand knowledge of thelr programs so a
questionnaire was developed and used to obtain information
from the remaining firms., It was mailed to each comvany
gselected for inclucsion in this study.l
Another method used in collecting infornation was
through the use of informal interviews 2lso during this past
surmer. The author was atle to talk with three well in-
formed people 1n the fleld of food service and training.
The first interview was wilth !Mr., Augus Cotton, presently
working for the Fred Harvey chain of food service operations.
The second interview was with lr, Ellis Jones Jr.,, manager
of the "21" store for The Harding Hotel Company. The final
interview was with lMiss Kathren Eruce, head of the llaténal
Restaurant Assoclation's Training Program, Each person
interviewed was very helpful in giving the writer 2ll of

the avalleble vritten information they had on thelr respective

1See Appendix A,
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operation ard prograns,

Through the use cof theces covering the filelds cf food
gservice and training the author found additional valuable
information that could be used in developlng thils study.

Anotrer procedure used in obtalning information wes
the use of bulleﬁins end manuals, Government Bulletins
dealing with human relations were lmportant in developing
that part of this study. !Manuals publicshed by food service
operations plus those of other industries were helpful in
developing the other objectlives of the training program.

The final procedure used in collecting data was the
use c¢f library material including both books and veriodicals,
Books that have been written on the subject of supervision
such as R, O. Bechman's How to Train Supervisors and D, E,

Lundberg's Personnel Management in Hotels and Restaurents

were of conslderable help in developing thls program,
Magazine artlcles that contributed to this study included

those from Personnel and Restaurant Manarcement.

LIMITATIONS CF TILL STUDY, As stated in the title,
I'is thesis wlll consider only training for supervisors in
the food industry, in this country. The term supervisor
will e used in a2 broad sense. Depending upon the size of
the operation, it may include training not only store man-
agers but productlion heads such as a pantry supervisor.

In general, only graduates with a Bachelors Degree in

Business Administration, Home Econorics or Hotel, Restaurant
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and Institutlional Iianagement will be considered for training
under this prosram, There willl naturally be exceptlons to
the above reaulrement, In the case vhere an individuvel
doesn't have 2 ccllege degree but has had previous food
training and is interested in the food industry, the use
of the program certainly would ve proper, The nine previous-
1y mentioned fcod service operations that were selected, as
already stated 1in a former section, wlll be the only ones
anelyzed in this study.

The progran thet willl be recommended in thie thesls 1
In the finel section wlll possibly be more epplicable to the
larger orgenizations in the foed industry. However, no
matter what the size, 1t is believed that any food opera-
tion could benefit from the prorram's contents as applied to )
its owvm situation,

A limiting factor mey be the amount of money avail-
able to & restaurant to srend on setting up and operating
the program, Time, as a limiting factor, has been purposely
left until last., The writer has observed that fallure to
train supervisors 1s frequently excused on the grounds that
time for training is not eveilable in that the pressure
of recguired nroductlion leaves no ovportunity for training.
This attitude 1s often reflected in poor personnel relatlons
and other supervicsory fallures which, in the authbr's Judge-
ment, must be many tlmes as expensive as the tralning time

reaulred to reduce or eliminate such faults.
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CHAPTZR II
OBJECTIVES CF TRAININIG PROGRAIS

There are certaln prerequisites that have to be
supplied in ordler to have any type of training program func-
tion properly. It is obviously of great importance that the
philosophy of top management be favoraile to the program.
Certainly there 1s nothlng quite so cdiccouraging to tae
trainee ac to know that management isn't baclking the program
to its fullest. A disintcrested attlitude on the part of
management 1s likely to be reflected in poor morale on the
part of the treinee,

The second major point that must be considered 1is
the position of the traeining devartment, If the department
i1s to carry out its aims, 1t 1le necessary that both the de-
partment and tle director heave the proper status and also
that they be correctly placed within the company organization.
It has been found that training should be placed in a division
that handles functions sinilar to those of training. If this
theory 1s carried out, the tralning department wlll be placed
in the personnel division.l

If the above two polnts have been favorably declded
upon, wvhaet are the aims of tralning? 1In general, the.feeling
seeme to be that the ultimate aim of all training is to

puild continuously and cystematically, in the proper pro-

lpranty, E. G., McCord, Williem S., and Cfferson, C. A.,
Training Employees and llanagers. INew York: The Ronald Press
Company, 1948, ». 36,
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11

portions, and to the maximum degree, knowledge, skills, and
attitudes, which will contribute to the welfare of the trailnee
and the company.l To be more specific, regardless of the
level of csupervision for which personnel 1s belng trained,

or type of business involved, two major alms are fundamental
to any supervisory training program:2

"1. To develop supervisors who cen carry out the func-
tions ascsirned to them with maximum satisfaction
to management, theilr subordinates, and themselves,

"2, To insure the vitality and continuity of the
organization by assisting each supervisor in the
discovery agd utilization of his potential
abilities."

The next consideratlon that must be investigated is,
vhat are the decirable results thet can be obtalned from
the progsram? The organizations viiich establish training
programs, costing money, time and effort, demand some tangible,
practical return., This 1s not only true cf the organlzatlon,
but also a desire on the part of the men and women who ad-
minister the work and the person being trained.4 It 1is also

found at tils point of setting up a training program, manage-

nent may be able to sec clearly vhat the tangible results are,

v. 25,

—

2Ip1d., ». 171.

3Plahty, McCord, and Efferson, on. cit., p. 171l.
A1pid., p. 7.
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12

What are some of the tanglible results of training? There
are actually too many to be enumerated here, but aAdiscus-
sion of a few of them should give an idea of how they can
affect the balance sheet, the ease with which business can
be carried on, the paycheck, and personal satisfaction and

improvenent.

REDUCTION OF WASTE AIID SPOILACE. This 1s an area of

utmost importance in the food industry. The author has
found that educatlon in operating hablts and attitudes, can
control and reduce waste, In the initial contact of manage-
ment and tralnee, the orientation meetings should be set up
to emphasize the importance of reducing waste, With ap-
prentice training designed to indoctrinate the trainee from
the very beginning with those work habits and ettitudes
necessary for him to work efficiently; there should be

gigng of lower costs through reduction 1n waste and spollage.
For example, with the proper training in production work of
a restaurant, there would be less waste in the prevaration

of fresh vegetebles and frults,

REDUCTION OF LABOR TURIICVER AI'D ABSENTEEISM. Ex-

cesslive absenteeism and labor turnover among the employees
may come ebout for several reasons. They may resent thelr
supervisors; they may feel insecure in thelr jJobs; they may
dislike the work that they are doing; or they Jjust may not
be able to adjust to the orgenization. Almost alweys train-

ing willl be able to reduce this maladjustment by glving
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13

proper Job instructlion, by developing an understanding of
the problems of the business, and by preparing bocth super-
visor and worker to get along together., In other words,
the superviesor, 1f trained correctly can eliminate this
problem even before 1t starts by talilng an interest in each

employee.,

REDUCTION OF LITARININC TIIT. It has been found by

many companles throughout the industry, that sound, well
planned training can reduce learning time by as much as
seventy-fife percent.l It has 2lso been learned that through
plenned tralning, the employeecs or trainces become more
efficlent sooner then by the old-fashioned trial-and-error

method,

REDUCTION CF CRILVANC=S. It has been found by meny
companies that through the use of trainings, thelr super- I
visors have been able to greatly reduce employee dissatis-
faction iIn both seriousness and number of grievances with
vhich management has to deal., It is true that a training
program will not alone elimineate all grievances, but 1; can
remove many of the causes, Since grievances are time-consum-
ing and bothersome, meaning that work suffers, morale drops,
and at times serious labor difficulties develop, it 1s es-
sentlal that the supervicor be trained to handle these

problems so they don't get out of proportion,

lPlanty, icCord, and Efferson, op. cit., p. 8.
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IMPROVEIEIT OF MORALE. An often neglected and 1little
understood asset of any organlization 1s the morale of its
menagers, supervisors, and workers, lorale is a basic
driving force wvhich management must develop in all those
wvho are effectively to serve incdustry, themselves and soclety.
One of the most surprising results of good training 1s the
great improvement in morale.Y\Only men and women who want
to work, end who understand the relationship of work and
profit to the dignity, development and hepplness of human
beings can make a cdemocracy succeed, To develop such men
and women 1s the basic goal of training,

If then, the preceding results can be obtained through
training, what are the objectives that will gain these
results? The objJectives of a desgirable supervisors training
program can be broken dowm into four nmejor headings:l

l. Orientatlon

2., Manesement Skills

3. Human Relations Skillls

4, Technicel Skills

The following cdiscussion deals with these factors,

ORIENTATION. This 1s the planned and rfulded adjust-

ment of the supervisor to the company and his Job., The aim
of orientation 1s the complete and continuous adjustment

of the supervisor to everything that bears on employee-company

lpianty, MeCord and Efferson, op. cit., p. 172.
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relationship. The basic otjlectlive of orientation is to

fanilliarize future suvervisors with those company noliciles,

plans end procedures that affect thelr Jobs directly or

indirectly, so as to reduce those fears, that uneasiness

or ignorance towards the new jJob and company. Some of

the objectives that orientatlon specifically seels to glve

the future supervisor are:t

1.
2.
3.

4,
5.
6.
7.
8.

Xnowledge of company rules and regulations,
Knowledge of company services.

History of the company, what 1t dces, importance
of product,

The place and importance of the individual supervisor.
A sense of being wanted, and friendly atmosphere.
A feeling of falr end impartial treatnent,
Complete confidence and pride in the organization.
Complete freedom to asgk questions, criticize

and make sugrestions,

An attitude of personel responsibility for job,
product and company.

A realization that employee and employer are
interdependent,

Knovledge of company orgenlzation.

An understendinzg and expected help in solving

company protlens,

1P1anty; E. G., and Freeston, J. T., Developing
Managenent Ability. UNew York: The Ronald Press Company,

1951‘1‘, Pe 259 .
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15, A positive, constructive attitude in all Job

relations.

How that the aims and objJectives have bren discussed,
how are they going to be carricd out? The first method is
througnh the ucse of the training supervisors in the different
departments., It is in the realm of human relations that the
gsupervisor hes a2 unique and strategic position for improv-
ing the attitudes of the trainees. Excellent work done by
means of the cther methods can e canceled a2t one stroke by
the supervisor., It 1s therefore the responsibility of those
vho are in charge of oriertation to see that supervisors
understand and truly value the attitude and ennreclate goals
and that they apply proportionate time end effort to attain
these goals.,

A second method is throurgh the ucse of a comnen
handbook, Although a fundemental tocl of orientation, it
can ¢o more harm than good if too much is expected of it,

It has been found by many thot most handbooks aren't read
completely or carefully enough to put all the importent
facts about a company in one.1 A handbook should therefore
be a reference book for facts which are covered by various
otrker orientation methods.

A third method used 1c the company magazine., This is

cne of the most important in attitude buillding for both new

lPlanty, McCord end Efferson, op, cit., pr. 165,
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end 0ld supervisors., It has the common faults of 21l
printed material in that it may not be read or if it is, it
may not be understocd. Again, as with the hendbook, it
ghould be used only as a supplenent to group instruction,
personal contact and follow-up.

Finally, the fourth method which 1ls fundamental with
orientation training is the corientation class, Subjects
discussed normelly will include cdmpany policies, rules and
reéulations; vproducts, services, etc. This type of material,
it has been found, should be given before the job training
starts, fhe reason for tihils, egein, etemé from the idea that
first impressions are the mest lmportant and lasting. In
other words, if the supervisor doesn't have time to explain
these theings, then the trainee is put in the position of
learning about the company from a fellow worker who may or
nay not be sympathetiec toward him or the company. It ep-
pears that most companies heving orientation classes keep
new employees 1n conference until it is completed., In general
the orientation clasces should be taurht by someone frbm the
personnel or training department who 1ls a good instructor
and who 1s friendly, has a pleasant personallity and is
adaptable, Probably in no other phase of training is the
personality of en instructor so important.

It must be remembered that orientation doesn't stop
with the original two or three hours. It nust be 2 continu-
ing phase of the program, so as to keep the supervisor up to

date on all policy, organization and service changes. The
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only recourse may be a formal planned dlstribution of in-

formation, but communication must be kept open,

MAVAGEENT SKILLS. Here, the object 1s to teach the

future supervisor principles and practices of scientific
menagenent for future use., What then, are scome of these
nanagenent tools necessary for smooth operation? They are
a knowledge of:
1. Principles cf Organization
2, Time and Motion Study
3. Cost Controls
4, Job Arelysis end Evaluation
5. Sclentific Selection
6. Production Control and Scheduling Work
Te Job Training for Employees
8. Merit Rating
9. Public Relations
10. Safety Training
11, Sanitation
12, Fire Protectlion Methods
The purpose is to develop appreciation of the skills
and tzchniques involved arnd to teach the trainee these
services to aid in hig delly work, There 1is evidence that
Progrescive manegement recognizes supervision as a distinct
Profession calling for skills and techniques that are
teparate from and often more complex than those required of

the worker. For this recason the supervisor is receiving
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training in the science~and the art of management, over and
above the technical skills of the Jjob he is supervising, The
ultimate success of any organizatlion devends in large measure
upon the completeness with which 211 supervicors from pro-
ductlion head to presicdent, underctand ané ep»ly these »nrin-

clples.

HUMAN RELATIONS SKILLS. [The ultimate goal of this

training objective 1s to make the future supervisor a practical
expert in human relations skills., | To so teach the basic
principles of hunen behavior that he will recognize and
utilize these principles in his day-to-day work, As pre-
vlously mentiocned, industry has made great technlcal advance-
ment, while standing almost still socially. fMany companies
have recognized the existence of this conditlion and have
striven to improve thelr understanding in the field of human
Pelations.‘jWhile some have trled, music-while-hé-works,
Enmart uniforms, pay increases, free insurance, free enter-
tainment, etec., the workers attitude hos shovm no substantial
improvement.,l His regponse has been continued mistrust in-
8tead of the anticipated gratitude and cooperation. It
Should not be said that the above have no merit and are not
Important, but they still haven't procuced the kind of human
Telations needed and desired by buciness today,

Yhat then, 1s the key to 21l of this? ‘éound employee

lPlanty, McCord and Efferson, op. eit., p. 176.
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relations lle, first of 21l in the attitudes and acticns of
top menagement. These attitudes and actlons nust reveal a
sincere conviction that business, like dcmocratic govern-
ment, exlsts for the gecod of 21l concerned. Second, gcod
human relations depend upon a sunervisory staff, from the
highest to the lowest level, that reflects thls philosophy
of management in every plan, every command, and every action
that influences employees;Y How 1s supervicsory training
going to help solve thls complex problem? [As a foundation
for a full undercstanding of human relatiohé, the future
supervisor needs an introduction to human psychology. Ee
nust know the fundamental drives, both blological arnd psychical,
that underlie 2ll behavior. The four drives that are necessery
to understand and explain the vehevior of employees ares

l. the drive for security

2., for recognition

3. Tor Telornging
4, for new experience.l‘]

iAnother phase that 1s very important is the task of
'breaking dowvn long established notions about human reletlions.
The future supervisor must be trailned to discard his pre-
Judices and superstitions. Instead he muct measure people
in terms of their actlons and their motives rether than their
race, relizion or political affiliation., The future super-
Visor nust learn that loglic and reason are not the sole

ke??s to hurman vpehavior, and realize instead that people,

————

lPlanty, McCord and Efferson, on. cit., pe 177.
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including himcself, often are 1lloglcal, irrational and
emotional., Above all else, the training must include teach-
ing the principle that each person 1s an individual, respond-
ing to situations in terms of his own concent of what he
neceds and decsires,

Other subjects of imnortance that should be discusced
with the superviecor are:l
l. Xandling grievances
2. Counceling employees
3¢ Principles of disciplining
4, Handling employee cugrestions
5. Symptoms of low morale

6., Listening to employee problens

T. Cualities of a rood supervisor

! TECINICAL SXILLS. The roals in thls cece are to

train the supervlisor in the necessary technicel knowledge

and skills for successful performence of the job

jor for ad-
vencenent to a more important Jjob. This is the most familiar
of the four training objectives, ;Technical slx11l, in the
sense of proficlency in the operation belng supervised, has
long been a primary requirement. Although technical ability
and training are not the mecst important factors to the suc-

cegss of a supervisor, no one would sugrest that they lack

value., Careful thought muct be glven to the tecinicel aspects

lLundberg, op. cit.,pp. 92-93.
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of supervisor training., Unlike training for leadershilp
which 1s basically the cane for 211l leaders, the techniceal
treining of supervisors nuct be zdapt:zd to the werlzs in their
own departments, As a2 result, programs show great clverslty
in scope and sublect matter,

To summarize, it chould te kept in mind that the
ceneral function of the supervisor ie to pronote the Integra-
tion of worliers, machines, materlal and time so that a glven
Job can e accomplished efficiently and economically., From
the above dlscusslon of thls general functlon, it was learmed
that the supervisor's principle specific function is to ex-
ercise hunan leadershlp, and that supervisor training has
two major ainms:

1, to develop supervisors who can carry out the
functlons assligned to them with maxinum satis-
faction to management, their subordinates, and
themselves, and

2. to insure the vitality and continulty of the
organization by assisting each supervisor in the
discovery and utllization of his potential
abilities.

There are also four specific objectives:

l. orientation

2. management skills

3. humen relations skills

4, technical siills



CHAPTER III
A DZSCRIPTION CF SELZCTED IN-SERVICE TRATINIIC PROCRAMS

In order to comply with requects from some orcanize-
tions submltting iInformation on a semi-confldential bvasis,
companies r1ll be referred to anonymoucsly as A., 2., and C.

In this and succeeding cections,

COIfPANY A,

The filrst organization refers to its procram as a
Restaurant-Menagenent-Tralning Program. Company A. vrimarily
uses tils program to train future nanagers for thelr opera-
tions. The program in general endeavors to provide practicel
experience for Restaurant lManagement and lome Economics
graduates, It 1s set up to 21d cgualified and selected per-
sonnel to malze the transition between theory learned in
college or university end practice., The ultimate end in
this program 1s to be alble to handle and meet the problems
that confront the restaurant manerer that come up each day
during the year,

The trainee of Company A. can get a wide variety of
training with this organization, es it 1s composed of the
following services:

1. Cafeteria

2. llen's Grill

3. Soda Fountain

4, Dining Room (Table Service)

5. Retall Balery
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Naturally in an in-service pnrogram the nest innortant
phase 1s the actual on-the-Job training. Company A. has the
trainee vork vith the regular employee untll he hoes mastered
each Job. Wzen this has been accomnliched, the aporentice
1s left 2lone and given full recsponsibllity for the Job.
Training is also accomplished by observation and conferences.

During the trainee's stay at each station he is
checked dally by the suvervisor. At the end of his training
in the departrment, the supervisor makes out o written ep-
praisal of his work, (See TFirure I.)

The trainee's progress 1s discussed with him every
two weelis by the director of the restaurant with the aid of
the appraisal report. Each month the tralnee malies out a
wrltten report stating what he hrs learned and any sugres-
tions he has to offer pertaining to improving the restaurant
In such ways as services and types of dishes served.,

The total length of Company A's progren is approxim-
ately eight months, The actual length of time spent in each
departnent depends on the trainee's ability and capacity to
learn the Job, plus any past experience gained in previous
restaurant work., The actual departments and stations the
a&pprentice has training in are showvn in Figure II,

At the end of the program, Company A, will assist
trainees to find suitable nanagerial positions either within

its owvn organization or in cnother of comparable standing,
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TRAINEE APPRAISAL REPORT
COMPANY A.
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WEZKS

NAME

DEPARTIELRT

SUP=RVISCR

ATTITUTDE TCWARD CUSTCIER:
ADAPTARILITY TO WORK:

INTEREST AND EITIIUSIASI:
INITIATIVE:

DEPEI'DABILITY AD PUNCTUALITY:
ITEATIESS::

DISCRIIMATION IIT I'COD STAIDARDS:
DILIGENCE:

COOPZRATION WITH CRGAITIZATICI:
LZADERSHIP ABILITY:

LOYALTY TO ORGAINIZATIOL:
RESPONSIBILITY:

AZILITY TO CORGANIZE:
CONTRIBUTIOIS TO DEPART.EITS

COOPERATION WITH AID INTEZREST IN FELLOW WORKERS:

ABILITY TO GIVE CRITICISM:

ASILITY TC ACCEPT CRITICISM:

DISCIPLINE:

POTENTIAL SUPERVISING ABILITY:
WEAK POINTS:

STRONG POINTS:
RE.‘»-ARKS e

FIGURE I

MAAGER
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MAITAGEIEITT TRAIITIG SCIEDULE
CCIIPAMY A,

Production:
llain Iitchen - large quantity cooliing
- meat ccolking, preverings roests and foul
Balze Shop
Salad depertments
Colonizl kitchen - fry and broiler cooking
Cutomer Contect and Salesmanshin:
Retall and bakery csales
Soda fountaln and fast food sales
Counter and buffet saleswork, including cafeteria
steamtable experlence
Storeroom and Recelving:
Grading and storins of produce
Refrigeration and caring for food
Handling of requisitions from production departments
Manasement Experience:
Purchesing and fecod cost, working with the dletitlans
and nmanagers

Menmu naking, both cafeteria and takle service

FIGURE II
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CCIIPAITY B.

The avprentice tralning program offercd by Company B.
wags one of the fires<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>