
ABSTRACT

EXECUTIVE EDUCATION, GROWTH AND MOBILITY:

AN ANALYSIS OF A UNIVERSITY PROGRAM FOR

A FOOD INDUSTRY CAREER ORIENTED GROUP

by Lawrence Silverman

Subsequent to World War II many industrial organiza-

tions have engaged in a conscious effort to improve the

quality of their management resources. These companies

recognized that since products, policies, equipment and

processes could all be imitated or duplicated by competitors,

in the long run, the one real competitive advantage they

could possess was a resourceful, imaginative management

team. To aid in the development of managerial manpower,

industry called upon the university community to establish

executive development programs. At present some fifty uni-

versities offer management development programs for men in

the middle and upper ranks of business. These programs vary

greatly in length, scope and objectives and are generally

established to meet the needs of a specific group of

individuals.

In 1950 the food industry, anticipating the need for

better educated manpower, instituted the Programs in Food

Marketing Management at Michigan State University. Three

Programs were instituted: Undergraduate, Graduate and
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Special. The latter is a nine month program which is

offered to experienced employees of the industry who possess

a high school education. Between 1950 and 1960, 403 men

completed the requirements of their specific program.

The purpose of this study is to evaluate what effect

attendance in these programs has had upon the growth and

mobility patterns of these men. The guiding hypothesis of

this study is that the attendance in these programs by these

participants has had a positive effect upon their upward

mobility within the food industry. Additional hypotheses

were established to test the relationship between the inde-

pendent and dependent variables. A control group of non-

program participants was selected for general comparison

with the three student groups and specific comparison with

the special student.

Questionnaires were mailed to all students who had com-

pleted their program's requirements by June 1960, and the

non-student group. The response rates were: Graduate

students 45%, Special students 61%, Undergraduates 15% and

non-students 28%.

The responses were analyzed by two methods: by the

present position of the respondents and by the student, non-

student categories. The independent variable of this study



3 Lawrence Silverman

is the present position of the respondents. All of the

positions were categorized into three groups: High, Middle,

and Low. This distribution was accomplished by analyzing

the job descriptions as stated by the respondents. In

establishing whether or not there is any significant dif-

ference in the responses, the chi-square test is utilized.

Appropriate tables and summary analysis of the data and the

implications of the data are also presented.

On the basis of the research the following general con-

clusions can be drawn: (1) Attendance in these executive

development programs appears to influence the occupational

mobility of the individual; (2) Promotion prior to and fol-

lowing attendance are important indicators of the

individual's potential mobility; (3) Poor utilization of the

returning student or poor selection policies of the spon-

soring company are prime causes for movement to another

company: (4) Regardless of present position the majority of

students believe they have benefited greatly from their

attendance in these programs; (5) Students and non-students

alike believe that higher formal education is needed for

food industry management personnel; (6) The respondents

whose present position places them in a high occupational

level are characterized by a higher occupational origin of
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their father and wife's father. In addition they portray a

greater tendency toward social mobility by virtue of their

marrying a woman whose father is of a higher occupational

level than is their own father.

In summary, it can be said that executive development

as embodied in the Programs in Mass Marketing Management has

a positive influence upon the growth and occupational

mobility of the participants.
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CHAPTER I

INTRODUCTION

The primary focus of this dissertation is the analysis

of a group of food industry personnel who attended the

Programs in Mass Marketing Management1 at Michigan State

University between 1950 and 1960, with the ultimate goal

being the determination of whether or not these executive

development programs2 have had any measurable effect upon

their career patterns.

 

1From 1950 to 1958 these programs were known as the

Curriculum in Food Distribution. In 1959 this was changed

to Programs in Food Distribution and in 1960 the present

name was selected.

2A variety of descriptive phrases and terms are used to

describe the process of the firm's attempts at securing the

quantity and/or quality of executives it deems necessary for

its continued existence and growth. The terms executive

development, executive training, management development,

management training and other similar phrases have been used

interchangeably. Although such terms as supervisory train—

ing and supervisory development have been used to signify

the development of employees at levels lower than that of

executives, for our purposes they shall be included in the

general area of executive development. Because of the scope

of this dissertation, all of the above terms shall be used

in the restrictive sense of applying to university-program

development rather than in the broader context of in-company

and outside developmental programs, unless the distinction

is made explicit.



In order that the empirical research may be viewed in

its proper setting, the greater part of this and the follow-

ing chapter will be devoted primarily to the subject of

university executive development in both its broadest context

and its specific relation to the food industry and, second-

arily, to the topic of education and its effect upon occupa-

tional mobility. To further set the stage for the study, a

detailed review of the programs with which the research is

concerned will be offered.

Even though the "how, what and why" of executive

development are inextricably intertwined, it appears that

for the sake of simplicity and understanding the "why"

should be explored first in order that the historical growth

of this development may be better understood.

Foundations Q§_Executive Development

The concept that organizations should work deliberately

toward the development of their human resources has grown

out of the bigness and complexity of modern enterprise, the

challenge of international competition, the casualties of

twentieth century warfare, the ecological shifts within our

population and the growing awareness of the need for a more

sophisticated management team to compete effectively in this



a I

.i.

I)!“

(\I.

Z).

:I

o.

O!

o

Ola

h(n

1'



dynamic and increasingly complex environment.3 To avoid the

potential threats of complacency and the static atmosphere

which might easily develop out of the promotion-from-within

system, which is the major source of management recruitment,

it became increasingly apparent that there existed a need

for a method to widen the management horizons of supervisors

in preparation for their movement up the executive ladder.

Moreover, with the ever broadening base of public ownership

of corporations and the increasing distance between the

"new" owners and their management representatives, the

subject of the responsibilities of management became one of

wider public concern. What was becoming more apparent was

that not only was it management's job to plan ahead for the

physical growth of the firm but it was their duty to also

plan so that the future stewardship of the business was

assured. Because corporations have a life far longer than

the men who serve them and that life is guaranteed only if a

new crop of efficient managers is constantly sown, it would

appear that of all the responsibilities that management owes

to the stockholders of the business, probably first comes

 

3Frank X. Steggart, "An Analysis of Some Personal and

Executive Characteristics of Participants in a University

Program of Executive Development for Federal Personnel"

(Unpublished Doctoral dissertation, University of Chicago,

1961) , p. 2.



that one of developing executive replacements.

That this responsibility is in fact management's

primary one becomes more apparent when we view the contempo-

rary industrial scene. In striving for a continuing profit-

able existence and growth, firms of all sizes and in all

industries are engaged in the strategy of diversification.

Because of this phenomenon, which has been attributed to the

"cost-profit squeeze," any one firm is potentially vulner-

able to the actions of any other firm regardless of the

latter firm's present industry affiliation; though such

competition may not be apparent, or possible, in the

"economist's" short-run period. Products, policies, equip-

ment and processes can all be imitated or duplicated.

Consequently, in the long run the one real competitive

advantage one company can hold over another is the posses-

sion of a resourceful, imaginative management team.5 Only

through the development of this "resource" can our economy

continue its growth and maintain its vitality. Perhaps the

most cogent statement on this subject is the following one

 

John R. Suman, Vice-President and Director of Standard

Oil of New Jersey, "Growing a Good Executive Crop," A speech

given at Standard Oil of New Jersey. (No date)

5AMA Conference Reporter, Quotes from a speech made by

Ernest H. Reed at the American Management Association Mid—

Winter Personnel Conference, February 15-17, 1956.



by Peter Drucker,

When economists talk of "capital” they rarely include

"knowledge." Yet this is the only real capital today.

The development of educated people is the most impor—

tant capital formation, their number, quality and

utilization the most meaningful index of the wealth

producing capacity of a country. '

In this statement we find that the "number” as well as "the

quality and utilization" of educated people is important.

Let us digress from the main thread of our discussion for a

moment to examine the subject of the quantity of managerial

talent which is presently available and that which is poten-

tially forthcoming.

Future Managerial Development Needs

When we examine carefully the numbers of people who

will be available for management positions in the decade to

come, we find that we will be faced with a serious shortage.

The reason for this shortage is the nation's low birth rate

during the depression. Whereas between 1960 and 1970 the

postwar boom in births will have resulted in a 46% increase

in workers under twenty-five years of age, we can expect no

more than a 6% increase in the total work force between the

*

Peter Drucker, "The Educational Revolution," Education,

Economy and Society, A_Reader ig_the Sociology g§_Education,

6d. A. H. Halsey, Jean Fland and C. Arnold Anderson, (Free

Press of Glencoe, Inc., 1961), p. 19.

 

 



ages of thirty and sixty-four. And, more importantly, we

can expect a decrease of 2.6% among those between the ages

of thirty and forty—four. Yet the latter group is already

providing over 11% of the top management family and a signi-

ficantly higher percentage of the middle management group.7

In analyzing what the needs of our more complex society

will be in the 1970's, Davis takes a slightly different

approach.8 By the use of the best possible estimates of the

future needs of business and the availability of manpower to

fill these needs, he arrives at a total managerial develop-

ment need of over eight million persons by 1975, and this.

does not . . . in any way count the necessary re-training

and developmental training of existing managers during the

9 , .

next 15 years.” If we triple the 1957—58 rate of graduation

of schools of business and engineering schools, which was

57,000 and 35,000 respectively for 1957—58, we arrive at a

 

7See: Robert F. Moore, "The Executive Matchmakers,"

Business HOrizons, IV, No. 3 (Fall, 1961), pp. 29-36, and

"Trends in Executives Ages-—Ten Year Comparison," Booz,

Allen and Hamilton, Management Research Department, p. 7

(no date).

8Keith Davis, "Management Brain—Power Needs for the

1970's," Journal 9f.the Academy gf_Manaqement, III, No. 2

(August, 1960). PP. 125-127.

 
 

9Ibid.
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total of only slightly more than four million potential

graduates for the entire fifteen year period from 1958 to

l975--one half of the projected need. And many of these

graduates do not become managers! Needless to say, the

close cooperation of the business and university communities

will be absolutely necessary if this problem is to be solved.

Having briefly discussed the "number" problem, we can

once again pick up the main thread of our subject of "why

university executive development?"

There are, of course, many other reasons which may be

offered. Some managements, although anticipating little, if

any, return from their participation and support, continue

to send their men because of the prestige value which is

frequently attached to such action. In its inimitable style

Timg_refers to this factor as "a long-delayed reaction to

the idea that the average businessman is just an uncultured

10

b°°b-" In addition there is little questioning of the

fact that regardless of the initial reasons for their parti-

cipation some companies received favorable feedback informa-

tion from the first men they sent, which attested to the

value which these men felt was received from their

 

10"Schools for Executives: How Helpful is Industry's

New Fad?" Time, January 6, 1958.



attendance, thereby encouraging further support.

Having briefly examined some of the main forces which

have given rise to the growth of university executive

development programs, we can now turn our attention to the

"movement" itself so that we may familiarize ourselves with

how the programs developed and what forms they have taken

during their evolutionary process.

Executive Development-~Ag_Historical Overview11

Although executive development by schools of higher

learning has been primarily a post-World War Two occurrence,

it does have its roots in two programs which were started

prior to this time. The oldest continuing university

program designed for men actually occupying management posi-

tions was begun in 1931 at the Massachusetts Institute of

Technology.12 Not until 1943 did Harvard and Stanford

Universities at the request of the United States Office of

Education offer a course known as the War Production

 

11The author is indebted to Frank X. Steggart for

references to a portion of the historical material found in

this section.

12Kenneth Andrews, "University Programs for Practicing

Executives," A_Study Q§_University-Colleqe Programs in_

Business Administration, by Frank C. Pierson and others

(New York: McGraw-Hill Book Co., Inc.), pp. 577-608.



Retraining Course which was to facilitate the transfer to

war production of men displaced from their normal occupations.

Although this program was terminated in June 1945, Harvard,

in response to requests from industry, reinstituted a

thirteenaweek program, without government support and with

substantial changes in objectives and course content.

With an ever-increasing number of firms beginning to look to

the universities for assistance in the development of super-

visors, the University of Chicago (1945), Pittsburgh (1949),

Pennsylvania (1950), Indiana (1951), Northwestern (1951) and

many others instituted offerings during the succeeding

years.

Although there is no complete accord on the exact

number of colleges and universities offering education for

executives, the range appears to be between thirty-five and

fifty. Bunker, in his 1958 study, reports on finding

 

l3Ibid.

4For a comprehensive review of company developmental

programs, at universities and within the organization, see:

Kenneth R. Andrews, ”Is Management Training Effective?:

I. Evaluation by Managers and Instructors," Harvard

Business Review, XXXV (January-February, 1957), pp. 85-94,

and "Is Management Training Effective?: II. Measurement,

Objectives and Policy," Harvard Business Review, XXXV

(March-April, 1957), pp. 63-72. Also, Ward Stewart,

Executive Development Programs ig_Colleqiate Schools g§_

Business (Washington: Office of Education, 1959) and

Andrews, "University Programs for Practicing Executives."
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forty-two universities which offer executive development

programs.15 Stewart and Andrews conducted studies which

evaluated thirty-seven and forty-two university management

programs respectively,16 and Drucker speaks of ". . . some

fifty universities--in addition to a dozen large companies

and professional management associations . . ." which offer

management programs to men in the middle and upper ranks of

business.17 Even these figures do not begin to show clearly

the extent to which the proliferation of such developmental

programs has penetrated the business society. The Small

BusineSs Administration, with the support of more than two

hundred colleges and universities, has developed some six

hundred courses which, between 1954 and 1960, were attended

by over twenty thousand owners and managers of small

business.18 That there is a wide difference in length,

scope and objectives between the forty-two programs reported

 

15Paul F. Bunker, Characteristics 9§_Executive Develop-

ment Programs, University of Arizona Bureau of Business and

Public Research, Special Study No. 14 (Tucson: 1958), p. 1.

6Stewart, "Executive Development Programs . . .," and

Kenneth R. Andrews, "Reaction to University Development

Programs," Harvard Business Review, XXXIX (May-June, 1961),

pp. 116—134.

7Drucker, 17.

18 . . .

Wilford L. White, "Small Bu51ness Management Develop-

ment," Adult Education, X (Winter, 1960), pp. 86-87.
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on by Andrews and those of the Small Business Administration

should be recognized by even the most casual observer.

To more accurately categorize the numbers and kinds of

"variations" in programs which have developed out of the

earliest offerings, Andrews selected four criteria:

(1) whether the program is full or part-time,

(2) whether its subject matter is a broad approach to

the administrative process and to I'general manage-

ment" offered to executives from a cross section of

industry or is specialized in one way or another,

(3) whether the course is primarily comprised of

business or liberal arts subject matter, and 19

(4) whether the course is relatively long or short.

By applying these criteria six categories of programs

can be established.20 Briefly they are as follows:

(1) Forty—two residential broad-coverage programs in

general management of business administration of

two weeks or more in length.

(2) Eight non-residential broad-coverage courses in

business administration designed for practicing

 

l9 . . . .

Andrews, "UniverSity Programs for Pract1c1ng

Executives."

0Because the author believes Andrews' analysis to be

the most concise and inclusive available, this section is

excerpted and condensed from his remarks ("University

Programs for Practicing Executives”). Other less recent and

less encompassing analyses to which the reader may wish to

refer include: American Management Association, Guide t9_

Intensive Courses and Seminars for Executives (New York:

1958); Bunker, p. 1; Julius E. Eitington, l'Liberal Learning

for Enlightened Leadership," Personnel Administration, XXI

(July-August, 1958), pp. 8-19; S. G. Huneryager, "An Evalua-

tion of University Executive Programs," Journal 9f_§h§_

American Society Q§_Training Directors, XIV (March, 1960),

pp. 37-42; and Stewart, "Executive Development Programs . .



(3)

(4)

(5)

(6)

12

managers which are a year or longer in length.

Most of these non-residential courses belong to

the middle management group.

A half-dozen short, non-residential, broad-

coverage courses in business administration

designed primarily for working managers ranging

in length from ten to twenty-four weeks. A sub-

category of this group though usually shorter

than ten weeks in length, is the short course in

administration supported by the Small Business

Administration. This is typically an eight-week

program, meeting once weekly for 2 1/2 hours to

consider "planning, organizing, staffing,

directing, controlling—~rather than day-to-day

operations of a business."

At least ten liberal arts courses have been

devised for executives . . . with five of these

being full—time residential courses for execu—

tives of American Telephone and Telegraph

company. Leadership in the liberal arts branch

of executive training is firmly in the hands of

the Bell System, which continues to experiment,

currently at Northwestern in an eight-week com-

bination of a liberal arts approach to materials

relatively close to business.

There are at least twenty-four special residential

business courses, not broad-coverage but parti-

cularized either in subject matter or occupation

of the participants. Courses like the Graduate

School of Sales Management and Marketing at

Rutgers University (five weeks), the short course

in operations research at Case Institute (two

weeks), a management development program for

independent telephone executives at the Univer-

sity of Kansas (four weeks), and a two-week

program for civilian employees of the Air Force

Materiel Command at Western Reserve suggest the

variety of residential programs which have

arisen in the new c00peration between business

and the business schools to fit special subject

matter to special groups in response to specific

needs.

In addition to the foregoing categories, there is

an uncountable and lusty miscellaneous group

consisting of hundreds of institutes, seminars,

workshops, conferences, and short courses which
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would be impossible to deal in a short space.

These range in magnitude of effort from the

presentation of a single institute to the offer-

ing of 130 different programs put on by Michigan

State University through its Kellogg Center for

Continuing Education.

From this brief description of the growth of executive

development it is clear that this approach to manpower

development has been one of the major accelerating training

trends of recent decades. But the very fact that it has

grown with such speed has given rise to some serious

questions concerning its value for the corporation. Some

liken the rapid proliferation of programs to the opening of

"Pandora's Box" with "Hope" for the future yet to come.

Others, and they appear to be in the majority, view this

phenomenon with a more optimistic approach. Bricker's

answer to the pessimists is one with which virtually all

might agree. He wrote as follows:

In the United States we have a penchant for

jumping on bandwagons. Many times, such sudden,

widespread espousing of a particular cause does

damage to a basically sound concept by turning it

into a fad; and when the fad is over, the real

progress of the movement is set further back than

the point it would have reached if the fad had not

developed. There is probably no doubt that execu-

tive development has had an element of "fad" in it

so far as some companies (and some universities)

are concerned. But the basic movement seems to

have emerged from any possible overlying cloud of

fadism into a solid, worthwhile program for raising
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the sights and stimulating the thinking and percep-

tion of tomorrow's major executives.

At the same time Bricker recognizes some of the major

problems which cause disillusionment within some companies

and, therefore, qualifies the above statement by stating

that

. . management should be alert to the need for

properly matching their nominees to programs suited

for each individual; and make sure that each nominee

actually wants to attend the program, and is fully

aware of what he is expected to get out of it.22

Evaluation And Potential

Undoubtedly it is the last part of Bricker's statement

regarding explicit expectations which brings to the fore one

of the major topics of argument concerning executive

development programs. The expectation on the part of

management and the program participants of what is to be

achieved through attendance in the selected program presumes

a certain ability to measure or evaluate the contributions

the program has made to the participants' over-all develop-

ment. After attempting one of the earliest and most

 

l . . . .
George W. Bricker, Jr., "UniverSity Executive

Development Programs,” Michigan Business Review, XII, No. 1

(January, 1960), pp. 6—12.

22Ibid.
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inclusive studies on the subject of management training

effectiveness, Andrews espoused the following belief:

I will say, therefore, that the evaluation question

is not yet our first concern. The training people

who wish an answer to justify their budgets, ward

off their critics, and elevate their function in

stature and recognition, and the management people

who seek an answer because they disapprove vaguely

of what is going on, should negotiate their well-

justified concerns with one another rather than seek

nonexistent objective measures (italics mine) to

fortify their judgment . . . We should begin with,

stay with, and deal with the needs of an executive

for formal educational experience a§_hg_himself sees

those needs and as his predecessors in a training

experience have come to see them . . . §9_prove the

quantitative contribution 9£_forma1 education may

remain impossible and finally b§_considered

irrelevant (italics mine).23 ‘

 

That this statement should have been made when it was,

in 1957, is understandable. The greatest growth in univer-

sity development programs occurred between 1953 and 1955.

To attempt to evaluate what is in essence a long-run invest-

ment in such a short—run period would have been meaningless

if not impossible. However, when we view the present-day

situation we find that more than 1000 companies throughout

the United States and Canada have placed their trust in the

university to accomplish the task of providing middle and

 

23Andrews, "Is Management Training Effective?:

II. Measurement . . .," p. 72.



16

top management with this unique type of growth experience.

These companies, while spending more than two million

dollars annually,25 have become more concerned with this

problem of evaluation and continue to ask what benefits

their executives get out of attending these programs.

In attempting to raise the veil of uncertainty which

surrounds the question of "value" of executive development,

an exhaustive study was undertaken ". . . to make a large

scale, comparative evaluation of the impact of major

university executive education programs upon their partici-

pants."26 Although the authors of the study speak of the

need for more analysis, the findings are generally favorable.

Rather than discuss these findings in detail at this time,

it appears that such discussion would be best undertaken in

Chapter V when the results of the present study will be set

forth and compared with the above mentioned work.

 

24Reed M. Powell, The Role and Impact Q§_the Part-Time

Universitqurogram in_Executive Education, Division of

Research, Graduate School of Business, University of

California (Los Angeles: 1962), p. 67.

5"Business Courses Get Refinements." New York Times,

February 22, 1959, pt. 2, pp. 1. 9.

6Powell, p. 2. Powell's work is the final report of

thiés portion of the study. An excellent condensed presenta-

tjx>r1 of these findings can be found in: Kenneth R. Andrews,

"Reéicmion to University Development Programs," Harvard

.EEEJLgpess Review, XXXIX (May-June, 1961), pp. 116-134.
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On the basis of the study referred to above there is

left little room for doubt that university development

programs have contributed greatly to the development of our

most precious of all industrial resources—-management

manpower. Continued growth and refinement of the programs

as well as more careful selection of the participants seems

to be assured. But what does not seem to be assured is that

all segments of our business society will accept the poten-

tial rewards of these programs with equal enthusiasm.

Recognizing the fact that the Andrews and Powell study27

examines only those forty-two programs described as broad-

coverage, thereby not including a multitude of other

offerings, it is still significant to note that out of the

6,000 respondents to their questionnaire only 162, or 1.7%,

were members of the wholesale and retail trade. It

certainly appears that such a small number is entirely out

of proportion to the total number of those who are engaged

in this vital and large segment of our economy.

Because of the orientation of this dissertation, it is

necessary that we examine in general the nature of the

retailing industry and more specifically the food retailing

industry to determine why such an apparent lack of interest

 

27Ibid.
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in university development programs exists.

Retailing's Needs For Education: Real Q£_Imagined

Regardless how we measure or evaluate the place of

education in the retailing industry, the results are the

same: Its standing is poor. Quite simply, the total amount

of formal education conducted by retail establishments is

quite small; and the quality of that which is offered is

questionable when compared to the needs of the industry.

The authors of a recently published study28 on the present

status of education and research in the retailing industry

have presented a series of findings which may be viewed as

an indictment of the industry in its failure to adequately

meet its responsibilities within both of the aforementioned

areas.

Recognizing that (1) retailing, although showing a

definite trend toward larger establishments, is still

dominated by the small store; (2) retailing is the biggest

business in the country with over 1,700,000 firms employing

nearly 8,000,000 paid workers; (3) ample and varied

 

8Harold F. Clark and Harold S. Sloan, Classrooms in

the Stores (Sweet Springs, Mo.: Roxbury Press, Inc., 1962),

123 pp.
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opportunities for retailing education are available through

governmental organizations, trade organizations, colleges

and universities as well as in—company training programs of

the larger organizations, and that various studies have

shown that there is a high correlation between training and

increased productivity, the retailing industry has, because

of its failure in the area of education and inadequate

research, contributed to the low-productivity growth of our

economy.

With scant employee training, a nonexploratory type

of research, and slow productivity growth, retailing

has become a bottleneck in the American economy.29

Perhaps it is too much to expect that the extensive

research and educational programs common in industry

today should be found in the merchandising area. The

size of even the largest retail organizations is con—

siderably smaller that that of the larger industrial-

ists. Furthermore, industry has had the advantage of

generous government subsidies and munitions contracts.

But size alone can hardly be said to be an inhibiting

factor when sales run into the hundreds of millions

and sometimes the billions of dollars. Nor can

profit margins stand in the way, at least for the

large concerns, for the average per cent return on

capital invested for the ten largest retailers in

1960 was fractionally above that of a comparable

number of the largest industrialists.3O

But regardless of size it would appear that the lack of

 

29Ibid., p. 5.

30The Fortune Directory, August, 1960, pp. 2-3, 26, as

quoted in Clark and Sloan, Ibid., p. 79.
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an educational program is due to tradition and policy rather

than size.

To many merchants, even today, a classroom in the

store is an anomaly. They have attained their posi-

tions through utter dedication to the job, hard

work, adroit ability to judge people, and skillful

trading.31

Many of the men who guide the retailing industry today

act as if one man can continue to successfully guide the

operations of an enterprise, regardless of its size. They

do not View education, other than the most pragmatic kind,

as a necessity for the continued, profitable operation of

their companies. Beyond the technical, day-to—day type of

instruction such as orientation lectures for the beginner or

the training of sales people found in those in-company

programs that do exist, little of any substance is found.

If highly specialized instruction is a rarity,

subjects of a more general nature are almost non-

existent among the educational programs of the

retailers. . . . the present study found no program

concerned with the broader aspects of retailing,

such as productivity, technological advance, or the

important social and economic forces that are so

materially altering consumer attitudes today.32

In summary then we can say that (l) few retailing

organizations, even of the largest size, engage in any

 

31Clark and Sloan, Ibid., p. 13.

321bid., p. 21.
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educational activities, (2) what education is offered is

almost entirely based on techniques not administrative

skills, (3) the techniques which are taught tend to become

outmoded quickly as a result of the rapidly changing con-

cepts within the industry, (4) together with the lack of

exploratory research, the lack of adequate education has

contributed to the low-productivity growth of the industry,

thereby causing retailing to become a "bottle-neck” in our

economy's growth rate.

Executive Development and

the Food Industry

As a major segment of the retailing industry, the food

industry stands equally guilty under this indictment. Even

though executives within the food industry have from time to

time agreed on the need for developing strong executive

talent for the future, little has been offered beyond verbal

affirmations at various industry seminars, clinics, and

conferences. Why has so little been done? One management

consultant lists the following reasons.

1) It is looked upon as a future problem that can be

delayed, not as an immediate operating problem.

2) No one else is doing much "so why should I?"

3) Executive development appears expensive and may

be "too theoretical."

4) When and if needed, executives could be hired

from the outside.
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5) Personnel (development) programs may be upsetting

to an organization.

Each of these "defenses" has been examined to some

degree in our earlier discussions and, we believe, success-

fully repudiated as to their acceptability. Certainly, it

is harder to plan for the future needs of a company than it

is to plan tactical procedures for day-to-day operations.

And the program may be upsetting, theoretical and expensive.

Occasionally there may be ”outsiders” who could be found for

critical positions.

The fact remains, however, that there is an industry-

wide shortage of high-potential, promotable food

chain executives. And projecting into the future,

this shortage will grow more serious with each coming

year unless active steps are taken now.3

The Scope Qf_The Problem
 

The supermarket industry has been faced with many

problems as the result of revolutionary changes within its

competitive sphere of operations. To prevent a further

erosion in the gross margins and net profits per dollar of

sales which the industry faced in the decade following

 

3Donald R. Booz, "Building Tomorrow's Executives:

What: Will We Do With Joe?" Super Market Merchandising,

XXVJCI, No. 7 (July, 1962), pp. 61-62ff.

34Ibid.
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World War II, diversification into non—food merchandise

lines developed as a potent strategy to bolster these ever

dwindling profits. With this came an increase in the size

of stores which in turn demanded greater amounts of capital

investment. Increases in the size of the store and the

concomitant development of increased size of the organiza-

tion through mergers, acquisitions and aggressive building

campaigns brought about a greater need for competent

management personnel.

At the same time non-food chains, discount stores,

closed-door department stores and their numerous hybrids

increased their competition with the ”traditional" retailers

not only for customers but for marketing management talent

as well. The rapid expansion of the existing retail organi-

zations and the mushrooming of innovative forms of consumer

goods outlets which had neither the tenure nor the smaller

break-in locations with which to mature their own store

managers and potential marketing management personnel gave

added impetus to the management "raiding" tactics which has

become an increasing practice throughout the industry.35

The supermarket industry is particularly vulnerable to

 

3 . . . . .

5"Ideas and Trends in Retail Distribution," Grey

Matter, VII, No. 4 (New York: Grey Advertising, Inc.,

July, 1961), p. 1.
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these problems for two principal reasons. Because the

marketing techniques which are being employed by the inno-

vators are, in a large part, founded on concepts developed

by the supermarket operators, it is to the innovator's

benefit that he attract men who possess not only technical

skills but who have developed administrative skills neces—

sary for effective management activity. Moreover, as pre-

viously alluded to, it is doubtful if the in-company

training programs of the supermarket industry, as they are

now constructed, are of the type which further the develop—

ment of executive talent. Most store management training,

which is generally considered as a prerequisite for higher

management personnel is based on instructions in techniques--

techniques which quickly become outmoded in today's rapidly

changing retailing industry. Little attention is given to

the development of administrative skills-—skills which

necessarily are the core for effective store administration,

both at present and in the future.36

The need for the development of individuals with

administrative abilities has not gone entirely unnoticed

within the food industry. In 1950, under the guidance of a

College Task Force of the National Association of Food

 

36Ibid.
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Chains and with the cooperation of the College of Business

Administration of Michigan State University, the Programs in

Food Distribution37 were established. These programs had as

one of their basic goals the development of men with execu—

tive potential whose abilities would increase marketing

management effectiveness within the food industry. During

the decade 1950-1960 over 400 students had successfully

fulfilled the requirements of the programs, from which they

either returned to or entered the food industry.

The guiding hypothesis of this study is that the

attendance in these programs by these participants has had a

positive effect upon their upward mobility within the food

industry. It is further postulated that there are certain

variables which can be isolated and shown to have a high

degree of correlation with the level of achievement attained

by the program participants. The position presently held by

these men is the dependent variable for this study.

Problem Statement

The objective of this study is to investigate empiri-

cally the influence that participation in these executive

 

7 . . .

A complete history and description of these programs

can be found in Chapter II and Appendix I.
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development programs has had upon the development and

occupational mobility of those men who successfully com-

pleted the requirements of the programs between 1950 and

1960. Answers are sought for the following questions:

1. What importance do the participants attach to their

attendance in these programs as a major factor in

their occupational mobility and growth?

2. What factors can be shown to be correlated with the

actual achievement of these men?

3. Is there a significant difference in achievement

between those who attended the programs and a

selected group of food industry personnel who did

not attend these programs?

4. What implications can be drawn from the study which

can be of aid in the future development of executive

talent for the food industry?

The research is an attempt to develop guide lines for

the future development of food industry personnel. On the

basis of the results of this study, areas for further

inquiry will be presented.

General Hypotheses

The major hypothesis of this study is that attendance
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in these executive development programs has had a measurable

and positive effect on job mobility as evidenced by present

position and income. It is further hypothesized that:

1. There is a significant difference in achievement

between participants due to the particular program

attended.

2. There is a significant difference in achievement

between those who participated in the programs and a

selected group of industry representatives who did

not attend these same programs.

3. Industry experience alone is not sufficient for

success but must be combined with executive develop-

ment to insure adequate preparation for the needs of

the food industry.

4. Views on the need for education to be successful

within the food industry will vary directly with the

amount of education possessed and degree of success

of the respondent.

5. Certain factors of family background can be shown to

be highly correlated with achievement.

The dependent variable for this study is the present

position of the members of the groups studied. All other

variables are considered to be independent. The research is
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designed to either verify or disprove the hypotheses on the

basis of the relationships between the independent variables

and the dependent variable.

The methodology used to carry out the study is

presented in detail in Chapter III, Research Design.

Limitations Qf_The Study
  

The limitations of the study are as follows:

1. Existence of unmeasured social and psychological

variables makes it necessary to examine the vari-

ables from the standpoint of degree of correlation

rather than one of cause and effect relationship.

The ex post facto nature of the replies makes it

probable that the passage of time has influenced the

recall of the respondents.

The results of the study cannot be viewed as repre-

sentative of the entire industry since those studied

represent only a minute portion of those employed in

the industry. However, insights into the problem of

executive development for the food industry can be

drawn from the results of this study.
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Some Possible Contributions Q:_The Stuqu
 

The deprecatory views on executive development which

are held by the majority of those in the food industry exist

because of a lack of understanding of the potential advan—

tages of such activities as well as the lack of any prima

facie evidence which might establish the value of that

executive development which has been engaged in in the past.

It is the aim of this study to show the effect that

executive development has had on the participants of the

Programs in Mass Marketing Management. By doing this it is

expected that the members of the food industry will be

better able to judge the value of engaging in executive

development activities. To this end it is expected that

both the qualitative and quantitative findings will offer

significant insights into the benefits which have been

derived from these programs by the participants, and,

furthermore, will aid in the development of a better under-

standing of those factors which appear to be highly corre-

lated with success.

From a broader perspective it is expected that this

Study will make a positive contribution to the general body

of lcnowledge of executive development. Those few studies

whllih have been done in the area of measurement of executive
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development effectiveness have been concerned with the

development of personnel who have already achieved executive

status. This study, however, is directed toward an analysis

of an executive development program which has as its focus

the development of individuals who, at the time of their

attendance in this program, find themselves only at the

threshold of the "executive suite."

Ultimately, then, it is expected that we shall be able

to say with some degree of certainty whether or not these

unique programs in executive development have made signifi—

cant contributions toward the development of food industry

executives, and, furthermore, what factors appear to be

correlated with the success of these participants.



CHAPTER II

EXECUTIVE DEVELOPMENT FOR THE FOOD INDUSTRY:

THE PROGRAM AND ITS PEOPLE

Introduction

This chapter seeks to delimit the general executive

development context of the initial chapter by describing the

particular program in which the food industry personnel

involved in this study have participated. We shall, first,

examine the historical development of the program. Secondly,

we shall review the program's structure and content. And,

finally, within the framework of education and its effect

upon occupational mobility, one of the major reasons for

participating in this type of program will be discussed.

Development 9f_the Programs in_

Food Distribution

Within each industry there can be found certain

individuals who, in retrospect, must be considered as

visionaries. These men are set apart from their contempo-

raries because of their ability to both identify and fulfill

certain needs of their industry long before others are aware

that they exist. Three leaders within the supermarket

31
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industry belong in this category: A. D. Davis, Winn-Dixie

Stores, Incorporated, Frank J. Lunding, Jewel Tea Company,

Incorporated and Lansing P. Shield, the Grand Union Company.

These men saw that the increasing complexity of the super-

market industry demanded a new type of administrator. This

"new man" would have to possess more than the intuitiveness

which was characteristic of the "fly-by-the-seat-of-the-

pants" type of individual which had dominated the industry

during its pre-WOrld War II days. He would have to be armed

with more than intuitiveness and shrewdness to be able to

cope with the multitude of problems with which they believed

the industry would be faced. To this end in 1949 they pro-

posed to the National Association of Food Chains that a

college training program for food industry personnel be

established.

To investigate the feasibility of such a program a

College Training Task Committee was established by the

.National Association of Food Chains, under the guidance of

its president, John A. Logan. The members of this committee

were Lloyd W. Mosley, The Grand Union Company, Chairman,

Charzles L. Arnold, The Kroger Company, and J. C. Fairchild,

COIOQlial Stores Incorporated. The initial objectives of

3UCh as program, which were established by the committee and
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ratified by the N.A.F.C. board of directors, were:

1. Raising the standard and enhancing the standing

of chain food distribution with employees and

the public;

2. Attracting and developing men with executive

potential;

3. Providing facilities and opportunities for

broader training of present and future employees;

and

4. Increasing the effectiveness of management, thus

lowering the cost of food distribution and

raising the standard of living.

The criteria which were established as guides for the

selection of a school to meet these needs were:

1. Geographic location from the point of view of

centrality.

2. Standing or reputation of the institution.

3. Availability and adaptability of related courses.

4. Physical facilities available including housing

for married students.

5. Tuition and other costs.

6. Restrictions or limitations on admission of

out-of-state students.

7. Attitude toward Special students (non—college

graduates).

8. Attitude toward company sponsored scholarships.

After evaluating 27 universities the committee selected

Michigan State University as the "pilot" school. Through

the efforts of Mr. Logan, the N.A.F.C. committee, John A.

ILannah, President of the University and Dr. Kenneth Wilson,

 

8 . .

National Association of Food Chains, Background

Information: Curriculum in Food Distribution (Washington,

D. (2., December, 1959), p. l.

  

Ibid.
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the head of the Business Administration Department and the

first "Director of the Curriculum in Food Distribution,"

three separate programs were instituted. The Graduate

program was started in 1950 with thirteen Master of Arts

degree candidates being enrolled, and in 1951-52 the Special

and Undergraduate Programs were opened for enrollment.

In 1953 Dr. Edward A. Brand became Director of the

Programs and in 1959 Dr. Edward M. Barnet, formerly Director

of the Executive Development Programs at Northwestern

University was appointed Program Director. Dr. Barnet

reaffirmed the original management development objectives by

stating that, ". . . this educational program at Michigan

State University is dedicated to:

lst, providing a business educational program suited

to the dynamic and fast-changing needs of the

food industry;

2nd, providing types of programs fitted to different

age levels: graduate, undergraduate, special;

3rd, meeting the demand for new types of managers

with administrative skills and know—how required

in the growing complexity of intensified com-

petition;

4th, capitalizing on the quality of men identified by

their employers as most likely to have greater

potential for responsibilities beyond their

present positions by investing them with greater

knowledge.40

 

4 . . . . .

0Edward M. Barnet, Michigan State UniverSity's Execu-

tives Development Programs ig_Mass Marketing Management,

College of Business, Michigan State University, 1962-63,

p. :3
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The title of the programs was changed first to "Programs in

Food Distribution Administration," then to "Programs in Food

Marketing Management” and then to its present title,

"Executive Development Programs in Mass Marketing Management."

These changes were not due to a desire to engage in a game

of semantics, but resulted from the need to reflect the

broadening scope of the Programs.

Food Merchants are no longer food merchants only.

They have become a part of the great general mer-

chandising community, concentrating on mass marketing

management of the flow of consumer goods from the

mass producers. Today, production and distribution

are united on a continuous belt dilivering a high

standard of living to the public.

. . 42

Description 9£_the Programs

The Special Program was a unique undertaking. It was

recognized by all of the men who aided in the establishment

of the curricula that there were a number of experienced

employees, particularly at the store management level, who

exhibited executive potential but lacked the broad back-

ground and administrative techniques which they would need

'to move into positions of greater authority and responsi-

lelity. Although most of these men were high school

 

‘

41Ibid.

2 . .

For a complete description of the Programs, see

Appendix I .
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graduates, very few of them had had an opportunity to

increase their formal education. In order that this

untapped resource could be developed, a nineemonth, inten—

sive program of study was instituted. A broad variety of

subjects was offered and each man was given the opportunity

to develop a program which would fit his specific needs.

The following excerpt from a statement made in 1953 by the

National Association of Food Chains is an indication of the

types of courses the Special student could include in his

curriculum:

Specialized training in food merchandising, food

stOre operation, and food chain administration is

offered in the curriculum. Michigan State college

is ideally suited to fulfill the needs of courses

dealing with produce, meats, poultry and dairy

products. Specific attention is also given to each

of the major areas in business administration, such

as: accounting, marketing, finance, management and

economics. Courses are included in public speaking,

business writing and business law. Subjects dealing

with personnel and human relations in industry are a

part of the students' training.43

Upon completion of the nine-month program, a Special Program

(kartificate is awarded. In some instances Special students

‘have remained at Michigan State to complete the requirements

for' a Bachelor's Degree.

The same opportunity as that which was afforded the

 

3 . . .

Jean Osgood, News Release, National Assoc1ation of

EPOCi Chains, washington, D. C., May 22, 1953-
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Special student was offered to the employee who possessed

a bachelor's degree but wished to continue his formal educa-

tion to receive a Master's degree. (Originally a Master of

Arts Degree was awarded, but in 1959 a Master of Business

Administration Degree was offered in keeping with the policy

changes of the College of Business and Public Service.) The

graduate student is required to meet all of the normal

requirements of the Master's program of the College of

Business. In addition, those courses which are directly

related to Mass Marketing are required as is a formal paper.

This program is more rigorous and intensive than the Special

program, but the requirements can be fulfilled within one

calendar year.

Both the Special and Graduate Programs have as their

primary goal the continued development and training of men

who have exhibited executive potential to their employers.

In this respect these programs are unique among executive

development programs. Whereas most participants in execu-

tive development programs, such as those which were referred

to in Chapter I, are already in executive positions at the

tZime of their attendance in the program, the Graduate and

Special students almost always come from lower or middle

I"C'il'iagement positions. Also, these men attend the Programs
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not for a few weeks as do participants in most other execu-

tive development programs, but for the better part of a year.

Furthermore, although the men are from a single industry,

the subject matter which they are exposed to is not special-

ized but is broad in nature.

Therefore, these executive development programs do not

fit neatly into any one of Andrews' six categories of

programs44 which were described in Chapter I. These Programs

in Mass Marketing Management can be described in Andrews'

terms as being residential broad-coverage programs which are

"particularized" in the occupation and interest of the

participants but not in subject matter, with both liberal

arts and business courses being included in the programs.

The Undergraduate Program is the third program which is

offered. In keeping with the original objectives of those

who founded the programs, the undergraduate program has as

its purpose the attracting and training of future employees

of the food industry. However, the Undergraduate Program

cannot be considered an executive development program. It

is ". . . in effect, a major in mass (formerly only "food")

HEarketing management following completion of the freshman

 

44Andrews, "University Programs for Practicing

EKG cutives . "
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and sophomore years in the basic requirements (liberal arts)

of the University College indicated for all undergraduates.”45

Although some of the students in this program have had

industry experience on a part time basis or through associa—

tion with their family's organization, many have had no

direct relationship with the food industry. With little or

no food industry involvement or allegiance, it is to be

expected that many of these students would eventually select

other industries for employment rather than the food industry.

Even though it is anticipated that this will affect the

degree to which this group will be represented in the

findings of our study, we believe that it is important that

the responses of the undergraduates be included so that we

can compare and contrast the career patterns of all three

student groups.

Each of the three programs has been constructed to meet

the needs of a specific group of men. Not only are the men

introduced to the most advanced concepts in mass marketing

rmanagement and general business administration, but they are

alsc>given the opportunity to broaden themselves by enroll—

iJKJ in liberal arts courses such as Psychology, Sociology,

Phillosophy, and History. Although courses in Agriculture,

 

 

5 .

Barnet, Executive Development Programs . .
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i.e., poultry, dairy products, meat cutting, etc., were once

required subjects for study, in recent years these courses

have been offered on an elective basis. This change

reflects the belief that the student should emphasize those

subjects in which he cannot get on-the-job training.

The student's education is not limited to his daily

classroom activities. Each year since the beginning of the

Programs food industry executives have journeyed to the

campus to speak to the participants. The speeches and the

resulting reparteé between the speakers and the students

offer them an opportunity to evaluate the state of the art

within the industry in light of their own experiences and in

relation to the conceptual foundations which have been

offered in the classroom. In addition, the students are

given the opportunity to visit many of the leading food

manufacturers and distributors, during which time they have

an opportunity to observe and evaluate the methods and

techniques used by the particular company. Through these

"extra-curricular" activities the individual is better able

t1) critically evaluate alternative methods of operation and

corporate philosophies and actions.

Mncial Support gf the Programs
 

At the time of the inception of the program the
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membership of the National Association of Food Chains under-

wrote the inaugural fund. They donated $17,500 per year for

the first five years and $12,000 per year for the next five

years. The money was awarded to men who had competed for

scholarships through application to the N.A.F.C. In 1954 a

number of manufacturers began to offer $1,000 scholarships

and in 1957, when the N.A.F.C. ceased providing direct

financial support, the scholarships were increased to

$1,500, with $500 going to the support of library funds,

travel, research and administrative activities of the

programs, and $1,000 being used by the student for tuition

and other expenses.

In 1960, a new approach to financing both participants

and the program was approved by the many industry

groups interested in the advancement of these programs.

Each company sending its own men agreed to make a

voluntary contribution of $500 for each man sent.

This has been publicized both by the National Associa-

tion of Food Chains and the Grocery Manufacturers of

America to their respective members. Men sent by

their own employers are said to be bearers of Company

Fellowships.

This, however, does not meet the need for scholar-

ships of many men who are not financed by employers

and creates a serious challenge to those who wish to

recruit men not already claimed by employers as their

own.

To meet this problem, the new National Business

Advisory Committee for these programs . . . has

announced its intention of raising several $2,000

scholarships, $1,500 for the student and $500 for the

programs. The plans for organizing a method of

raising such funds are being formulated. It is not
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possible to state when or how many of such scholar-

ships will be made available.

In almost all cases the sponsored student continues to

receive all or a part of his salary while he is enrolled in

the Program.

Other Food Industry Oriented Programs

After eight years of operation this "pilot” undertaking

was considered a success by many in the food industry and

expansion of the Programs to other schools was undertaken.

In 1958 Cornell University and in 1959 University of

Southern California instituted similar programs.

Unfortunately, total enrollment in the three schools has not

fulfilled the expectations of the supporters of the Programs;

an indication of the lack of understanding by many in the

industry of the potential benefits which would accrue to

both the participants and their companies.

Other schools such as Western Michigan University,

University of Delaware and most recently St. Joseph's

College, Philadelphia, Penna., have instituted programs for

the development of food industry personnel. However, these

PrOgrams are not of the same type nor have they the same

Objectives as those previously mentioned. The Western

\

46Ibid.
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Michigan offering is designed as a c00perative education—

work program. It is two years in duration and ". . . is

offered only to interested young clerks now working in the

nation's super markets."47 The St. Joseph's enterprise

". . . will offer a four year liberal arts curriculum com-

plemented by a specialized food marketing major."48 In

neither case is executive development the primary objective

of the schools.

At the present time the Programs in Mass Marketing

Management offer the food industry an opportunity to give

their employees and prospective employees the broad, high-

level educational experience which is believed by many to be

necessary for executive manpower development. In Chapter I

it was suggested how the organization might benefit from its

support of university executive development programs. But

the question of why the participants themselves might want

to enroll in these programs has not been examined. The

final section of this chapter is devoted to this question.

 

7"Specialized College Training to Shape Future Food

Industry Leaders," Progressive Grocer, XLI, No. 4 (April,

1962). PP. 92—96, 101.

481bid.
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Education and Occupational Mobility
 

To attend the Programs in Mass Marketing the prospec-

tive student must absent himself from his job for a period

of nine months to a year. He must uproot his family, move

his possessions, move his children from one school to

another and in some cases accept a lower salary for this

period of time. In most cases he faces the formidable task

of reorienting himself to the classroom environment. In the

case of the Special student, who is, on the average, 28

years old, it has been ten years since he was required to

meet academic standards. Yet with all of these pressures

more and more men continue to express a desire to attend

these Programs. It is believed that the major reason for

this desire is to increase their chances for occupational

mobility. Recognizing the increasing complexity of the food

industry, these men have chosen to make an investment in the

form of more formal education, with the eventual return on

this investment being higher occupational status.

Certainly this route to higher status is not unique to

this group of men. The education-mobility issue is an old

one in social research and has received considerable atten—

tion in the literature. It has been said that education is

thee principle avenue for upward mobility in most
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. . . . 49 . .

industrialized nations. Two other writers have said that

education ". . . is one of the most important factors in

determining the occupation and income levels to which a

. ..50
person can aspire. Another author has stated that

leading researchers agree that education is the one most

significant variable determining the ultimate placement of

. . . . . 51

indiViduals in the soc1al order. Thus there appears to be

general agreement that education is an important factor in

social and occupational mobility. Although many studies

could be reported to substantiate these general statements,

only a few shall be indicated.

Research QEDEducation and Mobility

One type of study has been to record the educational

levels of people in different types of occupations. One

such a study shows that whereas 70 percent of professionals

and 26 percent of managers and officials have one year or

 

9 . . .

Seymour M. Lipset and Reinhard Bendix, Occupational

Mobility in_Industrial Society (Berkeley: University of

California Press, 1959), p. 9.

50 . . .
Paul C. Glick and Herman P. Miller, "Educational

Level and Potential Income," American Sociological Review,

XXI, p. 307.

 

lRichard Centers, ”Education and Occupational

Molaility," American Sociological Review, XIV (February,

1949), pp. 143-144.
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more of college, only 5 percent of farmers are equally well

52 . . . .

educated. This type of study gives a static picture of

existing education levels in different jobs, but does not

show the opportunities for mobility between jobs..

One way to show this mobility is to relate level of

income to level of occupational status. One study reports

that there is "high correlation between educational level

. . . . "53

achieved and income, rent paid and occupational status.

. . 54 . . .

Glick and Miller, in correlating average income for men

between 45 and 54 years old and years of education show a

direct relationship exists. In this study each successive

addition to years of education brought an increase in

average income. Graduation from college showed the greatest

increase-—an average of $2,434 per year.

It is not our intention to report on all studies such

as those we have listed. However, a search of the litera-

ture does reveal a high degree of unanimity among scholars

 

2 . . . .

5 Seymour M. Lipset and Reinhard Bendix, Soc1al

Mobility in_Industrial Society (Berkeley: University of

California Press, 1959), p. 92.

53 . .

C. F. Schmidt, E. H. McCannell and Maurice D.

Vanarsdal, "The Ecology of the American City: Further

Comparison and Validation of Generalizations," American

_50ciological Review, XXIII, p. 392.

54
Glick and Miller, p. 308.
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that education offers the individual increased opportunity

for occupational mobility and career development. However,

it cannot be stated that education is the sole determining

factor in the individual's career development. Donald Super

and Associates have begun a ten year study of the factors

that influence careers and suggest the following tentative

listings:

. . 55

POSSible determinants of career patterns

 
 

I. INDIVIDUAL CHARACTERISTICS AND EXPERIENCES

A. Psychological Characteristics

1. Intelligence

2. Special aptitudes

3. Interests

4. Personality

a. Attitudes (e.g., toward work, toward

authority)

b. Values (e.g., work values)

c. Specific traits (introversion—extroversion,

etc.)

d. Needs (e.g., achievement needs, nurturance

needs)

5. Temperament

6. Self—concept

7. Drive (level of aspiration)

55Donald E. Super and Associates, Vocational Develop-

ment, a_Framework for Research, Career Pattern Study,

Monograph 1 (New York: Columbia University Press, 1957),

P. 131, as quoted in Thomas R. O'Donovan, "Contrasting

Orientations and Career Patterns of Executives and Lower

Managers"(unpublished Ph.D. dissertation, Department of

(Personnel and Production Administration, Michigan State

University, 1961), pp. 16-17.
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Physical Characteristics

1. Height

2. Weight

3. Body structure

4. Physical strength

5. General health

6. Constitution

7. Endocrine balance

8. Adequacy of physiological functioning

9. Special physical assets

10. Special physical handicaps

Experiences

1. Amount and quality of education

2. Amount and quality of specialized training

3. Special skills

4. Prior work history

5. Hobbies

6. Organizational membership

7. Social and recreational activities

8. Amount and quality of interpersonal relation-

ships established (e.g., acceptance of others,

acceptance by others)

9. Identification with role models

10. Rejection of role models

11. Concept of others

II. INDIVIDUAL'S PERSONAL SITUATION

Parental Family BackgroundA.

\
l
O
‘
U
'
I
D
p
U
J
N
l
-
J Socioeconomic status of parents

Family financial situation

Father's job

(Possible) mother's job

Occupational mobility in family background

Reputation of family in community

Placement in family (only child, oldest,

youngest, etc.)

Number of siblings

Parental aspirations

Cultural stimulation

Interpersonal relationships in family

Family Situation

Married, single, separated, or divorced

Number of dependents

Health, age, and sex of dependents

Aspirations of spouse

Interpersonal relationships in family
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C. General Situation

1. Current socioeconomic status

2. Current financial situation

3. Current job

4. Personal reputation

5. Geographic location

a. Region

b. Urban-rural

6. Military service obligation

7. Citizenship

8. Race

9. Religion

10. Competition encountered (in school, job, etc.)

11. Attitudes of significant others

a. Toward the individual himself

b. Toward work

III. INDIVIDUAL'S ENVIRONMENT

1. Economic conditions in: country; area;

community

Occupational structure of the area and

community

Occupational trends of the area and community

. Community attitudes about occupations

. Peace or war

. Technological developments

. Characteristics of the era

IV. NONPREDICTABLE FACTORS

1. Accident to self or to important others

2. Illness of self or important others

3. Death of important others

4. Unanticipated opportunities

5. Unanticipated liabilities (e.g., property loss

through theft, fire, storm)

N
\
l
O
‘
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Even though all of the above factors contribute to an

individual's career pattern, it is education which stands

out as the most important single determinant. It is our

Purpose to evaluate the occupational mobility of those men

‘Mho have attended the Programs in Mass Marketing Management.

Z\lthough we shall evaluate other factors which Super has
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listed, we shall be primarily concerned with the evaluation

of the effect this university executive development program

has had upon the career pattern of the participants.

In the following chapter we shall set forth a detailed

description of the research design used for this study.

Chapters IV and V will present the findings of the study,

and the summary and conclusions.



CHAPTER III

RESEARCH DESIGN

Introduction
 

The purpose of this chapter is to set forth the

methodology which was employed in the gathering of the data

used in this study so that the research findings found in

Chapter IV can be either confirmed or invalidated. The

research design is divided into three sections. The first

section describes the nature of the sample groups used in

the study. In this section we shall show who the subjects

are, how many there are, and how they were selected. The

second section discusses the data collection technique used

and the questions which were asked of those studied. The

third section discusses the methods employed in the analysis

of the data. Included in this section are descriptions of

the statistical procedures used to analyze the data.

Study Design——Nature Q§_The Sample
  

Program Participants

From the time of the inception of the Programs in Food

51
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Marketing in 1951 until June, 1960, 112 men entered the

Master of Arts or Master of Business Administration program,

154 students attended the special program, and 137 under-

graduates completed the requirements for their Bachelor of

Arts degree in Business Administration with a Food Marketing

major. Because of the relatively small number of men who

have attended these programs, it was decided that rather

than selecting a random sample for study it would be best to

contact all members of the universe with which we were

concerned.

The major problem which was encountered at this point

was locating the men. However, by contacting their last

known employers and by using the last known addresses only

six special students, fourteen graduate students, and twenty-

one undergraduates could not be located. In addition, four

special students, three graduate students, and thirteen

undergraduates were not sent questionnaires56 because, at

the time of the study they were either still in school

working toward higher degrees or were known to have gone

directly into the Armed Forces after leaving Michigan State

University. Therefore, the universe under study was defined

‘

56 . . . .

The structure of the questionnaire Will be discussed

if! the next section.
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as all students who had graduated from the Programs in Food

Distribution between June, 1951, and June, 1960, excluding

those who had gone directly into military service from the

programs and were still in the Armed Forces at the time of

the study, and those who had remained in school to work

toward a higher degree.

Number g§_Respondents--Students

Of the 150 special students who were sent question—

naires 67, or 44.7 per cent, replied. In the graduate

student category 65, or 60.6 per cent, of the 109 who were

mailed questionnaires responded. And of the 137 under-

graduate students who were defined as part of the universe

21, or 15.3 per cent, replied. As was stated in Chapter II,

the low response rate of the undergraduate students was

predictable. Low motivation and lack of experience with the

food industry are believed to be contributing factors to the

low response rate of this group.

Even though the undergraduate program cannot be con-

sidered as an executive development program, the responses

of the undergraduates will offer us an opportunity to

evaluate the differences between those who have had an

opportunity to combine education with experience and those

WTlo have a college education but have not had the time to
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get a significant number of years of industry experience.

Control Group

It is our objective to ascertain whether or not attend-

ance in these programs is a significant factor which has

aided in the occupational mobility of the participants. An

intercomparison between the three student categories,

therefore, is not sufficient. Although such a comparison

would offer an opportunity to examine differences resulting

from years and type of education beyond the high school

level, it would not enable us to draw any significant con—

clusions regarding differences in success between those who

had attended the programs and those who had not.

In order that such a comparison might be made, a

control group was selected.

Method pf_Selection--Control Group
 

Because of the higher formal education of the graduate

and undergraduate students, the author decided to use the

Special student category as the one to which the control

group would be compared. The reader will recall from

Chapter II that almost all of the special students are high

School graduates with little or no college experience. They

63130 had a great deal of work experience in the industry,
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with eighty per cent having been employed for five years or

more in the food industry prior to their enrollment in the

Special program. It was felt that by comparing the control

group's responses primarily with those of the special

students and only secondarily with the responses of the

other two student groups, a more significant test of the

hypotheses would be possible than if such a comparison were

not made.

An evaluation of the records of :he Programs in Mass

Marketing Management revealed that four companies57 had

sponsored almost 60 per cent of the special students. Of

this total number one company sponsored 40 per cent, the

second 30 per cent, the third 16 per cent, and the fourth

accounted for 14 per cent. It was decided that the names of

250 men would be selected from the files of these four

companies in the same proportion as the number of men they

had sponsored. To eliminate the possibility of a biased

selection by the companies, the author received permission

to personally search the files of three of the four

 

57 . .

These companies have asked to remain unnamed.

However, it can be stated that they are all supermarket

organizations with combined sales, in 1961, of over 4.2

billion dollars. They have been firm believers in executive

development and were kind enough to open their files to the

author. The control group could not have been selected

without their cooperation.
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companies. Because its personnel records were kept at each

division's headquarters rather than at the corporate head-

quarters, the fourth company agreed to make the selection

according to the criteria which had been established.

Criteria for Selection-—Control Group

Careful study of the special students' responses showed

that there were certain basic characteristics which these

men possessed. They were, on the average, 27 years of age

when they entered the program; they had all completed high

school with only a few having as much as one year of college

education; they were employed in the positions of store

manager, assistant store manager, or department manager

immediately prior to their enrollment into the program. And

approximately 80 per cent were married. Our objective then

was to use these characteristics as criteria for the selec-

tion of a matching sample of men who had not attended the

Programs.

The following is an example of the type of specifica-

tion sheet which was sent to the companies prior to the

actual selection.
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Selection of a Selective Sample of the XYZ Stores

Personnel

I. Criteria: All of those selected must fall

within the following categories:

1. Must be between the ages of 28 and 37.

2. Must be a high school graduate but shall

not have more than one year of college.

These men shall not have attended any

programs in food distribution such as

those offered by Michigan State Univer-

sity, Cornell University, and other

schools.

3. Must have been in a managerial position

between the particular points in time

listed below. (Managerial position is

herein defined as a position no lower

than a department manager within a store

nor higher than a store manager.)

4. Of the total number selected, eighty per

cent should be married and twenty per

cent single.

II. Breakdown of required sample according to

desired characteristics. Numbers given

are minimum requirements.

1. Present Age and Past Managerial Position

a. Five men between the ages of 35 and 37

who were in a managerial position, as

defined above, between the years 1951-

1953 inclusive.

b. Twelve men between the ages of 32 and

 

58 . . . . .

This particular speCification sheet was sent to

the company which had sponsored sixteen per cent of the

total of the four companies previously mentioned.
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34 who were in a managerial position

between the years 1954—1956 inclusive.

c. Twenty-three men between the ages of

28 and 31 who were in a managerial

position between the years 1957-1960

inclusive.

2. Marital Status

a. Of the total minimum number of forty

men that are selected, thirty-two

should be married and eight should

be single.

Upon receiving permission to select the names from the

companies' files, the author proceeded to select the names

of all of those men who met the established criteria. By

using a table of random numbers the actual number required

was selected from the original listing. This procedure was

followed for each of the four companies. Of the 250 ques-

tionnaires which were mailed to this group, eighty-one were

returned. Ten of the eighty-one were thrown out as not

usable; therefore, seventy-one or 28.4% of the control group

responded satisfactorily. Although this rate of response is

not as high as that of the special or graduate students, it

must be remembered that the control group could not be

expected to have the same degree of personal involvement in

the study as those who had attended the programs. That this

disinterested group of men responded as well as they did,
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however, indicates a high degree of interest in the study.

The total of all usable responses, then, is 224 with 67

being those of the special students, 65 of the graduates, 21

of the undergraduate group, and 71 coming from the control

group.

Data Collection Technique

Because of the wide dispersion of the students and

control group throughout the United States and because of

the limitations of time and financial resources, the mail

questionnaire method was used. The questionnaires59 were

sent to each member of the defined universe with a cover

letter and stamped return envelope. Three mailings were

used for the student groups. The first follow-up, which was

sent sixty days after the questionnaire was mailed, was a

reminder letter. The second follow-up letter included

another copy of the questionnaire and a cover letter urging

the individual to respond. The responses to each mailing

were analyzed separately, and no significant differences

were found to exist. This lack of significant difference

 

59The author is indebted to Professor William Henry of

the University of Chicago for his assistance in the develop-

ment of the questionnaire.
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between the responses to the three mailings permitted us to

combine them into one group for our final analyses. Copies

of the questionnaires and cover letters can be found in

Appendix II.

The members of the control group were also contacted by

mail. The questionnaire was accompanied by a cover letter

which was countersigned by the Personnel Directors of the

respective companies. This was done so that the recipients

of the questionnaire would be aware that permission had been

granted, by the companies, for them to participate in the

study. Wherever possible the questions asked of this group

were the same as those asked of the student group. Only one

mailing was used for the control group as the response to

the first mailing was considered to be satisfactory for our

purposes.

Non-Respondents

Although a number of studies have demonstrated that

there are important differences between respondents and non-

respondents to mailed questionnaires, similar differences

are also indicated between early and late or "easier-to-

reach" and "harder-to-reach" respondents.

In the absence of census data or some other

criterion for comparing respondents with non-

respondents, "a comparison of early and late returns



61

should reveal differences in the same direction as

would a comparison of returns and non-returns."

While this procedure may not be sufficiently sensi—

tive to measure the magnitude of the mail-back bias,

it may provide a simple and valuable technique for

determining the probable direction of bias.60

Since the evaluation of our three mailings shows

virtually no significant difference between them in the type

of responses which were elicited, it was not deemed impera-

tive that the non-respondents be studied. Therefore, we

believe that we can generalize our findings to include all

of the members of the student groups.

It is believed that a major reason for the non—

responses was the length of the questionnaire. Twelve blank

questionnaires were returned by graduate and special

students. (This is slightly under five per cent of the

number of questionnaires mailed to these two groups.) The

reason they gave for not filling in the questionnaire was

its length. Although this possibility had been established

in a limited pre-test, we preferred to take this risk rather

than have a large response to a shorter and less complete

questionnaire. So that the reader may have a better under-

standing of this last point, we shall now evaluate the

 

0Richard F. Larson and William R. Catton, Jr., "Can

the Mail-Back Bias Contribute to a Study's Validity?"

American Sociological Review, XXIV, No. 2 (April, 1959),

pp. 243-245.
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questionnaire on an item by item basis.

Student Questionnaire-~Content Analysis

The Questionnaire was divided into four sections. The

first group of questions were designed so that a complete

job history of the respondent could be developed. Item one

asks for a complete occupation history since the student's

graduation from the program. A job description for each

position title listed was requested because of the lack of

uniformity within the industry of work assignments as

related to the title of the position. For example, in one

supermarket company the position Field Sales Manager might

entail the same general work assignments as that of a Zone

Manager in another company or a Division Manager in a third

company.

To determine the degree of stability and loyalty,

particularly among the students who had been sponsored, the

names of the respondent's employers were requested. This

information was compared with the answer to question 2,

part b, which asked the name of the company they worked for

before entering the program, to determine whether or not the

sponsored men remained with the same company after

graduation. The remainder of items two and three complete

the job history data. By analyzing the responses to the
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first three items, we were able to determine:

1. occupational mobility, both before and after program

attendance.

2. length of time, (a) in each position, (b) with each

company, (c) within the industry, (d) as a part—time

or full-time employee.

3. whether or not the respondent was employed by a

member of his family.

Number three above is of importance because of the pos—

sibility that employment with a family organization might

increase the speed of a respondent's occupational mobility.

To reduce the chance of a biased answer to the question of

occupational mobility all questionnaires which had a "yes"

answer to item 3-c were analyzed separately. However,

family affiliation appears not to have had a significant

influence upon the results of the study.

Section II is comprised, almost entirely, of open-end

questions. Item four asks for the respondent's reasons for

enrolling in the programs. To determine whether or not

these desires had been fulfilled the responses to items five,

six, and seven were compared to the answers to question four.

Both items five and seven ask for the benefits which the

students had received as a result of program participation.
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The benefits listed in item seven, which were developed from

the pre-test, were used as a check against the responses in

item five. Although some similarity was noted between the

answers to the two questions, there were a significant

number of additional benefits listed by the respondents

which justified the inclusion of both questions. Item six

was included to determine whether or not attendance in the

programs was considered as a hindrance rather than a benefit

to the student's occupational mobility. Here we are

attempting to avoid the bias which might exist if the

respondent were asked to list only the benefits he received

without giving due regard to any potential disadvantages

that might be associated with attendance in the program.

Items eight, nine, and ten are concerned with the

process by which those men who were sponsored were selected

to attend the programs. Item eight asks the individual to

describe the method by which he was selected to attend the

program. By interviewing students who were in the programs

at the time of the study, it was discovered that many of

them did not know what method their companies used in

selecting them for attendance in the programs. These men

believed that if the companies would publicize the selection

procedure which they used, more qualified personnel would
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avail themselves of the opportunity to enroll in the program.

In attempting to establish some norms for a selection

procedure, item nine asked the respondents to set down the

method they would use in selecting men to attend the Food

Distribution Program if this responsibility were theirs.

Item ten continues on the same subject by asking the

respondent to list those characteristics he would look for

in the men he would select to attend the program. By com—

bining the answers to these three questions we hope to be

able to establish some criteria for a selection procedure

which can be used by the sponsoring companies.

Questions eleven and twelve were analyzed together.

Item eleven asks, "What bearing do you think your immediate

supervisor feels your participation in the program has on

your advancement potential in the company?" Item twelve

asked whether or not these same feelings were held by top

management. Although it generally could be assumed that top

management believed in the value of the program, there was

some question as to whether or not middle management held to

the same belief. The men who graduate from the Programs in

Mass Marketing Management generally enter positions at the

lower level of middle management. It is the responsibility

of their immediate supervisors to see that they are treated



66

in an unbiased fashion. Assuming that a company has used an

excellent selection procedure in identifying those men they

wish to sponsor and assuming further that top management is

fully behind the program, if any return is to accrue to the

organization from their investment into these human

resources, their middle management must not hold any resent-

ment toward those who have attended the program.

Tangential to this problem is that of adequate utiliza—

tion by the company of the returning student. Item thirteen

asks, "Do you believe that you are being utilized in a posi-

tion which permits you to use the training you have received

in the Food Distribution Program?" A contributing factor to

operating ineffectiveness is poor utilization of the student.

Too frequently we hear of an individual who is placed in a

position lower than the one he held prior to his attendance

in the program, with the eventual effect being disillusion—

ment and lowered efficiency. It is the purpose of this

question to determine how frequently this has occurred.

Items fourteen and fifteen are directly related to the

subject of occupational mobility. The first of these two

questions asks the respondent if he views his present posi-

tion as a step towards a higher management position.

Although it was anticipated that the majority would answer
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in the affirmative, it is our purpose to relate the answer

to this question with the answer to question fifteen. This

question asks the student to state his opinion and what he

believes his organization's philosophy to be on the subject

of whether the position of store manager is a career posi-

tion or a first step towards higher managerial positions.

At present there is a significant difference of opinion

on this subject within the supermarket industry. Some

companies believe that the position of store manager should

be considered as terminal in nature. These companies

generally believe that the store manager should not be given

a great deal of autonomy but rather should be under the

continuous supervision of headquarter's personnel. Other

companies, however, view the position of store manager not

only as a potential step towards higher management levels

but also as an executive position where the greatest possi-

ble amount of autonomy should be allowed. It is our hypoth-

esis that the graduates of the programs concur with the

latter View and where they are employed by an organization

which holds to the former belief dysfunctioning on the part

of the student will result.

Item sixteen was thrown out. The purpose of this

question was to determine if there were any significant
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differences in the degree of insight the student might have

into the nature of the Food Industry as a result of which

program he attended. However, since almost all of the

answers were the same, possibly as a result of their famili-

arity with trade journals and other similar publications, no

direct analysis was possible.

The purpose of question seventeen was to determine the

degree of importance which the respondents felt top manage-

ment should place upon a college education for food industry

management personnel. Question eighteen asks if the

respondent would recommend the food industry as a career for

young men. As stated in Chapter I, the food industry faces

an increasing shortage of potential management personnel.

It is through the recommendations of those presently in the

industry that many young men will be influenced to investi-

gate the food industry as a career possibility.

Section III of the questionnaire asks for income data.

Items 18a and 18b ask for the gross income which was earned

immediately prior to attendance in the program, the amount

earned, by two-year intervals, after leaving the program,

and the respondent's present income. Items 18c and 18d

request information on the kinds of bonuses which are

received and the source of any other family income. The
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last part of this section, item 18e, asks how the respond-

ent's income was derived while he was a student in the

program. The purpose of this last question was to establish

if there was any difference in success between those who had

been primarily supported by their sponsoring company and

those who had to rely on other sources for their income.

The last section of this questionnaire is concerned

with personal background information. Section (a), items

one through four, asks for the respondent's age, marital

status, family size, and years of education at the time of

his entry into the program. Items five and six asked for

the program in which the respondent had participated and the

year in which he graduated. This was asked as a check

against our records. Section (b) requested the present age,

marital status and family size of the respondent.

The last five items were concerned with the background

of the respondent's family. Items one and two ask for the

respondent's father's occupation and the occupation of the

father of the respondent's wife. The purpose of these two

questions was to establish the socio-economic background of

the respondent and his social-class mobility. The socio—

economic background is indicated by the occupation of the

respondent's father. Although many factors should be
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considered before placing an individual at a particular

socio—economic level, perhaps the best single factor which

can be used is occupation. The categories which we shall

use for this study are a modification of those presented by

Alba M. Edwards.61

Dr. Edwards has arranged the labor force into six

categories: (1) professional persons, (2) proprietors,

managers, and officials, (3) clerks and kindred workers,

(4) skilled workers and foremen, (5) semiskilled workers,

and (6) unskilled workers. For our purposes it was deemed

best to combine categories three and four into one group and

categories five and six into another division. The reason

for limiting the classes to four is due to the relatively

small size of our responses. Since 224 useful question—

naires were received, it would be statistically unwise to

increase the number of categories.

To establish the degree of social mobility a comparison

will be made between the responses to items one and two in

this last section. Item three, which asked for the father's

yearly income, was thrown out because the majority Of those

responding were unable to supply the information. Item four

 

61 . . .

Alba M. Edwards, Population: Comparative Occupation

Statistics for the United States: 1870-1940 (Washington:

U. S. Government Printing Office, 1943).
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is concerned with the level of education attained by the

respondent's parents. The purpose of this question is to

establish the degree of correlation between the education of

the parents and the occupational mobility of the respondent.

It is anticipated that where the level of parental education

is high, we will find the respondent prone to be more mobile

both socially and occupationally.

The final question on this questionnaire pertains to

the birthplace of the parents. Our purpose here is to see

whether or not those respondents who are first-generation

Americans possess the same degree of mobility as those whose

parents were born in the United States. The method which

was used to analyze the responses to the thirty-eight

questions which were asked of the student group will be

presented after we examine the questionnaire which was sent

to those men who did not attend the Programs in Mass

Marketing Management.

Control Group Qpestionnaire--

Content Analysis

The questionnaire which was sent to those who had not

attended the programs was constructed so that the responses

could be compared to the special students'. Therefore,

wherever feasible, the same questions were asked of both
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groups. The questionnaire was divided into four sections.

Section I had as its purpose the development of an occupa-

tional profile of the individual. Question one asked the

respondent to list the description of and length of time

spent in each position during the preceding ten years.

However, not all of the positions listed were necessarily

used in our comparative analysis. The selection of those

positions which were to be used for the analysis was not an

arbitrary one, but was determined by the category62 to which

the respondent belonged. To illustrate, assume that a

particular member of the control group held a managerial

position between 1954 and 1956 and was 33 years old. This

would put him into the second of our three groups. Since we

will be comparing him with the special student who entered

the program during these same years, we would select only

those positions which he had held for the preceding five

years for inclusion in our analysis. The answers to

questions two and three contain the remainder of the infor-

mation necessary to complete the occupational profile. The

questions in this section are the same as those which were

asked of the student group, therefore permitting us to make

 

2

6 See pages 57 and 58, Chapter III, for the method by

which the control group categories were established.
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a direct comparison between the responses of the two groups.

Item three asks the respondent if he is in a position

which permits him to use the training he has received during

his food industry experience. Our purpose here is to deter—

mine whether there is any difference in the level of frus—

tration between the non-students and the students as a

result of the difference between the position they are

presently in and the one in which they believe they should

be employed. Question four asks, "Do you view your present

position as a step towards a higher management position?"

Question five asks for the respondent's views on whether the

position of store manager should be considered to be

"terminal" or as a first step towards a higher position.

Questions four and five, therefore, are the same as

questions fourteen and fifteen on the student group ques-

tionnaire. Our purpose is to determine whether education

has any effect on the way in which the respondents view the

subjects of potential occupational mobility and store

manager position.

Item six was thrown out since, like the answers to

question sixteen on the student questionnaire, there was

virtually no difference in the responses. Item seven is of

particular interest since it asks for the non-student to
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express his opinion concerning the importance of higher

education for food industry management personnel. Because

the members of the control group have virtually no higher

education, we anticipate that there will be a significant

difference between their responses and those of the student

group. Question eight asks, as did number eighteen on the

student questionnaire, if the respondent would recommend the

food industry as a career for others. If there is a signif—

icant difference between the two groups in occupational

mobility, we would anticipate that the group with the lower

mobility would be less inclined to recommend the industry as

a career opportunity for others.

Items 9a, b, c, and d, which comprise Section III, are

concerned with income data. Parts a and b ask for a ten-

year income history by two-year intervals and the respond-

ent's present income. As in the case of the listings of the

positions of the non-student group, only the income for a

designated number of years, depending upon the category in

which they are located, will be used for comparison with the

income history of the student group. Items c and d ask for

the type of bonus received, if any, and other sources of

family income.

The final section of the questionnaire pertains to the
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personal data of the respondent. Item 10a asks for the

man's age, marital status, family size, and highest level of

education attained. Question 10b asks for the occupational

background of the respondent's father and his wife's father.

The occupational categories which were previously described

will also be used for this group so that the profiles of the

socio-economic origin and social mobility through marriage

of the students and non-students can be compared. The

answers to the final questions of respondent's parents'

education and place of birth will also be compared to those

of the student group and will be correlated with the

respondent's occupational mobility.

Questionnaire Analysis--Conclusion
 

Wherever possible the two questionnaires are identical.

Only those questions which are directly related to opinions

concerning the Programs in Mass Marketing were omitted from

the non-student questionnaire. In almost all other cases

the questions are identical. Where the questions are not

identical, they have been so worded that comparisons between

the responses can be made.

Methods p§_Analysis

In analyzing the data which will be presented in
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Chapter IV, two methods will be used. The responses will be

grouped according to our original breakdown of student and

non-student categories. The data will be presented so that

comparisons can be made between the responses of the three

student groups and, where applicable, between the student

and non-student groups. In the majority of cases, however,

the responses will be evaluated according to the present

position of the respondent. All of the positions which were

listed by the respondents were divided into three categories,

which we shall term High, Middle, and Low. The groupings

can be found in Appendix II. Using these positions as the

independent variable we shall correlate all other responses

(which we have defined as the dependent variables) within

these three categories. Therefore, we shall not only

evaluate the responses by the student-nonstudent breakdown,

but we shall also attempt to isolate those variables which

are correlated with the level of position which the respond-

ents have attained.

The Chi-Square Test
 

It is our objective to determine whether or not there

are any significant differences in response between the

graduate, special, undergraduate, and non—students. At the
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same time we wish to know if there is a significant differ-

ence in responses which can be related to the position

categories, either high, middle or low, into which all of

the respondents have been divided. In determining if the

distributions we are considering are different or are caused

by chance, we have utilized the chi-square statistic.

The chi-square test compares the actual value in a cell

with the expected value. The expected value is computed on

the basis of proportions. To interpret a given chi-square

value, only a few facts need to be known. The higher the

value, the greater is the difference between the actual

observation and what would be expected if no other factors

were influencing the distribution. If the observed and

expected values were the same, the chi-square value would be

0. The low probability of such an occurrence gives rise to

the need of confidence limits. The confidence limit desig-

nates the probability that the conclusion is correct.

To determine if the distribution is significantly dif-

ferent the 95% confidence level will be used for this study.

This means that the particular distribution would occur by

chance only 5 times in 100.

To determine the extent to which the distribution is

different the 90%, 99% and 99.9% levels will also be used.
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These state that for the 90% limit there are 10 chances in

100 that the distribution would occur by chance, for the

99% limit 1 in 100, and for 99.9%, 1 in 1,000.

The tables show the chi-square value and the signifi-

cance levels. To establish significance computed values are

compared with the values which are attached to each confi—

dence limit. The chi-square tables and values can be found

in any standard statistics book. In comparing the computed

value with the table value a significant difference is

indicated when the computed value is greater than the book

value.

The method used to compute chi-square values is found

in Appendix IV.



CHAPTER IV

PRESENTATION OF FINDINGS

Introduction

In this chapter we shall present the empirical findings

of the study. To maintain continuity of thought the data

are presented in four sections. Section one is concerned

with the topics of industry experience, education, income

and related findings. Section two contains the responses of

the student groups to the questions which are related to

their views of the Programs in Mass Marketing Management

and the influence they believe their attendance in these

Programs had upon their career patterns.

The third section relates the findings to those

questions which were asked of both the student and non-

student groups, i.e., views on their career potential,

importance of store manager, needs of industry for educated

personnel and recommendation of industry as career for

younger people. The last section presents the significant

findings on the individual's socio—economic background. In

some cases empirical data which are not directly analyzed

within the body of the text can be found in Appendix V.

79
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All of the data are presented in either of two ways:

by the occupational level categories which were established

in Chapter III or by the student-control group breakdown.

Table 1 indicates how the student and non-student groups are

distributed between the three occupation categories.

TABLE 1

BREAKDOWN OF STUDENT AND CONTROL GROUPS

INTO OCCUPATIONAL LEVELS

(numbers)

J

-’

 

Student and Control Groups

 

 

 

Present

. . Total

POSition

Graduate Under- Special Control

graduate

High 29 7 19 1‘ 3 58

Middle 26 10 33 37 106

Low 10 4 15 31 60

Total 65 21 67 71

 

To make the tables which follow more meaningful the data is

presented in percentages. The interested reader may refer

to Table 1 for conversion to absolute numbers.
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Career Patterns And Related Findings

Industry Experience and

Present Position

Frequently we are told that it is necessary that a man

acquire a significant number of years of experience if he is

to have an opportunity to advance into higher managerial

levels. Table 2 presents the student group by occupation

level and the number of years worked within the industry

prior to entry into the program.

TABLE 2

YEARS OF FOOD INDUSTRY EXPERIENCE

PRIOR TO ENTRY INTO PROGRAMS

(as a percentage of occupational level)

 

 

Years of Experience

 

 

 

Occupational

Level

Less than 5 5—10 Over 10

High 40.0 34.0 26.0

Middle 40.3 35.8 23.9

Low 29.6 44.4 25.9

X2 = 1.128 - not significant at all levels

There is no significant difference between the three occupa-

tional groupings in relation to this factor. That is, the
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men who are in the highest position category do not possess

a significantly greater or lesser amount of industry experi-

ence than those in the two lower groupings.

However, if we analyze the length of time that the

student had spent in the last position he held prior to his

attendance in the Program, we find that a relationship does

exist which is significant at the 90% level; that is, there

are but 10 chances out of 100 that this distribution could

have occurred by chance alone.

TABLE 3

LENGTH OF TIME IN POSITION HELD

PRIOR TO PROGRAM ATTENDANCE

(as a percentage of occupational level)

 

 

Years in Position Held Prior to Program

 

 

 

Occupational

Level

Less than 2 to 5 Over

2 years years 5 years

High 57.4 21.3 21.3

Middle 47.6 39.7 12.7

Low 29.2 45.8 25.0

X2 = 8.359 - significant at 90% level

The data in Table 3 indicates that the longer a man had been

employed in this "last" position the less were his chances
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to improve himself after he had completed his program and

returned to his job. It would appear that if a man had not

been promoted shortly before his entrance into the program,

his potential occupational mobility was measurably reduced.

Of even greater significance is the relationship

between the position held before attendance in the Program

and the job which the man was assigned to after he returned

to his company. Table 4 indicates that there is a signifi-

cant degree of dependence between the position which is

presently held and the difference between the positions

which were held immediately prior to and immediately after

the student's attendance in the program. Regardless of

whether the man was promoted from a Low Position to a Middle

position, from Middle to High, or Low to High, the important

factor was that he was promoted. As shown in Table 4 only

9% of those who are presently in a High position were given

a lower position after they returned to their company, while

over 34% of this group were given a higher position.

Frequently, selection for attendance in these executive

development programs indicates to the individual that he is

being considered for promotion and that his company is

willing to invest money into preparing him for greater

responsibilities. Where such promotion does not occur
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within a reasonable length of time, the individual may elect

to seek employment elsewhere. That such action is taken is

signified by the data in Table 5.

TABLE 4

POSITION HELD IMMEDIATELY AFTER PROGRAM IN RELATION

TO POSITION HELD PRIOR TO ATTENDANCE

(as a percentage of occupational level)

 

Difference in Levels of Positions Held

Prior to and After Program Attendance

 

 

 

Occupational

Level

Did Not

Higher Same Lower Work Before

Program

High 34.5 47.3 9.1 9.1

Middle 13.0 71.0 11.7 4.3

Low 0 79.3 13.8 6.9

X2 = 19.709 - significant at all levels

It is interesting to note that it is the High and Low

categories which exhibit such tendencies. In the case of

those in the high positions it appears that although they

did possess the abilities necessary for a higher position,

they were not utilized by their company upon their return

from the Program. Therefore, they left for employment with

another company.
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TABLE 5

NUMBER OF EMPLOYERS SINCE GRADUATION

FROM PROGRAM

(as a percentage of occupational level)

I

L

Number of Employers

 

Occupational Level

 

 

l 2 or more

High 67.3 32.7

Middle 94.2 5.8

Low 65.5 34.5

X2 = 17.393 — significant at all levels

A different reason seems to exist for the movement of

those in the Low group. In most cases it appears that poor

selection procedures were used by the sponsoring company.

As a result many of these men were not of the calibre to be

promoted and, being frustrated, they decided to leave.

It should be noted that most of the men in these two

categories, High and Low, were sponsored by three companies.

This indicates that although they support the programs,

these companies lack adequate utilization and/or selection

policies.
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Impact Qf_Education upon Mobility

Although we have shown in Table 2 that experience alone

is not a significant determining factor of a man's career

pattern, we are able to show that when education is combined

with experience occupational mobility is greatly enhanced.

The data found in Tables 6, 7, and 8 permit us to make this

_statement. Table 6 indicates that the student's present

position is dependent upon the amount of time which has

elapsed since his graduation.

TABLE 6

RELATIONSHIP BETWEEN YEAR OF PROGRAM COMPLETION

AND PRESENT POSITION

(as a percentage of occupational level)

 

Year of Graduation

 

 

 

Occupational

Level

1951-1954 1955-1957 1958-1960

High 32.7 38.2 29.1

Middle 8.7 46.4 44.9

Low 0 31.0 69.0

X2 = 25.0997 - significant at all levels

This is certainly understandable, for it takes time for the

benefits which a person has received from this type of
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executive development program to have their impact. The

man's experience subsequent to his attendance in the

Programs is fertilized by his increased knowledge and, after

an incubation period, the length of which is usually depend-

ent upon the individual, his growth may be measured.

But the increase in experience is not the only deter-

mining factor in the individual's mobility pattern.

When we test the relationship between the level of

education and the present position of both the student and

non-student groups, we find that a high degree of dependency

does exist between the two variables.

TABLE 7

NUMBER OF YEARS OF EDUCATION

RELATED TO PRESENT POSITION

(as a percentage of occupational level)

 

Years of Education

 

 

Occupational

Level

12 uige:ol6 16 Over 16

High 3.4 34.5 12.1 50.0

Middle 33.0 33.0 9.4 24.5

Low 51.7 25.0 6.7 16.7

 

X = 37.72 — significant at all levels
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TABLE 8

COMPARISON BETWEEN SPECIAL AND NON—STUDENT

(CONTROL) GROUPS BY PRESENT POSITION

(as a percentage of occupational level)

 

 

 

Occupational Special Control

Level Students Group

High 86.4 13.6

Middle 51.6 48.4

Low 28.8 71.2

X2 = 20.9032 - significant at all levels

In fact, when this same analysis is made using the Special

and Control groups pply, this same dependency is exhibited.

This latter point is extremely significant in that the

experience which the control group possesses is comparable

to that of the Special student group. Therefore, we can

definitely conclude that the position of the individual is

highly dependent upon whether or not the individual con—

tinued his formal education beyond high school. To substan-

tiate this finding we can analyze the three student groups

to see whether there is a significant difference between

them in the positions they now hold.

This data is presented in Table 9. We see that the chi

square test of independency is validated; that is, the
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position held is not significantly dependent upon the par-

ticular program from which the student graduated. Therefore,

we can say that it is the attendance in the Programs in Mass

Marketing Management which is the most significant determi-

nant of the individual's career pattern rather than attend-

ance in one particular proqram or another.

TABLE 9

RELATIONSHIP OF THREE STUDENT GROUPS

TO PRESENT POSITION

(as a percentage of occupational level)

 

Student Categories

 

 

 

Occupational

Level

Graduate Special Undergraduate

High 52.8 34.5 12.7

Middle 37.1 47.2 15.7

Low 34.5 51.7 13.8

X2 = 4.1936 - not significant at all levels

There is no doubt that industry experience, as a

foundation for the potential executive, is necessary.

However, it is when this foundation is strengthened and

broadened by participation in these Programs that the indi-

vidual becomes able to accept a job which demands greater
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responsibility and authority.

Analysis p§_Income Distribution

Recognition of an individual's increasing importance to

his company is most usually shown by increases in monetary

compensation. Our analysis shows that there is a direct

relationship between position and income.

TABLE 10

DISTRIBUTION OF PRESENT INCOME

BY PRESENT POSITION

(as a percentage of occupational level)

 

 

 

 

Income

Occupational

Level $5,000- $7,500- $10,000- Over

7,499 9,999 15,000 $15,000

High 5.2 17.2 51.7 25.9

Middle 20.8 50.0 29.2 0

Low 68.3 31.7 0 0

X2 = 135.892 - significant at all levels

This high correlation is to be expected if we assume

employers to be rational men. This particular analysis does

permit us to test the reliability of the responses. It does

not appear that the respondents overstated their present
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income. This also gives us an indication that our original

categorization of jobs into our three levels of positions

does appear to be in agreement with the food industry's

ranking of positions by salary scale.

Another way of evaluating the present income of the

respondents is by the student, non—student distribution.

The influence of education is implicit in this analysis.

TABLE 11

PRESENT INCOME AS RELATED TO STUDENT

AND CONTROL GROUPS

(percentage by student-control categories)

 

Income Levels

 

 

 

Student

and

Cczntr°i $5,000- $7,500- $10,000- Over

a eg°rles 7,499 9,999 15,000 $15,000

Graduate 21.5 26.2 41.5 10.8

Undergraduate 33.3 47.6 14.3 4.8

Special 31.3 35.8 25.4 7.5

Control 33.8 43.7 19.7 2.8

X2 = 14.67 — not significant at all levels

We see that there is a significant difference if we include

the non-student control group. It is also interesting to

note that if we eliminate the control group from this
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analysis, we find that, although the graduate student

appears to be earning a higher income, given the acceptable

confidence limits which have been established for this study,

the difference in income is not dependent upon the program

in which the student was enrolled. Here, too, it is partic-

ipation in the Programs which is the significant determinant

rather than enrollment in any pp§_of the three programs--

Special, Graduate or Undergraduate.

Conclusions

The data in this section indicates a significant rela-

tionship between attendance in these executive development

programs and occupational mobility. Experience is important

only when it is combined with increased formal education.

Comparison between the position held immediately before and

immediately after attendance gives an indication of poten-

tial mobility. Poor utilization of the returning student

and inaccurate selection procedures by sponsoring companies

can give rise to the individual's leaving the company.

Income is directly related to the position and both are

dependent upon attendance in the Programs, and not to one

specific program as opposed to another.
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Impact 9; Program--Student Opinions

Introduction

We have shown that by attending any one of the three

Programs in Mass Marketing Management a man greatly

increases his chances for upward occupational mobility. Now

we shall see what importance the student places upon his

participation in the Programs. Unlike the responses of the

previous section which were objective in nature, the data in

this section are subjective responses. In almost all cases

the student was able to give more than one answer to each

question.

Because of this possibility we shall present the data

in two ways. In the body of the text the replies will be

reported as a percentage of the number of students who

responded with a particular answer. The chi-square distri-

butions, which are computed on the base of the total number

of replies by each occupational category, will be placed in

Appendix V. Our purpose in presenting the data in this

fashion is to indicate to the reader the number of students

within each occupational level who replied with a given

answer. The levels of significance will be reported in both

tables.
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Reasons for Attending Program

Regardless of the students' present occupational level

their reasons for entering these executive development

programs are basically the same. As would be expected, many

anticipated that their chances for promotion would be

enhanced. Not only were they seeking increased knowledge of

the Food industry itself, but many specifically mentioned a

desire to "broaden" themselves by increasing their formal

education. The following excerpts from the responses of two

students are indicative of the feelings which were expressed

by most of the respondents:

To further my education--to enable me to better cope

with the complexities of society and the business

world . . . to acquire more knowledge in the field of

food distribution--that would be an asset in attain-

ing higher positions in a company when the opportunity

would present itself.

Preparation for higher management positions . . .

believed that the program would provide me with know-

ledge and insight that cannot be obtained from "on-

the-job training" - i.e., association with members of

other companies.

The reasons stated are certainly of great interest, but

frequently omissions can be equally revealing. Very few of

the students were seeking specific "technical" knowledge of

the type which they could acquire on-the-job. Rather than

looking for specific "how-to-do" knowledge they were more

concerned with acquiring a broad foundation of ideas and
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concepts. Also, virtually no one felt that his attendance

in the Programs would take the place of practical experience.

an indication that the students were able to place the value

of their attendance in its proper perspective.

Benefits and Drawbacks p:

Program Participation

To what degree were the students satisfied with their

experience in the Programs? The student was given two

opportunities to set forth the benefits he believed had

accrued to him. First, he was given the opportunity to

freely respond to the question, and at a later point in the

questionnaire he was asked to check which of the nine poten—

tial benefits listed he felt he had received. The responses

as shown in Table 13 were not dependent upon the occupa-

tional level of the student. It made no difference whether

the students were in a high, middle or low position: they

were in agreement as to which benefits were most important.

The benefit which was listed most often, "Learn how

other companies solve similar problems, is a reflection of

one of the major attributes of these executive development

programs. Through an exchange of ideas, these men are able

to evaluate their own company's actions in relation to the

actions which are taken by other companies in similar
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situations, and critically analyze the differences which

exist.

It is also interesting to note that the broadening

experience which the students received gave them a feeling

of greater confidence in accepting new assignments. To

underscore the importance of the program one man offered the

following explanation as part of his free-response answer:

What makes the program unique is the sense of con-

fidence it develops in its people. By bringing

together men who have studied, talked and lived food

retailing, a spontaneous competition of ideas is

created as well as a desire to seek out new problems

and their solutions. Exposed to this atmosphere the

graduate is instilled with a sturdy confidence to

meet the challenges of today's shifting retailing

patterns.

In addition to those listed in Table 13 three addi-

tional benefits were expressed by the students. First, many

felt that they had acquired increased general knowledge of

the Food Industry. Second, as a result of their broadening

experience there was a feeling that they were better pre-

pared to evaluate problems in the light of many alternative

solutions. And, finally, a number of students reported that

they were better prepared to produce effective written

reports--a quality which is found too infrequently in

today's business world.

Although the majority of the respondents felt that they



99

had benefited from their experience in a number of ways,

almost 20% felt that their chances for advancement had been

hindered rather than enhanced as a result of their

attendance. This group, which was equally divided between

the three occupation levels, felt that the major reason for

this was the animosity displayed by their immediate super-

visors toward anyone with a "college education." The

students generally refer to this type of supervisor as one

who is either afraid of potential competition for his job or

as a man who believes that the only route to the top is by

on-the-job experience.

At the same time none of the men accused top management

of the same shortcoming. The existence of this situation,

even though not widespread, indicates that those in top

management who support the Programs have not adequately com-

municated their feelings to the supervisors who are responsi-

ble for the continuing development of the returning student.

The importance of such communication cannot be overemphasized

for continuing development of personnel is, or should be, a

major responsibility of the line—supervisor.

However, as indicated in Table 14, the majority of the

respondents do report that their immediate supervisors as

well as top management View attendance in the Programs as an
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asset to both the individual's mobility and to the company.

TABLE 14

IMMEDIATE SUPERVISOR'S OPINION ON PROGRAM'S VALUE

(as a percentage of occupational level)

 

 

 

 

Opinions

Occupational

Level
Asset Performance None

Most Important

High 40.9 34.1 25.0

Middle 54.8 35.5 9.7

Low 62.5 33.3 4.2

X2 = 8.0396 - significant at 90% level

The views on the importance of the program which the

students attribute to their supervisors are closely asso-

ciated with the length of time which has elapsed since the

individual graduated. Also, the students generally recognize

the fact that their attendance in the Programs is not a

guarantee of success, but an opportunity for them to increase

their knowledge, as a means toward improving their perform-

ance. As one student said, "My success or failure depends

on what I do now, not what I have done in the past."
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Views gp_Company Selection

Procedures

As indicated by the student, personal interviewing and

screening by top management most often followed a recommen-

dation by their immediate supervisor or their own request to

apply for the program. Although only 15% of the respondents

stated that they didn‘t know how they were selected, another

20%.were vague in their replies to this question. Many of

these students did believe that many more eligible men would

apply if this information were available.

At the same time approximately 25% of the students

recommended that competitive examinations and personality

testing be included in the selection process, and 20%

recommended that an evaluation of past school work be

included.

An analysis of the responses to this question indicates

that if more well qualified men are to apply for attendance

in the Programs, the selection procedure which the given

company uses must be made known to all. It also appears

that although the companies do have interest in the

Programs, as evidenced by their sponsorship, more could be

done to inform their employees that the Programs in Mass

Marketing Management do exist.



102

Conclusions

The opinions of the student regarding the value of his

attendance is favorable regardless of the position he pres-

ently holds. Not only have they increased their knowledge

of the Food Industry in general, but they have widened their

horizons and have found increased confidence. They attrib-

ute their success in large measure to their program experi-

ence, but recognize that their performance on the job is the

ultimate factor in their mobility. Where adverse effects of

their attendance were indicated, the major cause was the

hostility or lack of understanding of the value of the

Programs which was exhibited by their supervisor. Yet, most

indicated that their increased formal education was viewed

with favor by their supervisors as well as top management.

A general desire for greater information on selection

procedure for attendance in the Programs was expressed by

the students. If sponsoring companies are to develop a

continuous supply of men with the experience and education

which are needed for managerial positions, greater support

of the Programs is necessary.
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Mobility And Opportunityr-Views And Opinions

Introduction

In this section we shall present the responses to those

questions concerning the individual's View on his potential

mobility, his evaluation of the position of store manager,

the importance he believes should be placed on higher formal

education and his recommendations of the Food Industry as a

career opportunity for young men. The responses are those

of both students and non-students.

Utilization p§_Training

In attempting to determine the degree of job satisfac-

tion which the men were experiencing, they were asked

whether or not they were in a position which enabled them to

utilize their previous training. As shown in Table 15, the

lower the occupational level, the higher the degree of dis-

satisfaction with the present position. (If we analyze

these responses by the student and non-student distribution,

no relationship between the variables is exhibited.)

However, two kinds of dissatisfaction are exhibited when we

evaluate the kinds of jobs the men felt they should be per-

forming. In the case of the non-students, they generally

believed that they should be in a higher position. The
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majority of former students who felt they were not in the

right job believed they should be performing a different

function, but not necessarily at a higher level.

TABLE 15

OPPORTUNITY FOR UTILIZATION OF TRAINING

IN PRESENT POSITION

(as a percentage of occupational level)

 

Training Being Utilized

 

 

 

Occupational

Level

Yes No

High 94.8 5.2

Middle 86.8 13.2

Low 66.7 33.3

2 . . .

X = 18.562 - Significant at all levels

On an overall basis it does appear that the students

are more satisfied with their present positions than are the

non-students.

When the respondents were asked whether they viewed

their present position as a step towards a higher managerial

position, the answer was overwhelmingly "Yes." The major

reason they give for their answer is that the training they

are getting in their present position will aid in their
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promotion. It appears that many of these men are destined

for disappointment, particularly those who are store

managers or lower.

TABLE 16

VIEWS ON PRESENT POSITION AS STEP

TOWARDS HIGHER MANAGEMENT

(as a percentage of occupational level)

 

Aid to Mobility

 

 

 

Occupational

Level

Yes No

High 100.0 0

Middle 92.2 7.8

Low 83.9 16.1

X2 = 10.054 - significant at 95% level

Views 9p_Store Manager Position

There is significant difference in the way the members

of our three occupational levels view the position of store

manager. The store managers themselves, the majority of the

middle occupational level, see their position as a step

towards a job with greater responsibility and authority.

Although they generally agree that the store manager's

salary is adequate, they believe that the position lacks
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prestige. Furthermore, they would consider store management

as a career position if they had more responsibility and

authority for the operation of their stores. There is every

indication that what the store manager is looking for is

decentralized management.

TABLE 17

STORE MANAGER--CAREER OR FIRST STEP

TOWARD HIGHER POSITION

(as a percentage of occupational level)

 

Views on Position of Store Manager

 

 

 

Occupational

Level First Step Depends Upon Should Be

. . . Career

Toward Higher IndiVidual . .

Position Ability POSItlon

for Majority

High 51.3 24.4 24.4

Middle 67.2 11.7 21.1

Low 40.4 22.5 37.1

X2 = 18.0349 - significant at all levels

Those in the higher positions view the position of

store manager as a necessary first step for those who wish

to go higher, but they are more prone to believe that it is

or should be a career position. These men generally recog-

nize that the backbone of successful chain store operation
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is a good store manager and that potential promotion for

these men rests upon the company's needs and the

individual's ability.

There are two reasons why so many men in the lower

category believe that the store manager's position should be

viewed as a career opportunity. The former students who are

in this group see store management as the most important

position in the chain organization. Many of them believe

that more prestige will be given to the store manager's job.

They also indicate that if their companies move toward a

policy of decentralization, the store manager's position

will be greatly enhanced.

The non-student who responded that the store manager's

position was primarily a career position indicated either

that it was the best job in chain store operations or that

it was necessary to have a college education to go beyond

this level, and he did not have one.

It is significant to find so many of the respondents

viewing the position of store manager as a step towards a

higher position. Within any chain store organization the

number of positions above store managers are limited. Those

who are or will be store managers should realize this

limitation. To reduce the degree of frustration which is
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certain to develop, it would appear that top management must

enhance the store manager's position in both prestige and

responsibility. If this is done and if top management

emphasizes the importance of the position of store manager

as a career opportunity, more qualified personnel will be

attracted to fill this position.

Importance p§_Higher Education

for Food Industry Management

From the data in Table 18 we can see that there is

unanimous agreement among the respondents as to the impor-

tance of college education for food industry personnel.

Only 4% of all the respondents felt that college education

was unimportant. They believe that there will be a

greater need for companies to emphasize the importance of a

college education and in so doing they should give those

employees who are good workers an opportunity to increase

their formal education.

Those in the middle and lower categories specifically

mention that although education is important, it does not

take the place of practical experience. It should be noted

that this response comes primarily from the non-student--an

understandable answer in light of his lack of higher formal

education.
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Food Industry _§_§_Career

Opportunity

Virtually all of the respondents recommended the Food

Industry as a career for young men. Whether they were in a

high, middle or low position, the men depicted the industry

as one which offered unlimited opportunities for the enter-

prising individual. Although no one phase of the industry

was recommended above another as a career job, almost all of

the respondents recommended that some time should be spent

in store operations.

Conclusions

The majority of respondents believed that their talents

were being well utilized by their companies. Those that are

store managers do not want to remain in their job for their

career in the Food Industry. Those who are in supervisory

positions see the need for more career store managers. Most

respondents agree that more prestige, responsibility and

authority will have to be given to the position of store

manager if the industry is to attract and hold men in this

position.

Only 4% of all respondents felt that higher formal

education was not necessary for food industry management.

Most respondents recognized the importance of practical
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experience and many of the Special students and non-students

believed that management should give the good worker an

opportunity to further his education.

Almost 95% of the respondents recommended the Food

Industry as one which held vast career opportunities for the

enterprising young man. As a prerequisite to success the

majority suggested that some store-operation experience be

had by all individuals.

Family Orientation

Introduction

In Chapter II it was indicated that an individual's

career mobility may be greatly affected by his background.

In this section we shall present the results of our study of

four of these factors: parental education, occupational

level of respondent's father, occupational level of wife's

father, and place of birth of respondent's mother and

father. Finally we shall evaluate whether or not the

respondent's age and family size have any relation to his

mobility.

Occupational Orientation

In evaluating the respondent's background we find the
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occupational orientation of the respondent's father and

wife's father to be significantly related to the occupa-

tional level of the respondent. Tables 19 and 20 indicate

that the higher the occupational level of the respondent,

the higher the occupational origin of his father or his

wife's father. It is also significant to note that those

who exhibit social mobility through marriage also exhibit

their mobility by their high occupational level.

This latter point is illustrated by the data in

 

 

 

Table 21.

TABLE 21

COMPARISON OF OCCUPATIONAL LEVELS OF

FATHER AND WIFE'S FATHER

(as a percentage of occupational level)

Wife's Father's Occupation

Occupational

Level Higher Same Lower

than as than

Father's Father's Father's

High 51.8 28.6 19.6

Middle 29.5 39.8 30.7

Low 22.2 55.6 22.2

 

X = 13.8624 - significant at all levels
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Whereas over 50% of those who are presently married and are

in the High occupational level married women whose father's

occupation was higher than their own father's, only 22% of

the respondents in the Low occupational level exhibit the

same mobility through marriage.

Education pf_Respondent's Parents

An evaluation of the educational level of the

respondent's parents indicates that there is a significant

relationship between the respondent's occupational level and

the amount of education his mother has acquired. The same

relationship does not hold, however, when we evaluate the

education of the respondent's father.

TABLE 22

MOTHER'S EDUCATION

(as a percentage of occupational level)

 

 

Education Level

 

 

 

Occupational

Level No Some Graduated Beyond

High School High School High School High School

High 21.0 22.8 36.8 19.3

Middle 27.9 29.8 33.7 8.7

Low 46.7 23.3 23.3 6.7

2
X = 58.6594 - significant at all levels
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TABLE 23

FATHER'S EDUCATION

(as a percentage of occupational level)

 

Education Level

 

 

 

Occupational

Level No Some Graduated Beyond

High School High School High School High School

High 31.0 24.1 25.9 19.0

Middle 36.5 26.0 19.2 18.3

Low 46.7 28.3 13.3 11.7

X2 = 5.8352 — not significant at all levels

The data in Tables 22 and 23 appear to indicate that it

is the mother that has the greater influence upon the

individual. If the mother has a higher education, she

recognizes its importance and encourages her son to acquire

a higher level of formal education. It may be that the

mother is more "mobility-conscious" than the father and,

recognizing that education is a route to social and occupa-

tional mobility, influences her son accordingly.

Place of Birth of Parents

There is no relationship between the birth-place of the

parents and the son's achievement. In the preliminary
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stages of this study the author believed that there would be

a tendency for the first generation, United States born,

student to exhibit a greater degree of mobility than those

whose parents were born in this country. However, the data

indicates that this is not the case.

Respondent's Age and Family

Formation

An analysis of the data concerning age, marital status

and number of children indicates that there is no relation-

ship between these factors and the achievement of the

individual. Although the Special student and non-student

are generally older than the graduate and undergraduate, age

itself is not an aid or detriment to the individual.

Unlike some industries where youth is a deterrent to

rapid mobility, the Food Industry does not put a premium

upon the older and more mature man. With the rapid changes

which are taking place within the industry, it seems that

the younger, more flexible individual is being sought to

fill more responsible positions.

Conclusions

The occupational achievement of the father and wife's

father are highly correlated with the individual's occupa-

tional level. The higher the occupational origin of the
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respondent's father, the higher is his own position. Of

those who responded, their achievement is directly corre-

lated with the educational level of the mother, an indica-

tion of maternal influence upon the individual's mobility

aspiration and achievement. First generation born respond-

ents are no more or less mobile than those whose parents

were native born. Age and marital status of the respondent

are not related to his success.



CHAPTER V

SUMMARY AND CONCLUSIONS

Introduction

The purpose of this chapter is to present the summary

and conclusions of the research study. The chapter is

divided into four sections. Section one presents an evalua-

tion of the hypotheses which were presented in Chapter I.

The second section summarizes the findings of the data which

is presented in Chapter IV. Section three presents the con-

clusions and implications for executive development within

the food industry. The final section suggests other areas

for research.

Evaluation Qf_Hypotheses

1. There i§_§_significant difference gg_achieve-

ment between participants due pp_ph§_

particular program attended.

On the basis of the data presented in Table 9 the

hypothesis must be rejected and, therefore, judged invalid.

Although the Graduate student accounted for over 50% of the

119
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students in the high occupational level, on the basis of the

chi-square test for independence this could have been caused

by chance. Furthermore, the data from Table 11 indicates

that income is not dependent upon the particular program

attended. Here, too, we find that more Graduate students

are earning between $10,000 and $15,000 than are Special or

Undergraduate, but the chi-square test is not significant at

the accepted confidence limit.

2. There i§_§_significant difference gp_achieve-

ment between those who participated ip_§h§_

programs and §_se1ected group pf_industry

representatives who did not attend these same

programs.
 

In selecting the control or non—student group criteria

were established so as to make these men comparable to the

Special student in age, industry experience and education.

The control group, however, had not attended any executive

development programs such as the Programs in Mass Marketing

Management. On the basis of the findings of the data as

presented in Tables 7 and 8 the hypothesis is judged to be

valid.

3. Industry experience alone i§_not sufficient
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for success but must p§_combined with executive

development pp_insure adequate preparation for

the needs pf the food industry.

Indications from the data in Tables 2, 6 and 7 permit

the validation of the hypothesis. When the years of

industry experience which the former students had prior to

their attendance in the Programs is related to their present

occupational level, no significant relationship emerges.

But, as shown in Table 6, after attendance in the Programs a

significant relationship does exist. The combination of

experience and higher formal education does have a positive

effect upon the individual's career mobility. A comparison

of the Special and Non-Student groups, who are comparable in

the amount of industry experience they possess, gives even

greater support to the acceptance of the hypothesis.

4. Views gg_the need for education pg_p§_successful

within the Food Industry will vary directly with

the amount pf_education possessed and degree pf
 

success p§_the respondent.

A critical evaluation of the data in Tables 18 and 28

permits acceptance of the hypothesis as being valid.

However, the responses are not as divergent as one might

believe. Of the 224 respondents only 8 felt that education
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was relatively unimportant. Table 18, which indicates the

responses by occupational level, shows that those in the

Middle and Low levels are more prone to indicate that both

higher education and experience are needed for the individ-

ual in a management position.

The data in Table 28 evaluates these responses by the

student, non—student categories. From this analysis it can

be seen that it is the non—student who emphasizes the need

for experience. Yet the Special student who has had compa-

rable experience indicates that education is extremely

important.

5. Certain factors pf_family background can pg_

shown pp_p§_highly correlated with achievement.

Tables 19 and 20 indicate that those in the High cate-

gory are more often characterized by a higher occupational

origin of their father and wife's father than are those who

are in the Middle and Low occupational levels. In addition,

as indicated in Table 21, there is a greater tendency for

those in the High occupational level to marry a woman whose

father is in a higher occupation than is the respondent's

father.

Achievement of the individual is also significantly

related to the education of his mother. The higher the
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occupational level of the respondent, the greater is the

amount of schooling possessed by the mother. Maternal

influence upon social and occupational mobility is indicated

by the data in Table 22.

The above factors indicate that respondents in the High

occupations are more apt to possess backgrounds of social

and occupational mobility than those in the lower categories.

They continue their mobility pattern by increasing their

formal education. From these factors the hypothesis is

validated.

Specific Findings Q§_The Study

Throughout this study the present Occupational Level of

the respondents has been identified as the independent

variable. In this section we shall present a summary of the

dependent objective variables which are significantly

related to the independent variable. In the following

section a summary of the subjective findings will be

presented.

Education and Practical Experience

In evaluating the relationship between the years of

experience of the students prior to their attendance in
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these executive development programs and their present posi-

tion no significant relationship was established. When the

variable of education is injected into the analysis, a sig-

nificant relationship does emerge. A comparison between the

student and non-student groups indicates that the increase

in formal education beyond the level of high school has a

significant impact upon the individual's career pattern. A

comparison of the three student groups, i.e., Graduate,

Special and Undergraduate, indicates no significant differ-

ence in advancement potential. It is the combination of

practical experience and higher formal education which has

the greatest impact upon career mobility.

Three significant factors emerge from an analysis of

the students' job history. First, those that had been pro-

moted within the two year period prior to their attendance

in the Programs were more likely to experience continued

advancement than those who had not received a promotion

within the same time period. Second, those who received a

promotion immediately following graduation were identified

as "promotables" and had the greatest chance to eventually

attain a high position. Finally, although the majority of

students remained with their sponsoring company a number

sought employment with other companies. Indications are
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that either the returning student was not adequately uti-

lized by his company or the company did not use an adequate

selection procedure, thereby sending a man to the Program

who was not of managerial calibre. In either case frustra-

tion seems to be the major reason for leaving the sponsoring

company.

Present income is significantly related to the Occupa—

tional Level of the respondent. An analysis of income by

the student, non-student categories indicates no significant

relationship between the variables. Although the Graduate

student appears to be receiving a higher income, it is not

significant at the 95% level.

Family.Orientation

The respondents whose present position places them in

the High Occupational Level are characterized by a higher

occupational origin of their father and wife's father than

are those in the lower occupational levels. In addition,

those in the High Occupational Level show a greater tendency

toward social mobility by virtue of their marrying a woman

whose father is of a higher occupational level than is their

own father.

An evaluation of the relationship between the

respondent's educational orientation and his present



126

position indicates a significant relationship between the

mother's education and the present position of the

individual. This latter point would seem to indicate the

potential maternal influence upon the individual's mobility

aspirations and achievement.

Impact 9£_Proqram--Student Opinions

The measurement of the objective factors which are

related to the occupational level of the students indicates

that participation in these executive development programs

has had a significant impact upon the career mobility of the

participants. The students' opinions support this finding.

The major reasons given for attending the Programs were

a desire for a broader background, an increased knowledge of

the food industry and an opportunity to increase advancement

potential. Regardless of their present position, the major-

ity of students agreed that they had benefited greatly from

their attendance. The benefit most frequently listed was

the opportunity to learn how various companies solved

similar problems. In addition, most felt that their

increased knowledge and broader backgrounds gave them

greater confidence in accepting new assignments. Indica-

tions from the responses are that the students were well

satisfied with their experience and would recommend that
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others enter the Programs.

Although the majority of students felt that their

attendance in the Programs had been an aid in their advance-

ment, approximately 20% believed that it had been a

hindrance. The deprecatory views of their immediate super-

visors concerning a "college-man" was the major reason given

for their feelings of being "hindered" in their advancement.

This view was expressed by students within each occupational

level, not just by those in the lower categories. Although

most of the students indicated that their executive develop-

ment experience was a distinct advantage, they also recog-

nized that their job performance was most crucial in deter-

mining their continued advancement.

On the subject of company selection procedures for

attendance in the Programs, the students suggested that

personality tests and competitive examinations be used in

addition to supervisory recommendations and personal inter—

viewing or "screening" procedures which are now used. A

number of students believed that if selection procedures

were made more widely known to employees, many more well

qualified men would apply for attendance in the Programs.

Mobility and Opportunity

Although the majority of both the students and
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non-students believe they are in a position which permits

them to use their previous training, those in the lower

positions exhibit less satisfaction than those in the High

and Middle Occupational levels.

Over 90% of the respondents believe that their present

job will lead to a higher position, even though many of

these men have not exhibited any significant degree of

career mobility in the past. Because so many of the

respondents are or have been store managers, they were asked

if they viewed this position as a career job or as a step

toward higher management.

Those who are presently store managers do not view

their position as a career job unless more prestige and

greater responsibility and authority are given to them. The

respondents who are above the store manager position recog-

nize the need for more career store managers due to the

increasing importance of this position. Those in the Low

Occupational Level also view the position of store manager

as one which would be a good career if more prestige and

responsibility were given to the store manager.

Only 4% of the respondents attach relatively little

importance to higher formal education for food industry

management personnel. Although the non—students stress the
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importance of practical experience, the Special student who

has had comparable experience places greater emphasis upon

the need for higher education. A third of the respondents

express the belief that the food industry will have to place

more importance upon a higher education for management

personnel and that experienced, well qualified employees

should be given an opportunity to increase their formal

education.

Almost 95% of the respondents recommended the food

industry as one which held excellent opportunities for the

young man. As a prerequisite to success the majority sug-

gested that some store-operation experience be had by all

individuals.

Implications And Conclusions

Because of the limitations of this study, as identified

in Chapter I, it is not possible to state that participation

in these executive development programs was a primary cause

. . 63 .

of career mobility. As Andrews p01nts out:

Neither companies nor schools, when both choose

promotable men to be the participants, can use

 

63Andrews, "Reaction to University Development

Programs," p. 130.
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subsequent promotion as validation. We should

nonetheless remember that the contribution of

education to performance, competence, and promo-

tion may be very great, however indirect.

Yet the students themselves have placed great value

upon their increased education as a prime determinant of

their subsequent mobility. This reaction is in keeping with

Andrews' findings which indicate that,

. . it is interesting to note that the longer the

program, the more likely men are to attribute direct

connection between attendance and subsequent progress.

The benefits they report are similar to those reported by

Andrews: "Broadening," greater analytical ability and

increased confidence.

Although the findings of this study closely parallel

those of the Andrews report, the participants in these exec-

utive development programs are significantly different than

those reported on by Andrews. Over half of those Andrews

studied were between 41 and 50 years old, had 11 to 25 years

of service with their present company and were in executive

positions. The participants in the Programs in Mass Market-

ing Management are almost all under 32 years of age, with

less than ten years' experience and were not in executive

positions when they attended the Programs.

 

64Ibid.
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It would seem that it is possible to give younger men

who are not executives the same opportunity to increase

their formal education with equally favorable results.

Furthermore, findings of this study indicate that it is pos-

sible to identify those who possess mobility potential by

evaluating their occupational and educational orientation.

Implications For Executive Development

As the trend toward decentralization continues, it

becomes necessary for companies to develop men to take on

broader managerial responsibilities. The increase in com-

petition for managerial talent places continuous pressure

upon management to seek out and identify the potential

executive at the earliest possible moment. The findings of

this study indicate that such identification can be made

when the potential executive is in his twenties. By iden-

tifying the individual at this early age and exposing him to

a continuous and well—planned executive development program,

the company can avoid executive bankruptcy.

Perhaps the major implications of this study apply to

the retailing industry in general and food retailing in

particular. Most retailers rely on in-company development

programs which concentrate on the teaching of techniques.
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But this type of training cannot give the individual those

benefits which are considered so important by participants

of university executive development programs.

The question of who should be given the opportunity to

increase his formal education is best answered by reference

to one of the major findings of this study: the Graduate,

Undergraduate and Special students appear to have benefited

equally by their attendance. The important factor is that

the corporate objectives of executive development should be

well defined and programs constructed to meet the needs of

the specific type of person or persons being sent.

As retailers increase in size there is a tendency

toward decentralization. With this decentralization more

responSibility and authority is frequently passed on to

lower management. If top management expects top-level per-

formance from lower management, they must equip them with

the knowledge necessary for the job. If, on the other hand,

management centralizes control of operations at the head-

quarters level, then, as the findings of this study indicate,

broad, executive development opportunities should be offered

only to those in higher administrative levels.
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Conclusions
 

Although this study gives every indication that the

Programs in Mass Marketing Management have given the

students greater chances for advancement by increasing their

knowledge, ability and confidence, and even though many of

the sponsoring companies indicate their support and approval

of these educational endeavors, the author possesses ambi—

valent feelings regarding the future.

From 1950 to 1960 less than 500 men were enrolled in

these programs. The three directors, Drs. Wilson, Brand

and Barnet have repeatedly made pleas to the industry

regarding their future needs of executive talent and the

developing shortage of management manpower. It has been

pointed out that the only unique asset these companies can

possess is an imaginative, knowledgeable and flexible

management team. Yet only token support has been given to

these executive development programs.

The value of executive development can no longer be

questioned. The Programs in Mass Marketing Management have

been developed to equip the individual with a broad perspec-

tive which extends beyond the food industry into the total

sphere of business and society.

The time is rapidly approaching when the Food Industry
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will have to decide whether or not it wishes to continue to

develop individuals who will be able to accept business

leadership responsibilities such as those men who have

attended the Programs in Mass Marketing Management.

Suggested Areas For Further Research

This study has attempted to delineate the potential

advantages of a university executive development program

which is oriented toward the education of men who have not

yet reached the executive plateau. Further research in two

areas is indicated by the findings.

In identifying the potential executive many psycholog-

ical, social and economic factors must be evaluated. A

study of higher management personnel within the Food

Industry, which would be oriented toward isolating these

variables of personality and background, would reduce the

error in identifying and selecting potential executive

talent. An ongoing study of this nature would enable man-

agement to both reduce the cost of and increase the effec-

tiveness of manpower development.

Findings of this study also point toward a need for

increasing the responsibilities of line-supervisors in the

area of management development. Frequently, it is the
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line-supervisor who has the first and only opportunity to

seek out and identify the above average subordinate who

possesses executive potential. If the supervisor could be

made aware of this important phase of his job, more qual-

ified men could be identified for executive development.

How this should and could be done would be a rewarding

endeavor. Neither top management nor the university is able

to prepare a man for executive responsibilities until he has

been identified by his superior.



APPENDIX I

DESCRIPTION OF

PROGRAMS IN MASS MARKETING MANAGEMENT
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MICHIGAN STATE UNIVERSITY'S

EXECUTIVE DEVELOPMENT PROGRAMS

IN

MASS MARKETING MANAGEMENT*

(formerly named FOOD MARKETING MANAGEMENT)

A Curriculum in Business Administration

for

Volume Merchandisers of Consumer Goods

in

the Food and Other Industries Serving the Public

Edward M. Barnet, Ph. D.

Professor of Business Administration

Director

COLLEGE OF BUSINESS AND PUBLIC SERVICE

EPPLEY CENTER

EAST LANSING, MICHIGAN

*"Food merchants are no longer food merchants only. They

have become a part of the great general merchandising

community, concentrating on mass marketing management of

the flow of consumer goods from the mass producers. To-

day, production and distribution are united on a continuous

belt delivering a high standard of living to the public."

1962-63
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HISTORY AND PURPOSE

Since 1950, at the instigation of leading executives in the

food chain industry represented in the National Association

of Food Chains, this educational program at Michigan State

University is dedicated to:

lst, providing a business educational program suited

to the dynamic and fast-changing needs of the

food industry;

2nd, providing types of programs fitted to different

age levels: graduate, undergraduate and special;

3rd, meeting the demand for new types of managers

with administrative skills and know-how required

in the growing complexity of intensified

competition;

4th, capitalizing on the quality of men identified by

their employers as most likely to have greater

potential for responsibilities beyond their

present positions by investing them with

greater knowledge.

To state that the food industry--manufacturing, wholesaling,

brokerage, cooperative, voluntary, or chain--constitutes the

largest in the country is to understate its significance.

With the rapid mutations of combined grocery and meats, to

supermarkets, superettes, minimarts and now gigantic disa

count stores offering, in addition to grocery-meats-produce,

apparel, hardware, drugs, cameras, recordings and toys, the

nature of management has shifted from administration of a

Mama-Papa unit to the use of colossal distribution centers,

massive transportation, electronic brains and highly equipped

brain power.

While profits per unit sold are figured in fractions of

pennies, capital investment has soared into large fractions

of millions of dollars per unit store. To survive, turnover

and markup together must assure adequate return on invested

capital.

Management of an earlier day could survive on hunch and

shrewdness. Today's management calls for men who can use

all the tools of modern administration: accounting,
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marketing research, site location analysis, warehouse admin-

istration, financial management, skill in conference leader-

ship, advertising, packaging, uses of floor space, parking

space, traffic flow, and architecture.

Competition by innovation particularly characterizes the

food industry. But it is not alone. Constricting margins

of profit compel the search for greater turnover. Volume is

sought through new promotions, new items, new colors, new

locations. Offsetting low markup items is the increase in

non-foods, capturing loyalty through stamps, give-aways,

circus atmosphere.

Reaching for new segments of the market, night openings,

Sunday openings, trading up, trading down, different retail-

ers have tried different approaches, while manufacturers and

wholesalers cooperate or even instigate still newer

approaches. Frozen foods were an innovation. Quick-freeze-

dry may displace them with a still greater service to the

public.

With the acute shortage of managerial talent facing the

nation in the next ten years due to the lack of births in

the 1930's, all industry will be competing for the available

man—andawoman power. While the gross national product is

expected to double in this upcoming decade and the popula-

tion is fast approaching 215 millions, those in the manage-

rial age groups, 25-45, number only 47-million each year for

the next ten. Of these, only 23-mi11ion are males.

The inevitable result must be--and already is--delayed

retirement past 65 years of age, accelerated apprenticeships

and the demand for more investment in knowledge to enhance

the capacities of good men already identified as leaders.

Since even today only 35% of high school graduates go to

college, obviously some of the best minds in the country are

in that 65% who do not. Even though only 13% of the popula-

tion went to college at the time of World War I and almost

triple that percentage attend now, the vast majority of our

brightest citizens do not have a college education. Manage-

ment must offset this by investing in management development.
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KINDS OF PROGRAMS

1.

II.

Special

Our Special Program is designed for those outstanding men

and women who have only a high school education or at

most only a few years of college beyond that. The mini-

mum age for Special Students is 21 years. The average

age is 28. Although many men with college degrees prefer

the Special Program because of the less rigid curriculum

and broader variety of subjects available in contrast to

the Master's Degree Program, we recommend the latter pro-

gram with the advanced degree for those whose undergradu-

ate record and admissions test scores make them eligible

for acceptance in it.

The Special Program is tailored to fit the educational

needs of each participant in it. In addition to account-

ing, economics, marketing, personnel administration,

advertising, and other business subjects, they may want

and need public speaking, writing and reading courses to

develop certain skills. While we have available courses

in meats, dairy, poultry, horticulture, etc., we recom-

mend that participants take mostly those subjects in

which they cannot get on-the-job training in their own

organizations. In the short nine months (3 terms) of the

Special Program, there is not enough time even for all

the business courses most participants come to want.

Completion of the Special Program is marked by the award

of a Special Program Certificate.

Master's

The program for the degree of Master of Business Adminis-

tration is a one-year program, in contrast to the two-

year minimum of most other highly accredited graduate

schools of business. It is a most intense, highly accel-

erated program. Most food marketing students have demon-

strated the capacity to complete it in an eleven month

(4 term) period.

To qualify for the M.B.A. program, candidates should have

had a 3.0 average (on a 4.0 point system) as undergradu-

ates. Applicants whose undergraduate record is somewhat

less than this may be considered for admission as "pro-

visionally accepted" providing their test scores on both
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the Miller Analogies and Graduate Admissions Tests plus

their greater maturity indicate they show the potential

capacity to maintain the required "B" average. The test

scores will be required either prior to or at the time of

entry into the Graduate Program.

It is also recommended that candidates have had at least

two years of job experience.

Undergraduate

The Undergraduate Program is a four-year curriculum.

The Undergraduate Program is, in effect, a major in mass

(formerly only "food") marketing management following

completion of the freshman and sophomore years in the

basic requirements (liberal arts) of the University

College indicated for all undergraduates.

There is a firm conviction that in a world characterized

by sputniks, jet propelled planes, the rise of suburbia,

the emergence of large disposable incomes with their

implications for vast new opportunities and social change

worldwide, a man cannot face the unpredictable without a

broad foundation.

This permits juniors and seniors to participate in

courses accenting mass marketing management with particu-

lar emphasis on the food industry, in addition to a diver-

sified exposure to the complete spectrum of business

administration issues: accounting, personnel administra-

tion, public speaking, economics, business law, traffic

and transportation, psychology, and, of course, intensive

aspects of marketing-—to name a few.

For those who want more knowledge of the specifics such

as meats, poultry and produce, cooperation with the

College of Agriculture makes them available as well, on

an elective basis.

Students with proper academic credentials obtained in

other universities may apply for admission and transfer

to this program for their junior and senior years.

Seniors are eligible to participate in field trips with

Special and Graduate students.
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All undergraduates, as well as all other students in the

several aspects of these programs are eligible for mem-

bership in Pi Sigma Epsilon fraternity and all it holds

for social and professional activities.

.MORE DETAILED DESCRIPTIONS OF THE COURSE REQUIREMENTS ON EACH

OF THE PROGRAMS (SPECIAL, GRADUATE OR UNDERGRADUATE) MAY BE

OBTAINED SEPARATELY BY REQUEST FROM THE DIRECTOR OF THE

PROGRAMS.

.APPLICATION FOR ADMISSION
 

.All students should send their applications for admission to

the Office of Admissions and Scholarships, 258 Student

Services Building, Michigan State University, East Lansing,

.Michigan. Transcripts of all work taken previously——whether

they be high school, college, night school, or correspondence

courses--should be sent to the Office of Admissions and

Scholarships in support of the application. These should be

nailed directly by the institution originating the records to

this university and must not pass through the hands of the

applicant.

Request should be made for information regarding the kinds of

aptitude and other screening tests offered by this university

to serve as a basis for properly advising students on the

‘kinds of courses they should take initially to prevent

assignment to those in advance of their capacities or prior

preparation.

.Applications for Scholarships should be made through the

Director of the Programs in Mass Marketing Management, Eppley

Center, Michigan State University, East Lansing, Michigan.

In all cases affecting applications for admission, the Office

of Admissions and Scholarships will notify the student con-

cerning the decision made on his application.

HOUSING

Student housing is of unparalleled excellence at Michigan

State University. Married student housing is comparable to

the modern motel and at reasonable rates. New dormitories

for men are of the most modern architecture and permit real

participation in informal "bull sessions" which are invaluable.
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Housing costs for a single student, including board and room

are $262 per term, or $786 per 3-quarter year, or $1,048 per

4-quarter year. Room rates alone (not including food) in the

Graduate Residence Center are $168 per term for singles, $126

for double occupancy.

For married students, who number almost one—third of the

total student body of about 23,000 men and women, the monthly

rates are $84.00 for 1-bedroom and $90.00 for 2-bedroom

apartments. WRITE TO DIRECTOR OF HOUSING, Michigan State

University, for detailed information. For those seeking two-

bedroom apartments, birth certificates of children must be

presented at time of application; if additional births make a

move desirable, present the new birth certificate at earliest

possible date when seeking the larger apartment.

Deposit at time of application for housing is $25.00.

 
 

 

FEES

Michigan Out-of-State

1. Course Fees* Residents Residents

Per term $108.00 $ 290.00

Per annum for 3-term student $324.00 $ 870.00

Per annum for 4-term student $432.00 $1,160.00

2. Repeat Course Fees . . . . . $5.00 per course

3. Late Credentials . . . . $5.00; a fee of $5.00 is charged
 

students who fail to file their credentials before 5:00

p.m. three weeks before the first day of registration.

4. Late Registration . . . . $15.00 to $25.00; students

registering or paying fees after the regular registra-

tion date are required to pay an additional fee: $15.00

for the first day and $5.00 more for each day thereafter

up to the limit of $25.00. This fee will not be

refunded.

5. Dropping of Courses . . . . If a student drops a course

which changes his total credit load from full time to

part time or from one part time group to another, a

refund of half of the differences in fees between the

*Notes from Michigan State University Catalog, 1962-63. For

more details see Catalog.



144

two fee groups will be made, providing the drop is made

before the middle of the term. If the drop is made

after the middle of the term, no refund will be given.

 

 

 

 

 

 

 

 

6. Refund of Fees-4Withdrawa1 from the University . . . A

student who officially withdraws from the University on a

voluntary basis after registration but before the middle

of the term may, upon presentation of the official with-

drawal, student receipts, identification card and activ-

ity book to the Registrar's Office, be authorized to

receive one-half of fees paid for the term. If the with-

drawal occurs after the middle of the term, no refund

will be given.

7. State News . . . . . $3.00 per year ($1.00 per term)

8. Student Government Tax . . .$ .75 per year ($ .25 per term)

9. Estimated Cost of Books and Supplies - $185.00 per year

10. Fraternity (Pi Sigma Epsilon) . . . . $ 45.00 per year

11. A rough total estimate of minimum costs per student, not

including clothing, medical, transportation, etc.:

3—Term Undergraduate 4-Term Master's

or Degree

Special Student Candidate

In—State Out-of-State In-State Out—of-State

Single $1,400 $1,875 $1,875 $2,675

Married 2,250 2,750 2,575 3,175

Married(l child) 2,550 3,050 2,975 3,475

Married(2 children) 2,750 3,250 3,175 3,675

FINANCIAL AIDS

First, it should be noted that the difference between the

costs of education per student sustained by the University

and the amount paid by the student totals approximately $1,000

per capita per academic year; this subsidy is provided by the

taxpayers of the State of Michigan.

"In order to keep the door of opportunity open for superior

students, Michigan State University has established an Office
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of Scholarships, a Student Loan Office, and a Student Employ-

ment Office. The purpose of these offices is to help highly-

qualified young people realize their goal of a college educa-

tion by assisting them through financial aids. Presently

there are three major types of financial aids available:

scholarships, loans, and part-time employment."*

SCHOLARSHIPS AND COMPANY FELLOWSHIPS

Historically, scholarships have been provided by chains,

wholesalers and manufacturers for men who competed through

applications to the National Association of Food Chains.

These were $1,500 scholarships, bearing the name of the donor

firm, of which $1,000 was applied by the student winner to his

tuition and other expenses and $500 came to the support of the

program, for library funds, travel, research and other admin-

istrative activities of the programs themselves.

In 1960, a new approach to financing both participants and the

program was approved by the many industry groups interested in

the advancement of these programs. Each company sending its

own men agreed to make a voluntary contribution of $500 for

each man sent. This has been publicized both by the National

Association of Food Chains and the Grocery Manufacturers of

America to their respective members. Men sent by their own

employers are said to be bearers of Company Fellowships.

This, however, does not meet the need for scholarships of many

men who are not financed by employers and creates a serious

challenge to those who wish to recruit men not already claimed

by employers as their own.

To meet this problem, the new National Business Advisory Com—

mittee for these programs (see list of members in Appendix A)

has announced its intention of raising several $2,000 scholar-

ships, $1,500 for the student and $500 for the programs. The

plans for organizing a method of raising such funds are being

formulated. It is not possible to state when or how many of

such scholarships will be made available.

Application forms for such scholarships may be requested,

however, and should be sent to the Director. They will be

screened by a committee made up of faculty of the University's

College of Business and Public Service, as well as by members

of the National Business Advisory Committee.

*Michigan State University Catalog, 1962—63.
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APPENDIX A
 

Membership of The

NATIONAL BUSINESS ADVISORY COMMITTEE

for

MICHIGAN STATE UNIVERSITY'S

EXECUTIVE DEVELOPMENT PROGRAMS IN MASS MARKETING MANAGEMENT

Chairman: Robert S. Larkin

Director of Chain Store Sale

Philip Morris, Inc.

New York City, N. Y.

G. H. Achenbach, President, Piggly Wiggly Sims, Vidalia, Ga.

William Applebaum, Visiting Consultant on Food Distribution,

Harvard University, Boston, Mass.

R. D. Arney, Vice President, George A. Hormel & Co., Austin,

Minnesota

Charles L. Arnold, Special Personnel Consultant, The Kroger

Company, Cincinnati, Ohio

W. Robert Boyd, Vice President, Fisher Foods, Inc., Cleveland,

Ohio

Paul Brown, Vice President, Scott Paper Company, Philadelphia,

Pennsylvania

Frank J. Cogan, Editor, Food Business, New York City, N.Y.

Lawrence Drake, Director, New Publication Development,

Cahners Publishing Co., Inc., Boston, Mass.

L. V. Eberhard, President, Eberhard Foods, Inc., Grand Rapids,

Mich.

E. Lee Feller, General Manager, Alliance Associates,

Coldwater, Mich.

W. C. Ferguson, Vice President, American Stores Company,

Philadelphia, Pa.

Ned Fleming, President, The Fleming Company, Inc., Topeka,

Kansas

Dan F. Gerber, President, Gerber Products Company, Fremont,

Michigan

B. D. Graham, Executive Vice President, H. J. Heinz Company,

Pittsburgh, Pa.

Don R. Grimes, President, Independent Grocers' Alliance,

Chicago, Ill.

Ray 0. Harb, Executive Vice President, Cooperative Food

Distributors of America, Chicago, Ill.

Thomas G. Harrison, Chairman, Super Valu Stores Inc.,

Minneapolis, Minn.



147

Clifford W. Isaacson, Vice President, Continental Baking

Company, Rye, N. Y.

Marie Kiefer, Executive Director, National Association of

Retail Grocers, Chicago, Ill.

LeRoy M. King, Consultant, New York City, N. Y.

Arthur E. Larkin, Jr. Vice President, Maxwell House, Hoboken,

N.J.

Mard Leaver, President, Kellogg Sales Company, Battle Creek,

Mich.

Harley V. McNamara, Chairman of the Executive Board, National

Tea Company, Chicago, Ill.

Myer B. Marcus, Executive Vice President, Food Fair Stores,

Inc., Philadelphia, Pa.

Lloyd W. Moseley, Vice President, The Grand Union Company,

East Paterson, N.J.

Robert W. Mueller, Editor, Progressive Grocer, New York City

Edward M. Muldoon, Vice President and General Manager,

Grocery Products Division, Beatrice Foods Company,

Detroit, Mich.

Vernon C. Myers, Publisher, Look Magazine, New York City, N.Y.

Calvin M. Newman, Vice President, Hinky Dinky Food Stores,

Omaha, Nebraska

William B. Nixon, President, Campbell Sales Company, Camden,

N.J.

William F. Pyle, Editor, Supermarket News, New York City, N.Y.

George A. Ramlose, Consultant and President, George A.

Ramlose Foundation, Boston, Mass.

Watson Rogers, President, National Food Brokers Association,

Washington, D.C.

Harold O. Smith, Jr., Executive Vice President, National-

American Wholesale Grocers' Association, Inc., New York

City, N.Y.

Weir C. Swanson, Personnel Manager, Jewel Tea Company,

Melrose Park, Ill.

Rudolph Treuenfels, Executive Vice President, National-

American Wholesale Grocers' Association, Inc., New York

City, N.Y.

R. F. Underwood, Vice President and Director of Sales Develop-

ment, Lever Brothers Company, New York City, N.Y.

Edward H. Walthers, Executive Vice President, Ernest Paper

Products, Inc., Los Angeles, Calif.

Paul S. Willis, President, Grocery Manufacturers of America,

Inc., New York City, N.Y.
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APPENDIX B
 

STATEMENT OF OBJECTIVES

NATIONAL BUSINESS ADVISORY COMMITTEE

for

MICHIGAN STATE UNIVERSITY'S

EXECUTIVE DEVELOPMENT PROGRAMS IN MASS MARKETING MANAGEMENT

Our objectives in forming this important Committee are:

1. To obtain across-the-board representation of the entire

industry (manufacturers, wholesalers, voluntaries, coop-

eratives, chains, brokers, trade associations, publishers,

research organizations):

a. to

b. to

have direct access to the experience, wisdom and

ideas of practitioners in the field;

reach those whom we can best serve with a direct

and clear knowledge of the middle management

development programs in business administration

that we provide;

assure that our programs are alive and up to date

in a period of explosive change and that we avoid

the dangers of falling into an "ivory-tower"

detachment.

To advance the Programs in Mass Marketing Management in

our College of Business at Michigan State University:

a. in

b. in

c. in

d. in

e. in

curriculum improvement and revision;

library resources;

scholarship resources, to provide financial aid

to worthy students;

research grants for doctoral study;

expanding teaching staff by part-time assistant-

ships to promising doctoral candidates.
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APPENDIX C
 

LIST OF COMPANIES FROM WHICH PARTICIPANTS HAVE COME

MANUFACTURERS

Campbell Soup Company, Camden, New Jersey

Continental Baking Company, Rye, New York

General Foods Corporation, White Plains, New York:

Birds Eye Division

Maxwell House Division

H. J. Heinz Company, Pittsburgh, Pennsylvania

George A. Hormel & Company, Austin, Minnesota

La Choy Products Company, Archbold, Ohio

Lever Brothers Company, New York City, New York

Libby, McNeill & Libby, Chicago, Illinois

Nestle Company, Inc., White Plains, New York

Scott Paper Company, Chester, Pennsylvania

Tidy House Division of Pillsbury Mills, Inc.,

Shenandoah, Iowa

CHAINS, COOPERATIVES AND VOLUNTARIES

 

 

California Illinois

Alexander's Markets Eagle-United, Inc.

Market Basket, Inc. High Low Food, Inc.

Safeway Stores, Inc. Hillman's Inc.

Independent Grocers'

Colorado Alliance

Busley Supermarket Company Jewel Tea Company

Johnston Super Markets

District of Columbia National Tea Company

Giant Food Shopping Center Tri-City Grocery Co.

Florida Indiana

Publix Super Markets Henry J. Eavey, Inc.

Stevens Markets, Inc. Marsh Foodlines

Winn—Dixie Stores, Inc.

Iowa

Georgia Benner Tea Company

Colonia Stores, Inc.

Piggly Wiggly Sims Stores Kansas

Howard's Piggly Wiggly

Maine

Hannaford Bros. Co.



Massachusetts

First National Stores

Star Market Company

Stop & Shop, Inc.

Michigan

ACE-Wrigley

Eberhard's Super Markets

Food Fair Markets

Harding's Friendly Mkts.

Hasper's Sav-Mor Markets

Mansour's Super Markets

Oleson's Super Market

Plumb's Super Markets

Minnesota

Red & White

Red Owl Stores, Inc.

Super Valu Stores, Inc.

Mississippi

Sunflower Stores

Nebraska

Hinky Dinky Stores

New Jersey

Grand Union Company

Shop-Rite

New York

Central Markets

Daitch—Shopwell Stores

Hart's Food Stores, Inc.

Ohio

Century Food Markets

Evans Grocery Company

Fisher Foods, Inc.

Kroger Company

Pick—N-Pay Super Markets,

Maria
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Inc.

Humpty Dumpty Super Markets

Pennsylvania

American Stores Company

Carlisle Food Markets

Food Fair Stores, Inc.

Genetti's Say-Way Mkts.

South Carolina

Community Cash Super

Markets

 

Tennessee

Malone & Hyde

Mulkey-Jackson Super

Markets

Texas

H. E. Butt Grocery Co.

Virginia

Overton Markets

Canada

Steinberg's Ltd.

Germany

Ekloh's

Puerto Rico

Government of Puerto

Rico
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COVER LETTER

Student Questionnaire

lst Mailing

MICHIGAN STATE UNIVERSITY, East Lansing

 

College of Business and Public Service

Executive Development Programs in Food Marketing

Management - 103 Business Administration

June 8, 1961

Dear Alumnus:

This year, more than any other in history, could be called,

"The Year of the Food Industry Executive." Throughout food

marketing, increasing attention is being given to the impor-

tance of the need for capable individuals to assume positions

of responsibility and authority at all levels of management.

As an aid to the entire industry, we of the Executive Develop-

ment Programs in Food Marketing Management have undertaken a

study which is being sponsored by the National Association of

Food Chains and Progressive Grocer. This study is concerned

primarily with determining the place that higher education

has in the development and advancement of executives in the

Food Industry.

The success of this study, which is expected to be utilized

by your company as a future guide in their executive develop-

ment programs, depends entirely upon you. It is of crucial

importance to the industry that you participate in the study.

By returning the enclosed questionnaire you will supply us

with the information needed to compile reliable and statisti-

cally accurate results. These findings will be presented to

the Fall convention of the National Association of Food

Chains and will be published in Progressive Grocer and other

food industry trade journals as part of a nine—part, nation-

wide study.

You may have been requested, last year, to complete a
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Alumnus -2- June 8, 1961

questionnaire similar to this one. However, the information

requested at this time is part of a more extensive study and

will enable us to compile more accurate data. The lack of

adequate returns last time prevented our sending you a copy

of the results because of their questionable validity.

You may be certain that all information will be kept in the

strictest of confidence and will be reported to the public

only as components of representative groups. To aid you in

returning this questionnaire we have enclosed a stamped

envelope.

Please remember, the success or failure of this study rests

upon you as an individual. For that reason, we will be most

appreciative of your participation. We are looking forward

to hearing from you as soon as possible.

Gratefully yours,

Edward M. Barnet

Director

Executive Development Programs

in Food Marketing Management

Lawrence Silverman

Project Director

Enclosure
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COVER LETTER

Student Questionnaire

3rd Mailing

MICHIGAN STATE UNIVERSITY, East Lansing

 

College of Business and Public Service

Executive Development Programs in Food Marketing

Management - 103 Business Administration

August 4, 1961

Dear Mr. :

Within the past two months you received a questionnaire which

you were requested to fill out and return to me. This ques—

tionnaire, as you know, is to be used as the basis of a study

being conducted by the National Association of Food Chains

and Progressive Grocer.

Recently I have received personal letters from a number of

graduates stating that their questionnaire had been mislaid

and requesting another copy so that their replies could be

used in the study. As a result of these requests it has

occurred to me that this may also have been what has happened

with your questionnaire.

Therefore, I am enclosing a questionnaire with a return enve-

lope in the hope that you will take this opportunity to have

your opinions included in the final result of this study.

As I have stated in my previous letter your response is of

the utmost importance and is urgently needed.

I am looking forward to receiving your reply.

Gratefully,

Lawrence Silverman

LS:cs Project Director

Enclosure
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STUDENT QUESTIONNAIRE
  

INTRODUCTION

Please answer all questions to the best of your recollection.

Remember, all information will be strictly confidential and

in no way related to individual respondents. (Please use

pen or typewriter.)

Section I

Starting with your present position and working backwards

please list all positions you have held since graduating from

the Food Distribution Program at Michigan State University.

List each position on a separate line. (That is, if you were

produce manager and then became a store manager, even in the

same store, consider these as two separate positions.)

For each position recorded, indicate the name of the company,

a description of the duties performed and the length of time

in that particular position.

Title of Name of Job Length of Time

Position Company Description in Position
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2. What position did you hold immediately prior to your entry

into the Food Distribution Program at Michigan State

University?

(If not employed, check here and skip to question #3)

a. Position

b. With what company?

c. How long did you hold this position?

d. Was this full time or part time? (Check one)

Full time Part time

3. How many years, in total, had you worked in the Food

Industry prior to your entry into the program? (If None,

skip to question #4)

a. years

b. What type of jobs did you hold during these years?

c. Was any part of this time spent in a store or organ-

ization owned by any of your relatives?

Yes No

If you answered yes, how long did you work for them?

years

What positions did you hold?

SECTION II

The following question is primarily concerned with your

personal feelings and opinions.

4.

ANSWER IN AS MUCH DETAIL AS YOU FEEL IS NECESSARY

What were your reasons for entering the program?
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Some graduates of the Food Distribution Program have

listed various benefits that they have received from

attending the program. Some of these have been greater

technical knowledge of store operation, greater ability

to handle subordinates and superiors, greater advance—

ment opportunities, and the ability to assume more

responsibility.

In as many ways as possible, please list and explain the

benefits which you feel you received from the program in

which you participated.
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6. Are there any ways that you feel your attendance in the

program has hindered or restricted your personal or

corporate development and advancement?

Yes No
 

If you checked yes, would you please list and explain

what these hindrances or restrictions have been.

7. Please check each benefit listed below which you feel you

derived from the program.

(Include any mentioned previously)

Gave me an opportunity to make new personal friends.

Greater confidence in accepting new assignments.

Brought me to the attention of my supervisors.

Gave me an opportunity to reevaluate my previous

goals and objectives concerning my future life's

work.

Gave me greater insight into problems of handling

subordinates and superiors.

Aided in the development of my knowledge of mer-

chandising techniques.

Gave me an opportunity to see how different com-

panies solve similar problems.

Presented me with an opportunity for increasing my

chance for advancement which I would not have had

if I had not attended the program.

Gave me an opportunity to make industry contacts

and friends which would be of help in future

business operations.
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8. If company sponsored, how were you selected to attend the

Programs? Please describe this method.

9. If, at some time in the future, it were your responsibil-

ity to select men to attend the Food Distribution Program,

what procedures would you use?

10. What characteristics would you look for in the men which

you would select to attend the program?
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11. In your opinion, what bearing do you think your immedi-

ate supervisor feels your participation in the program

has on your advancement potential in the company?

12. Do you believe these same feelings are held by top

management?

Yes No
 

If no, how do you think they differ?

13. Do you believe that you are being utilized in a posi-

tion which permits you to use the training you have

received in the Food Distribution Program?

Yes No
 

If no, what types of jobs do you think you should be

doing to make the best use of this training?
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15.
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Do you view your present position as a step towards a

higher management position?

Yes No

Please explain your answer.

Some people in the Food Industry View the position of

supermarket store manager as "terminal" in nature.

(That is, the position of store manager should be con-

sidered as a career position rather than as a first

step towards higher managerial positions) ng_ g ygg

feel about this statement?

If you are presently employed by a retail organization,

would you please state what you believe your company's

attitude is regarding the above question.
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16. What major changes do you foresee taking place in the

food industry within the next decade? (Please list as

many as you can think of.)

17. In view of the present position of the food industry and

the changes which you stated in the above question, what

stand do you believe top management should take regard-

ing the importance of a college education for food

industry management personnel?

18. Would you recommend any particular phase of the food

industry as a career for young men?

Yes No

Please explain your answer and state what phase you

are speaking about.



S
E
C
T
I
O
N

I
I
I
.

P
L
E
A
S
E
A
N
S
W
E
R

T
H
E

F
O
L
L
O
W
I
N
G

Q
U
E
S
T
I
O
N
S
,

D
E
A
L
I
N
G
W
I
T
H

I
N
C
O
M
E

D
A
T
A
,

T
O

T
H
E

B
E
S
T

O
F
Y
O
U
R

K
N
O
W
L
E
D
G
E
.

1
8
a
.

W
h
a
t

w
a
s

y
o
u
r

g
r
o
s
s

(
b
e
f
o
r
e

d
e
d
u
c
t
i
o
n
s
)

y
e
a
r
l
y

i
n
c
o
m
e

a
t

e
a
c
h

o
f

t
h
e

p
o
i
n
t
s

i
n

t
i
m
e

l
i
s
t
e
d

b
e
l
o
w
.

(
I
n
c
l
u
d
e

o
n
l
y

i
n
c
o
m
e

r
e
c
e
i
v
e
d

i
n

c
o
n
n
e
c
-

t
i
o
n
w
i
t
h

y
o
u
r

m
a
j
o
r

j
o
b
,

i
.
e
.
,

e
x
c
l
u
d
e

a
l
l
o
w
a
n
c
e
s
,

r
e
t
u
r
n
s

f
r
o
m

i
n
v
e
s
t
m
e
n
t
s
,

e
t
c
.
)

P
l
e
a
s
e

a
n
s
w
e
r

b
y

c
h
e
c
k
i
n
g

t
h
e

a
p
p
r
o
p
r
i
a
t
e

i
n
c
o
m
e

i
n

e
a
c
h

c
o
l
u
m
n
.

(
Y
o
u

s
h
o
u
l
d

h
a
v
e

o
n
e

c
h
e
c
k

p
e
r

c
o
l
u
m
n
.
)

 

I
N
C
O
M
E

Y
e
a
r

p
r
i
o
r

T
w
o

y
e
a
r
s

F
o
u
r

y
e
a
r
s

S
i
x

y
e
a
r
s

E
i
g
h
t

y
e
a
r
s

t
o

e
n
t
r
y

a
f
t
e
r

p
r
o
g
r
a
m

a
f
t
e
r

p
r
o
g
r
a
m

a
f
t
e
r

p
r
o
g
r
a
m

a
f
t
e
r

p
r
o
g
r
a
m

i
n
t
o

p
r
o
g
r
a
m

c
o
m
p
l
e
t
i
o
n

c
o
m
p
l
e
t
i
o
n

c
o
m
p
l
e
t
i
o
n

c
o
m
p
l
e
t
i
o
n

 

U
n
d
e
r

$
2
,
4
9
9

 

$
2
,
5
0
0
-
4
,
9
9
9

 

$
5
,
0
0
0
-
7
,
4
9
9

 

$
7
,
5
0
0
-
9
,
9
9
9

 

$
1
0
,
0
0
0
-
1
2
,
4
9
9

 

$
1
2
,
5
0
0
-
1
4
,
9
9
9

 

$
1
5
,
0
0
0
-
1
9
,
9
9
9

 

$
2
0
,
0
0
0

&
o
v
e
r

  NOTA
P
P
L
I
C
A
B
L
E

 
 

 
 

 
 
 

163



18b.

164

What is your present annual gross income including

bonuses, if any? (Check one)

Under 4,999

$ 5,000 - 7,499

$ 7,500 - 9,999

$10,000 - 12,499

$12,500 14,999

$15,000 19,999

$20,000 and over

Do you receive any bonuses? Yes No
  

If yes, please check the type, or types, which you

receive.

1. Straight year-end

2. Year-end bonus based on percentage of sales or

profits

3. Stock option

4. Profit Sharing Plan

5. Other (Please specify)
 

Do you have any other source of family income?

Yes No
  

If yes, please list what they are (amounts are not

necessary - just the source)

 

Please indicate, on a percentage basis, how your income

was derived while you were a student in the program.

1. Part—time employment %
 

 

2. G.I. Benefits %
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3. Wife's income ____J%

4. Salary from sponsoring company %

5. Previous savings .____j%

6. Other (Please specify) ____;%

&

SECTION IV

This section is divided into two parts. The first concerns

(a) your personal situation at the time of your entry into

the program and (b) with your present personal situation.

The second part deals with some data on your family.

PLEASE ANSWER ALL QUESTIONS TO THE BEST OF YOUR KNOWLEDGE.

a. Personal Situation at time of entry into program

1. Age

2. Marital Status: Single Married

Other (Specify)
 

3. Number of Children

4. Highest level of education attained prior to entry

into the program. (Check below)

(a) Some high school, but did not graduate

(b) High School graduate

(c) Some college, but did not graduate

(d) College graduate

Personal Situation at Present

1. Age

2. Marital Status: Single Married

Other (Specify)

3. Number of Children
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FAMILY BACKGROUND

1. Father's occupation (If retired or deceased, please

give major position held)

Wife's father's occupation (If retired or deceased,

please give major position held)

During the time your father held his major position,

what was his approximate average yearly income?

Education of Parents (Check highest level attained)

Mother Father

a. Some grade school, but did not

graduate
 

b. Completed grade school
 

c. Some high school, but did not

graduate
 

d. High school graduate
 

e. Some college, but did not graduate
 

f. College graduate
 

9. Professional or graduate school
 

h. Other (Please specify)
 

Parent's birthplace:

Father Mother

City
 
 

State
 
 

Country
 
 

If born outside United States, please give year of

immigration.

Father Mother
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Your Name:
 

Address:
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COVER LETTER

Control Group

MICHIGAN STATE UNIVERSITY

 

College of Business and Public Service

Executive Development Programs in Food Marketing Management

This year, more than any other in history, could be called

"The Year of the Food Industry Executive." Throughout food

marketing, increasing attention is being given to the impor-

tance of the need for capable individuals to assume positions

of responsibility and authority at all levels of management.

As an aid to the entire industry, the Food Marketing Manage-

ment Department of Michigan State University has undertaken a

study which is being sponsored by the National Association of

Food Chains and Progressive Grocer. These findings will be

presented to the fall convention of the National Association

of Food Chains and will be published in Progressive Grocer

and other food industry trade journals as part of a nine-part

nationawide study.

It is expected that the results of this study will be uti-

lized by the entire supermarket industry as a future guide

for the individual companies' executive development programs.

It is of crucial importance to the industry that you partici-

pate in this study. By completing and returning the enclosed

questionnaire, you will supply the association with informa—

tion needed to compile reliable and statistically accurate

results.

At no time will anyone in your company or any other company

see your answers. The only person who will see your response

is the Project Director at Michigan State University. You

may be certain that all information will be kept in the

strictest of confidence. To aid you in returning this ques-

tionnaire, a stamped envelope has been enclosed.

Please remember, to a great degree the success or failure of
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COVER LETTER — 2

this study rests upon you as an individual. For this reason

your participation will be most appreciated. Thank you for

giving a few minutes of your time to this important study.

Sincerely yours,

Personnel Department

Lawrence Silverman

Michigan State University

Project Director
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CONTROL GROUP QUESTIONNAIRE

INTRODUCTION

Please answer all questions to the best of your recollection.

Remember, all information will be strictly confidential and

in no way related to individual replies. (Please use pen or

typewriter.)

SECTION I.

Starting with your present position and working backwards,

please list all positions you have held in the last ten years.

List each position on a separate line. (That is, if you were

a produce manager and then became a store manager, even in

the same store, consider these as two separate positions.)

 

For each position recorded, indicate the name of the company,

a description of the duties performed and the length of time

in that particular position.

 

Title of

Len t o

Position Name of Job .g h. f

(Present Company Description Tlm? In

POSition

Position)
 

 

 

 

 

      



2.

171

How many years in total have you worked in the food

industry?

a. years

b. What type of jobs, other than those mentioned in

question #1, did you hold during these years?

c. Was any part of this time spent in a store or

organization owned by your family?

Yes No
 

(1) If you answered yes, how long did you work for

your family? years

(2) What positions did you hold?

SECTION II.

3. Do you believe that you are being utilized in a position

which permits you to use the training you have received

in your food industry experience?

Yes No
  

If no, what types of jobs do you think you should be

doing to make the best use of this training?

Do you view your present position as a step towards a

higher management position?

Yes No

Please explain the position you take.
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5. Some people in the food industry view the position of

supermarket store manager as "terminal" in nature. (That

is, the position of store manager should be considered as

a career position rather than as a first step towards

higher managerial positions.) H w gg_you feel about this

statement?
 

What is your company's attitude regarding the above

question?

6. What major changes do you foresee taking place in the

food industry within the next decade? (Please list as

many as you can.)
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7. In view of the present position of the food industry and

the changes which you stated in the previous question,

what stand do you believe top management should take

regarding the importance of a college education for food

industry management personnel?

8. Would you recommend any particular part of the food

industry as a career for young men?

Yes No
  

Please explain your answer and state what part of the

industry you are speaking aboutl
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9b. What is your present annual gross income including

bonuses, if any? (Check one)

Under $4,999

$ 5,000— 7,499

$ 7,500- 9,999

$10,000—12,499

$12,500-14,999

$15,000-19,999

$20,000 & over

9c. Do you receive any bonuses? Yes No

If yes, please check the type or types which you receive.

(1) Straight year-end

(2) Year-end bonus based on percentage of sales or

profits

(3) Stock option

(4) Profit Sharing Plan

(5) Other (Please specify)
 

9d. Do you have any other source of family income?

Yes No

If yes, please list what they are (amounts are not

necessary - just the source)
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SECTION IV.

This section is divided into two parts. The first concerns

your present personal situation. The second part deals with

some data about your family. PLEASE ANSWER ALL QUESTIONS

TO THE BEST OF YOUR KNOWLEDGE.

10a. Personal Situation at Present

(1) Age

(2) Marital Status: Single Married

Other (Specify)

(3) Number of Children

(4) Highest level of education attained. (Check below)

(a) Some high school but did not graduate

(b) High School graduate

(c) Some college but did not graduate (If

checked here, please state number of years

attended) years

(d) College graduate

10b. Family Background

(1) Father's occupation (Please give major position

held)

(2) Wife's father's occupation (If retired or deceased,

please give major position held)

(3) During the time your father held his major position,

what was his approximate average yearly income?
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10c. Education of Parents (Check highest level attained)

(l)

(2)

(3)

(4)

(5)

(6)

(7)

(8)

Mother Father

Some grade school but did not graduate
 

Completed grade school
 

Some high school but did not graduate
 

High school graduate
 

Some college, but did not graduate
 

College graduate
 

Professional or graduate school
 

Other (please specify)
 

10d. Parents' Birthplace

City

Mother Father

 

State

Country, (if not born in U.S.)

 

 

If born outside the United States, please give year of

immigration.

Mother Father

We would like to have your name and address. If you object

to giving this, you may omit it.

Name:
 

Address:
 

 

 



APPENDIX III

Categorization of position titles into High

Middle (2), or Low (3) groups.

(1).

These groupings are based

on job descriptions and attempt to indicate the degree of

responsibility and authority which

positions.

Group I (High)

Advertising Manager

Assistant General Manager

Buyer

Director of Sales

District Manager

District Sales Manager

General Manager

Marketing Manager

Merchandising Manager

Personnel Director

Real Estate Manager

Zone Manager

are commensurate with the

Group II (Middle)

Assistant Buyer

Assistant Merchandiser

Assistant Public

Relations Director

Claim Sales Manager

Department Specialist

Merchandiser

Personnel Staff Repre-

sentative

Store Manager

Stores Accounting Super-

visor

Group III (Low)
 

Assistant Store Manager

Department Manager

Head Clerk

Price Analyst

Salesman
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APPENDIX IV

The formula for obtaining the computed chi-square value

is as follows:

 

2

X2 = Z k (fi - Fi)

i=1

Fi

where fi = the observed value within each cell

and Pi = the expected value within each cell

The Fi is found by the formula:

_.23 .
Fi - N EC

where R ‘ sum of the row

sum of the columnC

and N the total sum of the row or column sums

The computed chi-square value is compared with the standard

chi—square tables found in any standard statistics book.

Upon choosing the desired confidence limit, the table is

read by reference to that confidence limit chosen and the

appropriate degrees of freedom. The degree of freedom is

determined by the formula:

179
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N = (r - 1)(c - l)

where N - degree of freedom

r number of rows

and c - number of columns

Where the computed value is greater than the appropriate

book value, the distribution is significant. Where the book

value is greater than the computed value, the difference in

the distribution could have occurred by chance and is not

significant at the selected confidence limit.



APPENDIX V

ADDITIONAL EMPIRICAL DATA
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TABLE 24

NUMBER WHO VIEW ATTENDANCE IN PROGRAM

AS HINDRANCE TO ADVANCEMENT

(as a percentage of occupational level)

 

Hindrance to Advancement

 

 

 

Occupational

Level

No Yes

High 81.8 18.2

Middle 82.6 17.4

Low 86.2 13.8

2

X = .2734 - not significant at all levels



T
A
B
L
E

2
5

P
R
O
C
E
D
U
R
E
S

U
S
E
D
T
O

S
E
L
E
C
T

M
E
N
F
O
R

A
T
T
E
N
D
A
N
C
E

I
N

P
R
O
G
R
A
M
S

(
a
s

a
p
e
r
c
e
n
t
a
g
e

o
f

o
c
c
u
p
a
t
i
o
n
a
l

l
e
v
e
l
)

 O
c
c
u
p
a
t
i
o
n
a
l

L
e
v
e
l

M
e
t
h
o
d
s

U
s
e
d

i
n

S
e
l
e
c
t
i
o
n

 

-MarAJaquI Ieuos195

“burueexosu

lOSIAJadnS aqerpemml

moi; uorqepuemmooau

qof go uorqenIeAa

AIddV on uorssrmlea

peqsenbeu quepnqs

eouemxoglea

moux q,uoq

sesuodseu quom

(JequInN)

 

H
i
g
h

M
i
d
d
l
e

L
o
w

<r

N

<r

O

N

m

m

0

0")

KC

00

0—1

N

In

H

m

0

O

N 1
5
.
4

1
9
.
2

1
9
.
2

1
5
.
2

1
5
.
2

1
5
.
2

1
4
.
1

2
4
.
8

0‘

In 7
8

3
3

 

=
6
.
6
6
2
2

-
n
o
t

s
i
g
n
i
f
i
c
a
n
t

a
t

a
l
l

l
e
v
e
l
s

183



T
A
B
L
E

2
6

P
R
O
C
E
D
U
R
E
S

S
T
U
D
E
N
T
S

W
O
U
L
D

U
S
E

l
g

S
E
L
E
C
T
I
N
G

P
R
O
G
R
A
M

P
A
R
T
I
C
I
P
A
N
T
S

(
a
s

a
p
e
r
c
e
n
t
a
g
e

o
f

s
t
u
d
e
n
t
s

w
i
t
h
i
n

e
a
c
h

l
e
v
e
l
)

 

S
u
g
g
e
s
t
e
d

P
r
o
c
e
d
u
r
e
s

 

O
c
c
u
p
a
t
i
o
n
a
l

L
e
v
e
l

184

JOSIAIGdnS egerpemmr

-MerAJeguI Ieuosged

gsed go uorgenIeAg

"Burueexos"

(Jaqmnn)

sasuodseu IegoL

sgseq Agrteuosgad

xxom Iooqos

suorgeurmexe

eArgrgedmoo

go uorgepuemmooeu

aouemxoggad

qof go uorgenIeAQ

 

H
i
g
h

\9

m

\0

4
3
.
6

<2:

In

N

2
0
.
0

0

O

N

2
1
.
8

1
0
7

M
i
d
d
l
e

6
2
.
3

4
9
.
3

2
7
.
5

2
0
.
3

2
1
.
7

2
4
.
6

1
4
2

L
o
w

6
2
.
1

4
4
.
8

1
7
.
2

1
7
.
2

1
7
.
2

2
7
.
6

5
4

 

X
2

=
1
.
3
0
7
0

-
n
o
t

s
i
g
n
i
f
i
c
a
n
t

a
t

a
l
l

l
e
v
e
l
s

a
R
o
w
s

t
o
t
a
l

m
o
r
e

t
h
a
n

1
0
0
%
b
e
c
a
u
s
e

o
f

m
u
l
t
i
p
l
e

r
e
s
p
o
n
s
e
s
.



X

Z

S
I
e
A
a
I

1
1
2

:
2

Q
U
E
D
I
J
T
U
5
I
S

n
o
u

-
I
E
I
V
’
L

 

m
o
q

8
°
9
2

V
'
V
Z

8
'
9
?

P
'
Z

I
?

9
°
I
I

0
°
2
8

8
°
9
2

O
'
O
E

9
T
P
P
T
W

S
O
T

Q
B
T
H

9
'
I
E

9
'
I
E

O
'
S
Z

0
°
Z
T

9
L

 

I
a
A
e
q

I
e
u
o
t
g
e
d
n
o
o
o

Broadeningof

Backgroundthrough

IncreasedFormal

Education

IncreasedKnowledge

ofFoodIndustry

PrepareforHigher

Position

Suggestionof

Employer

TotalResponses

(Number)

SBT

 

B
u
r
p
u
q
u
v

1
0
g

s
u
o
s
e
e
g

 

(
S
I
B
A
B
I

I
e
u
o
r
g
e
d
n
o
o
o

g
o

a
fi
e
g
u
e
o
x
e
d

e
s
e
)

W
V
H
D
O
H
d

S
N
I
H
H
L
N
H
H
O
J

S
N
O
S
V
H
H
H
O
D
V
W

L
Z

H
T
H
V
I



I
M
P
O
R
T
A
N
C
E

O
F

H
I
G
H
E
R

E
D
U
C
A
T
I
O
N
F
O
R
F
O
O
D

I
N
D
U
S
T
R
Y
M
A
N
A
G
E
M
E
N
T

(
p
e
r
c
e
n
t
a
g
e

b
y

s
t
u
d
e
n
t
-
c
o
n
t
r
o
l

c
a
t
e
g
o
r
i
e
s
)

  

S
t
u
d
e
n
t

a
n
d

C
o
n
t
r
o
l

C
a
t
e
g
o
r
i
e
s

T
A
B
L
E

2
8

 
 
 

D
e
g
r
e
e

o
f

I
m
p
o
r
t
a
n
c
e

 

eouarxadxa Ieorgoexa

:nq

Alessaoeu st

'guegxodmx

queglodmx Atamexgxa

gueqxodmrun

AIeArquau

aoueglodmI ezrseqdmg

Jog paeN 1319319

on seruedmoo

saruedmoa

POGO PTV PTnqu

'gueglodml

Burseazoul u; sxexzoM

UOIneana JTaqL

 

G
r
a
d
u
a
t
e

U
n
d
e
r
g
r
a
d
u
a
t
e

S
p
e
c
i
a
l

C
o
n
t
r
o
l

6
3
.
2

0

Ln

(0

5
2
.
4

4
.
8

4
.
8

5
2
.
5

1
3
.
6

0

1
9
.
1

4
4
.
1

1
0
.
3

2
9
.
8

3
8
.
1

2
2
.
0

1
3
.
2

Ln

M

1
1
.
9

1
3
.
2

 

X

2

“
7
0
.
3
0
8
8

-
s
i
g
n
i
f
i
c
a
n
t

a
t

a
l
l

l
e
v
e
l
s

186



X

Z

—‘
—

S
I
e
A
e
I

I
I
e

:
9

:
u
e
o
I
J
I
u
5
1
8

a
o
u

—
b
2
9
t
'
e

M
O
'
I

Z
'
O
I

8
°
Z
I

L
'
V
I

8
'
Z
T

0
°
9
1

V
'
S
I

6
'
L
T

9
S
T

L
'
O
I

6
°
P
T

6
°
T
T

Z
'
S
I

0
°
?
T

P
'
9
I

0
°
L
I

a
I
P
P
'
F
W

9
8
$

L
'
I
I

0
'
2
1

9
°
v
t

I
’
E
I

0
'
9
1

E
’
S
I

Z
'
B
I

H
B
T
H

7
L
8

 

I
a
A
e
q

I
e
u
o
r
g
e
d
n
o
o
o

Learnhowvarious

companiessolvesimilar

problems

Greaterconfidencein

acceptingnewassignments

Learnednew

merchandisingtechniques

Increasedopportunity

foradvancement

Opportunitytoreevaluate

personalgoalsand

objectives

Increasedabilityin

publicrelations

Broughtmetothe

attentionofmy

supervisors

TotalResponses

(Number)

L8I 

s
g
r
g
e
u
a
g

m
e
g
b
o
g
d

 

(
I
B
A
G
I

I
e
u
o
r
q
e
d
n
o
o
o

g
o

a
b
e
q
u
a
o
l
e
d

e
s
e
)

N
O
I
L
V
d
I
O
I
I
H
V
d

W
V
H
O
O
H
d

W
O
H
J

G
H
A
I
H
O
H
H

S
L
I
J
H
N
H
H

H
O
D
V
W

6
Z

E
T
H
V
L



BIBLIOGRAPHY
 

Barnet, H. R. Man Management ;p_Chain Stores. New York:

Harper & Bros., 1931.

 

Bendix, Reinhard, and Lipset, Seymour M. (eds.). Class,

Status and Power: A_Reader lg Social Stratification.

Glencoe, Ill.: The Free Press, 1953.

Bennett, Willard E. Manager Selection, Education and

Training. New York: McGraw-Hill Co., Inc., 1959.

Bower, Marvin (ed.). The Development p§_Executive Leader-

ship. Cambridge, Mass.: Harvard University Press, 1951.

Clark, Harold F., and Sloan, Harold S. Classrooms ;p_the

Stores. Sweet Springs, Mo.: Roxbury Press, Inc., 1962.

Duncan, Otis D., Hatt, Paul K., and North, Cecil C.

Occupations and Social Status. Glencoe, Ill.: The

Free Press, 1961.

Foy, Fred C., et a1. Views pp_Business Education. A

Symposium published for the American Association of

Collegiate Schools of Business. Chapel Hill:

University of North Carolina, School of Business

Administration, 1960.

Halsey, A. H., Floud, Jean, and Anderson, C. Arnold (eds.).

Education, Economy and Society: A_Reader ;p_phg_

Sociology p§_Education. Glencoe, 111.: The Free

Press, 1961.

 

Lipset, Seymour M., and Bendix, Reinhard. Occupational

Mobility ;p_Industrial Society. Berkeley: University

of California Press, 1959.

 

Lipset, Seymour M., and Bendix, Reinhard. Social Mobility

ip_Industrial Society. Berkeley: University of

California Press, 1959.

188



189

Mace, Myles L. The Growth and Development gf_Executives.

Boston: Division of Research, Graduate School of

Business Administration, Harvard University, 1950.

Parten, Mildred. Surveys, Polls and Samples: Practical

Procedures. New York: Harper & Bros., 1950.
 

Pierson, Frank C. and others. A_Study pf.University—College

Programs ;p_Business Administration. New York:

McGraw-Hill Book Co., Inc., 1959.

Powell, Reed M. The Role and Impact p£_the Part-Time

University Program ;p_Executive Education. Los Angeles:

Division of Research, Graduate School of Business,

University of California, 1962.

Rogoff, Natalie. Recent Trends gp_0ccupational Mobility.

Glencoe, Ill.: The Free Press, 1954.

Articles and Periodicals

Andrews, Kenneth R. "Is Management Training Effective?

I. Evaluation by Managers and Instructors," Harvard

Business Review, XXXV, No. l (January-February, 1957),

85 -94 o

Andrews, Kenneth R. "Is Management Training Effective?

II. Measurement, Objectives, and Policy," Harvard

Business Review, XXXV, No. 2 (March-April, 1957),

63_720

Andrews, Kenneth R. "Reaction to University Development

Programs," Harvard Business Review, XXXIX, No. 3 (May-

June, 1961), 116-134.

Anshen, Melvin. "Better Use of Executive Development

Programs," Harvard Business Review, XXXIII, No. 6

(November-December, 1955), 67—74.

Anshen, Melvin. "Executive Development: In-Company vs.

University Program," Harvard Business Review, XXXII,

No. 5 (September-October, 1954), 83-91.



190

Bennett, Willard E. ”Master Plan for Management Development,"

Harvard Business Review, XXXIV, No. 3 (May-June, 1956),

71—84.

Booz, Donald R. "Building Tomorrow's Executives: What

Will We Do with Joe?" Super Market Merchandising, XXVII,

No. 7 (July, 1962), 61, 62+.

Bricker, George W., Jr. "University Executive Development

Programs," Michigan Business Review, XII, No. 1

(January, 1960), 6-12.

Centers, Richard. "Education and Occupational Mobility,"

American Sociological Review, XIV (February, 1949),

143-144.

Chapman, John F. "Thinking Ahead: Trends in Management

Development," Harvard Business Review, XXXII, No. 2

(March-April, 1954), 27+.

Crockett, Harry J., Jr. "The Achievement Motive and Dif-

ferential Occupational Mobility in the U.S.," American

Sociological Review, XXVII, No. 2 (April, 1962), 191-

204.

Curtis, Richard F. "Income and Occupational Mobility,"

American Sociological Review, XXV, No. 5 (October,

1960), 727-730.

Davis, Keith. "Management Brain Power Needs for the

1970's," Journal pf_the Academy p§_Management, III,

No. 2 (August, 1960), 125—127.

Eitington, Julius E. "Liberal Learning for Enlightened

Leadership," Personnel Administration, XXI (July-

August, 1958), 8-19.

Freeman, William M. "Business Courses Get Refinement,"

New York Times, February 22, 1959, pt. 2, l and 9.

Given, William B., Jr. "The Engineer Goes into Management,"

Harvard Business Review, XXXIII, No. 1 (January-

February, 1955), 43-52.



191

Given, William B., Jr. "Reaching Out in Management,"

Harvard Business Review, XXX, No. 2 (March-April,

1952), 33-45.

 

Glick, Paul C., and Miller, Herman P. "Educational Level

and Potential Income," American Sociological Review,

XXI, 307.

Hodge, Robert W. "The Status Consistency of Occupational

Groups," American Sociological Review, XXVII, No. 3

(June, 1962), 336-343.

Huneryager, S. G. "An Evaluation of University Executive

Programs," Journal g§_the American Society p§_Training

Directors, XIV (March, 1960), 37-42.

"Ideas and Trends in Retail Distribution," Grey Matter, VII

(July, 1961), New York: Grey Advertising, Inc.

Kaplan, Sidney J. "Up From the Ranks on a Fast Escalator,"

American Sociolpgical Review, XXIV, No. 1 (February,

1959), 79—81.

Katz, Robert L. "Human Relations Skills Can Be Sharpened,"

Harvard Business Review, XXXIV, No. 4 (July-August,

Katz, Robert L. "Skills of an Effective Administrator,"

Harvard Business Review, XXXIII, No. 1 (January—

February, 1955), 33—42.

 

Kelley, Philip R. "Is Top-Level Management Sufficient for

Its Job?" Dun Review and Modern Industry, LVII,

No. 2258 (October, 1949), 14-15, 63-68.

Kline, George E. "The Super Market Manager-—The Growing

Power in Food Retailing," Progressive Grocer, XL,

No. 10 (October, 1961), 38—41, 44-55.

Knowles, A. S. "Influence of Industries on Local Academic

Programs," Educational Record, LVII (July, 1961),

179-182.

 



192

Larson, Richard F., and Catton, William R., Jr. "Can the

Mail Back Bias Contribute to a Study's Validity?"

American Sociological Review, XXIV, No. 2 (April,

1959), 243-245.

Lockley, Lawrence G. "Five Abilities Essential to Executive

Capacity," Dun's Review and Modern Industry, LVII,

No. 2256, 27-28, 47-50.

"Marketing, 1960: The Critical Areas," Printers' Ink,

CCLXX, No. 4 (January 22, 1960), 50-52.

Maurer, Herrymon. "The Worst Shortage in Business,"

Fortune, LIII, No. 4 (April, 1956), 147-149+.

 

 

McMurry, Robert N. "The Executive Neurosis," Harvard

Business Review, XXX, No. 6 (November-December, 1952),

33-47.

McMurry, Robert N. "Man-Hunt for Top Executives," Harvard

Business Review, XXXII, No. 1 (January-February, 1954),

46-62.

Moore, Robert F. "The Executive Matchmakers," Business
 

Horizons, IV, No. 3 (Fall, 1961), 29-36.

Mueller, Robert W. "The New Executive in Chain Store

Operations," Progressive Grocer, XXXIX, No. 3, 48-58.

Mulligan, Raymond A. "Socio-Economic Background and College

Enrollment," American Sociological Review, XVI, No. 2

(April, 1951), 188-196.

Powell, Florence. "Developing the Store Managers," Modern

Retailer, March 2, 1962, 9.

Powell, Florence. "Any Top Organization is the Long Shadow

Cast by a Single Man," Modern Retailer, November 17,

1961, 18.

Powell, Reed M. "Growth Plans for Executives," Business

Horizons, LV, No. 2 (Summer, 1961), 41-49.

Planty, E. G., and Efferson, C. A. "Developing Leadership

for Tomorrow's Tasks," Dun's Review and Modern

Industry, LX, No. 2285 (February, 1952).



193

Rosen, Jerry. "Chain Supermarket Manager: Front Line

Executive," Chain Store Age, XXXVII, No. 4 (April 19,

1961). 83-90.

Sampson, Robert C. "Train Executives While They Work,"

Harvard Business Review, XXXI, No. 6 (November-

December, 1953), 42-54.

 

Sewell, William H., Haller, Archie 0., Straus, Murray A.

"Social Status and Educational and Occupational

Aspiration," American Sociological Review, XXII, No. 1

(February, 1957), 67-73.

"Schools for Executives: How Helpful is Industry's New

Fad?" Time, January 6, 1958.

"Specialized College Training to Shape Future Food Industry

Leaders," Progressive Grocer, XLI, No. 4 (April, 1962),

92-96, 101.

"The Era of the Seasoned Hack," Modern Retailer, February 2,

1962, 5.

"Training: How Much for Management?" Super Market

Merchandising, XXVI, No. 2 (February, 1961).

"We Need 2000 Managers," Modern Retailer, August 10, 1962.

Westoff, Charles F., Bressler, Marvin, and Sagi, Philip C.

"The Concept of Social Mobility: An Empirical

Inquiry," American Sociological Review, XXV, No. 3

(June, 1960), 375-385.

White, Wilford L. "Small Business Management Development,"

Adult Education, X (Winter, 1960), 86-87.

"Zayre's Joel Jacobson Sketches Ideal Manager," Modern

Retailer, April 20, 1962.

Reports

American Management Association. AMA Conference Reporter.

Midwinter Personnel Conference, February 15-17, 1956.



194

American Management Association. Guide pp_Intensive Courses

and Seminars for Executives. New York, 1958.

Bunker, Paul F. Characteristics g§_Executive Development

Prggrams. Special Study No. 14, Bureau of Business and

Public Research, University of Arizona. Tucson, 1958.

Booz, Allen and Hamilton, Management Research Department.

Trends ;p_Executives' Ages: Ten Year Comparison. No

date.

Public Documents

Edwards, Alba M. Population: Comparative Occupation

Statistics for the U.S.: 1870-1940. Washington:

U.S. Government Printing Office, 1943.

Stewart, Ward. Executive Development Programs gp_Collegiate

Schools p§_Business. Washington: Office of Education,

1959.

U.S. Office of Education. Training for Students ;p_the Food

Industry. Division of Vocational Education, Bulletin

No. 290, January 23, 1961.

Unpublished Material

McKay, Quinn G. "The Impact of University Development

Program on Participating Executives." Unpublished

Ph.D. dissertation, Harvard University, 1960.

O'Donovan, Thomas R. "Orientations and Career Patterns of

Executives and Lower Managers." Unpublished Doctoral

dissertation, Michigan State University, 1961.

Osgood, Jean. NeWs Release for the National Association of

Food Chains. Washington, D.C., May 22, 1953.



195

Steggart, Frank X. "An Analysis of Some Personal and

Executive Characteristics of Participants in a

University Program of Executive Development."

Unpublished Doctoral dissertation, University of

Chicago, 1961.

Suman, John R. "Growing a Good Executive Crop." Reprint

of a speech, from Standard Oil Company of New Jersey.



‘
0

\
«
n
‘

I
r

m
.
.
.

U
.
.
.

.
2
»
.
.
.

a
k
a
.
.
.
»

”
M
u

R
A
.
.
.

n
.
.
.

W
e
.
.
.

-
1

C
r
.

7 fl 7" IOI

 

F'V‘

 



 


