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ABSTRACT

A COMPARATIVE STUDY OF SELECTED PROBLEM AREAS IN

THE AMNISTRATION OF THE PERSONNEL FUNCTION

IN SMALL AND LARGE FEMS

by Edward Alden Johnson

This study investigated selected problemareas

in the administration of the personnel function in

small and large firms. The purpose of the research

was to gain a better understanding of. the influence

. which the size of an organization may have on these

administrative problem areas by examining and inter-

relating the points of view of the company president,

the personnel executive, and other members of top

management who have some personnel responsibility.

_ It was hypothesized that there are meaningful

differences between personnel executives, company

presidents , and operating (line) executives in small

and large firms with respect to (1) interrelationships

in administering the‘personnel function, (2) personnel

activities, (5) expectations regarding personnel man-

agement , (4) evaluation of the results and effective-

ness of personnel management, and (5) changes in

personnel management . ,

This research was part of a larger study con-

ducted in collaboration with the American Management

Association. The sample for the over-all study was
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Edward Alden Johnson

drawn from.United States and Canadian firms listed in

the 1966 edition of Poor's Register of Corporations,

Directors, and Executives. Using a disproportional

sampling technique, 300 firms were selected in each

of three size groupings: 500 to 999 employees, 1,000

to 5,000 employees, and over 5,000 employees. Within

these groupings, companies were selected at random

as to geographic location and industry. Fabricating

and processing firms dominated the sample, and the

findings apply most literally to these industries.

However, some transportation companies, financial

institutions, retailers, utilities, and other organi-

zations also participated.

For the purpose of this study, only firms in

two of the three size categories were used: 500 to

999 employees and over 5,000 employees.

Three interrelated questionnaires were sent to

three categories of executives: (l) the vice presi-

dent, director, or manager in charge of the personnel

department; (2) the president or chief executive of

the company; and (3) a vice president heading a major

functional department, who therefore had personnel

responsibilities of his own, The functional execu-

tives participating were vice presidents of manu-

facturing, marketing, or finance.
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Edward Alden.Johnson

To assess whether there were any meaningful

differences between the response patterns in small

and large firms, three distinctions were made:

percentage differences of 10 percent and over were

classified as gin-533;; percentage differences which

ranged between 5 percent but less than 10 percent

were considered moderate; and. any percentage dif-

ferences of less than 5 percent were not classified

as different. Although the data obtained in this

study were not tested for statistical significance,

the three distinctions made above provided a general

guide for the interpretation of whether there were

meaningful differences between the responses obtained

from small and large firms.

0n the basis of the data collected, the hy—

potheses were not strongly supported. That differ-

ences induced by size do exist in the five problem ‘

areas is undeniable, and conclusions were reached

concerning variables such as: (1) time executives

spend in joint sessions, (2) areas covered by execu-

tives in joint sessions, (3) changes in line-staff

relations, (4) factors accounting for relations

between the personnel department and other depart-

ments of the firm, (5) most time-consuming activities

and concerns of executives, (6) areas in which execu-

tives feel changes have taken place in the past and
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Edward Alden Johnson

in which they would like future changes to occur,

(7) criticisms of the field of personnel management,

(8) additional knowledge and. training needed by per—

sonnel executives to meet present standards and to

make significant future advances, (9) Quantitative

and qualitative criteria for evaluating the effec-

tiveness of personnel management, (10) pace of

change occurring generally in the field of personnel

management, (11) improvements expected in the activ-

ities performed by the personnel department, and

(12) consequences of changes in the personnel

function.

Caution, however, must be used in drawing in-

ferences about the above differences in order to

avoid exaggerating them.
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CHAPTER I

INTRODUCTION

Statement of the problem

Prior to the early 1950's, most of the literature

pertaining to personnel management focused on.meeting

the needs and requirements of large organizations.1

A number of textbooks placed an emphasis on designing

personnel programs which included.well-organized per-

sonnel departments; written policies; training pro-

grams; numerous recruitment, screening, selection,

placement, and induction devices; batteries of tests

to determine personality, interests, abilities and

skills, and physical characteristics; complex wage

structures and incentive programs; and research pro-

' grams designed to provide management with information

about employee attitudes, morale, motivation, training

needs, absenteeism, turnover, and job satisfaction.2

 

1Max 3. wortman, Jr. and William.E. Reif, "An _

Analysis of the Industrial Relations Function in Small

Manufacturing Firms: Part 1," Journal of Small

Business Management, III, No. 3 (JEIy, I965), 3.

2Ibid.



2

Moreover, many writers and practitioners assumed that

a scaled-down model of such extensive programs could

adequately meet the needs and requirements of small

firms as well.5

Beginning around 1950, some writers began to

question the application and use of such a formal ap-

proach to personnel administration in small firms.4

These writers improved the body of knowledge related

to personnel management by describing the personnel

function in small firms.

Much still remains, however, to be learned about

the relationship between the size of an organization

and its personnel function. For example, business

enterprises, whether small or large, face problems of

enormous complexity in the administration of the per-

sonnel function. Unless the personnel function can

be examined within the total pattern of administrative

behavior, little progress on many crucial problems

will be made.

Purpose of the research

The purpose of this study is to investigate

selected problem areas in the administration of the

 

5Ibid.

41bid. '

 



5

personnel function in small and large business enter—

prises. The aim of the research is to gain a better

understanding of the influence which the size of an

organization may have on these administrative problem

areas by examining and interrelating the points of

view of the key executives in small and large firms

who share responsibilities for the personnel function.

Throughout the study the term personnel function

is used to include all phases of employee relations,

including labor relations. It applies to all levels

of managers as well as to rank-and-file employees.

Basic assumptions

For the purpose of this study, it is assumed

that there are three principal roles involved in the

administration of the personnel function, not two as

popularly supposed. Two roles belong to line personnel:

(1) the president or chief executive of the company,

and (2) a vice president heading a major functional de-

partment, who therefore has personnel responsibilities

of his own. The third is that of the vice president,

director, or manager in charge of the personnel depart-

ment, whose role interposes him.between the president

and the operating vice presidents. The analysis im-

plies that the roles of chief executives and operating

vice presidents are significantly different.



Problems investigated

Five general problem areas are investigated in

this study: (1) interrelationships of the executives

responsible for the administration of the personnel

function, (2) personnel activities of the executives,

(3) expectations of the executives regarding personnel

management, (4) evaluation of the results and effec-

tiveness of personnel management, and (5) changes in

personnel management.

Questions such as the following were drawn up

as initial guidelines: '

1. How much time do the executives spend with

each other?

2. What types of work do they perform.when they

are together?

3. HOw much time do company presidents and line

executives devote to personnel matters of all kinds?

4. What are the personnel activities which

company presidents and line executives do not delegate

to personnel executives?

5. What is the nature of line and staff rela-

tionships in general?

6. Where line—staff conflict exists, is it

improving? Where it is slight, is it stable rather

than increasing?

7. How can line-staff relations be improved?
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8. What are the major personnel activities of

the executives?

9. What are some of the personnel areas in

which the executives feel that changes have taken

place in the past with respect to personnel management?

10. What are some of the personnel areas in

which the executives feel that they would like future

changes to occur with respect to personnel management?

11. What do the executives regard as limitations

of the field of personnel management and of personnel

managers? .

12. What are some of the criteria which the

executives use for evaluating the effectiveness of

personnel management?

13. How do the executives view the pace of change

in personnel management?

14. How do the executives view the degree of

change in personnel management?

15. What do the executives consider to be conse-

quences of changes in the personnel function?

motheses

Five hypotheses are formulated for this study:

1. There are meaningful differences between

personnel executives, chief executives, and operating

executives in small firms and personnel executives,
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chief executives, and operating executives in large

firms with respect to their interrelationships in

administering the personnel function.

2. There are meaningful differences between

personnel executives, chief executives, and operating

executives in small firms and personnel executives,

chief executives, and operating executives in large

firms with respect to their personnel activities.

3. There are meaningful differences between

personnel executives, chief executives, and operating

executives in small firms and personnel executives,

chief executives, and operating executives in large

firms with reSpect to their expectations regarding

personnel management.

4. VThere are meaningful differences between

personnel executives, chief executives, and operating

executives in small firms and personnel executives,

chief executives, and Operating executives in large

firms with respect to their evaluation of the results~

and effectiveness of personnel management.

5. There are meaningful differences between

personnel executives, chief executives, and operating

executives in small firms and personnel executives,

chief executives, and operating executives in large

firms with reSpect to their views concerning changes

in personnel administration.
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Review of the literature

In 1950, twenty authors, under the auspices of

the American Society of Mechanical Engineers, produced

a book which represented the authors' individual as

well as collective expression of what should be the

5
best management for small plants.

One of the tOpics, "How to Get Best WOrkers and

Labor Relations," written by Wilbur R. Meredith, is

of particular interest. Meredith took the position

that personnel management in small plants has a dif-

ferent character from that existing in large plants.6

He indicated that small manufacturers have an inherent

advantage over larger corporations:

The big producers with their specialists,

laboratories, high production equipment, etc.,

have a material advantage over the small plants,

but with increasing size there comes a dilution

of the all-important personal relationship be-

tween the workman and the management. Here,

then, is a competitive area in which the mane

ager of a small plant can capitalize on the

advantage of his small-sized Operation.

PrOper attention to securing best suited

workers and labor relations improves the come

petitive position of the small company out of

all proportion to the time and money in ested

in prOperly handling the working force. ,w '

 

5Edward H. Hempel, ed., Small Plant Management

(New York: McGraw—Hill Book Company,IInc., 1950).

6Wilbur R. Meredith, "How to Get Best workers

and Labor Relations," in Small Plant Management, ed.

by Edward H. Hempel (New York: MC-GrawIBook‘COmpany,

Inc., 1950), p. 248.
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With the above thoughts in.mind, Meredith sug-

gested some policies and procedures which he thought

would prove effective in small plants.

In 1951, the National Industrial Conference

Board conducted a survey in order to obtain informa-

tion.about what kind of personnel program.is possible

in.the small company and.who in the organization

handles it.8

Examining personnel administration.in.fifty-

seven.companies with less than.500 employees, the

Conference Board found that every function.considered

within.the scope of personnel administration by large

companies in a former Conference Board survey was

carried.out in small plants. In.genera1, these func-

tions included: employment; maintenance of employee

records; training; health and medical service; safety;

wage and salary administration; employee services;

administration of employee benefit plans; collective

bargaining; employee communication; organization

planning; and personnel research.9

 

8National Industrial Conference Board, Inc.,

Personnel Administration in the Small 00 , Studies

ianersonn 1 Policy, No. 117 ( ew or : a onal

Industrial Conference Board, Inc., 1951).

9.1.39... p. (93).
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The Conference Board also found that in nine

of the fifty-seven companies, personnel functions were

handled by a committee or by several individuals in

the company. But in forty-eight companies, most of

the functions were centralized and were headed by one

person. This centralization began in companies having

between 100 and 200 employees and increased as the

companies grew in size. Each company in the group

which had between.4OO and 500 employees had a per-

sonnel manager.10

A total of thirtyenine of the companies had per-

sonnel departments. Approximately half of the persons

nel managers (using this term to include titles of all

heads of personnel departments) reported to the presi-

dent of the company, while little less than.ha1f were

responsible to a vice president.11

In 1953, James M. Black and George Piccoli re-

. ported on industrial relations problems encountered

in hundreds of companies, and they offered recommenda-

tions for small businesses confronted.by similar

situations. Much of the information was obtained.frem.

 

10Ibid.

11
Ibid.
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personnel directors of Cleveland companies in response

to surveys made by the Associated Industries of

Cleveland.12

Alton W. Baker, in 1955, attempted to explain

some of the more important aspects of personnel manage-

ment applicable to the operations of small manufactur—

ing plants.15

Baker stated:

There is a dearth of pertinent material

since practically all of the available litera-

ture of the field of personnel management is

concerned exclusively with the large company.

The personnel programs of these companies can-

not be duplicated in a small company due to

the limited time, staff, and resources avail-

able to th& small company for personnel

activity.1

The study had several purposes. The first was

to discuss the principles of personnel management as

they specifically apply to small business. This in?

formation was to provide theoretical material which

could be used by small businessmen to determine the

degree to which their personnel practices adhere to

 

l2James Menzies Black and J. George Piccoli,

Successful Labor Relations for Small Business (New

or : c raw- oo ompany, c., .

l5Alton W. Baker, Personnel Management in Small

Plants (Columbus, Ohio: Bureau ofIBusinessResearcE:

CoIIege of Commerce and Administration, The Ohio State

University, 1955). '

14Ibid., p. 3.
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the principles generally accepted by writers in the

field of personnel administration. The second was to

provide empirical information which could assist in

answering some of the questions of small businessmen

about how the program could be organized, staffed,

and administered. The final objective was to summarize

the patterns found in personnel programs prevailing in

small companies and to draw some conclusions regarding

such programs.15

A questionnaire was mailed to a sample of manu-

facturing companies in Ohio employing from.three to

299 persons in 1951. The names of the companies were

obtained from the Manufacturers' Directory, 1921. The

companies were selected at random without knowledge

of the success of the company or its reputation for

employee relations. The companies were selected from

fifteen manufacturing industries.16

Baker reached the following conclusions on the

basis of the survey:

1. The scope and complexity of the personnel

program of a small manufacturing company is re-

lated to the size of the company. As the size

of a company increases, the personnel function

 

15Ibid.

16Ibid., p. 6.
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of the company becomes increasingly differen—

tiated from the line function of production

and involves greater Specialization of func-

tion. In addition, the larger the company,

the greater number of personnel activities

it will have as well as the greater the come

plexity of content of each of these activities.

2. Certain types of personnel functions

are related to the union status of the company.

Personnel activities which tend to reduce the

control exercised by management are generally

more prevalent in union companies than in

nonunion companies. . . .

3. The relationship between the union

status of the company and its personnel pro-

gram is much greater in the case of shop

workers than in the case of office employees.

It is the shop workers that are organized

rather than the office employees in small

companies. . . .

4. The relationship between the size of

the company and its personnel practices is

much closer than that between periannel

practices and union status. . . .

In 1955, Sherrill Cleland conducted a descrip-

tive and comparative study which dealt with the in?

fluence of plant size on.industria1 relations.18

The findings provided insights into the role that

plant size may play in industrial relations, particur

larly in the Trenton, New Jersey, area.19

 

l7Ibid., pp. 258-59.

18Sherrill Cleland The Influence of Plant Size
on Industrial Relations (Prince on, . .: us r a

ReIations Section, Department of Economics and

Sociology, Princeton University, 1955).

19Ibid., p. 7.
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CHAPTER II

METHODOLOGY AND DATA COLLECTION

Sample and sampling method

This research is part of a larger study cone

ducted in collaboration with the American.Management

Association.1 The sample for the over-all study was

drawn from United States and Canadian firms listed in

the 1966 edition of Poor's Register of Corporations,

Directors, and Executives. USing a disproportional

sampling technique, 300 firms were selected in each

of three size groupings: 500 to 999 employees, 1,000

to 5,000 employees, and over 5,000 employees. Within

these groupings, companies were selected at random as

to geographic location and industry. Fabricating and

processing firms dominate the sample, and the findings

apply most literally to these industries. Hewever,

some transportation companies, financial institutions,

retailers, utilities, and other organizations also

participated.

lDalton E. McFarland, Co Officers Assess

the Personnel Function, AmerIEEESEEEEEEESEEIIEEEEIEtion

‘Researcfi Study, 79 (New York: American.Management

Association, Inc., 1967).

15
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For the purpose of the present study, only firms

in two of the three size categories were used: 500 to

999 employees and over 5,000 employees.

Three interrelated questionnaires, shown in

Appendix A, were sent to three categories of executives:

(1) the vice president, director, or manager in charge

of the personnel department; (2) the president or

chief executive of the company; and (3) a vice presi-

dent heading a major functional department, who there-

fore had personnel responsibilities of his own. The

functional executives participating were vice presi-

dents of manufacturing, marketing, or finance. Throughs

out the report they are referred to as "operating

executives."

Thus for each firm.invited to participate, one

questionnaire was sent to the personnel executive, a

second to the chief executive, and a third to either

the manufacturing, marketing, or finance executive.

Although the questionnaires were similar, they were

designed specifically for the three types of executives.

The personnel executive's survey produced 63

returns from small firms and 100 returns from.large

firms; the chief executive's survey, 32 from small

firms and 51 from.1arge firms; and the operating

executive's survey, 32 from small firms and 50 frdm

large firms.
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The percentage rates of response are shown in

Table 2.1.

Table 2.1 Percentage response rate of executives

returning questionnaires, by size of firm

 

 

 

Personnel Chief gperatigg

Executives Executives 7 ecu ves

Small ‘Large Small Large SmaII Eafge

Percent Percent Percent Percent Percent Percent

 

 

21.0 33.3 10.7 16.7 10.7 17.0

 

Determination of the size of firm

The size of a firm.may be measured in many

dimensions: number of employees, material assets,

actual or budgeted expenditures, quantity of output,

etcetera.

The most useful dimension for this study is

considered to be the number of employees. This is the

only dimension for which data are obtainable from.the

original study.

Thus, for the purpose of this study, a small

firm is defined as one employing between 500 and 999

employees, and a large firm as one employing over

5,000 employees. 7 A 9 4 '
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Presentation of the data

mg 0 s 0 analysis

Two types, of tables are used in the presentation

of the findings. One type shows the percentage dis-

tributions of- the executive grOups in small and large

firms responding to the various questions. These ”

tables are located in the text of the study. The

other type of table provides a Relative Discrepancy

Index. This index was constructed by computing the

differences in the percentage response rates given by

the executive groups in small and large firms replying

'to each question. These tables are found in Appendix D.

To assess whether there are any meaningful dif-

ferences between the response patterns in small and

large firms, three distinctions are made in the Rela-

tive Discrepancy Index tables: percentage differences

of 10 percent and over are classified as mt; per-

centage differences which range between 5 percent but

less than 10 percent. are considered moderate; and any

percentage differences of less than 5 percent are not

classified as different. Although the data obtained

in this study are not tested for statistical signifi-

cance, the three distinctions made provide a general

guide for the interpretation of whether there are .

meaningful differences between the responses obtained

from small and large firms.
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Examples of tables and

interpretatiOn of data

Table 2.2 shows the percentage distribution of

nine criticisms or reservations of the field of per-

sonnel management made by personnel executives in

small and large firms. The responses of the personnel

executives in small firms are given in the left—hand

column, and those of the personnel executives in large

firms in the right-hand column. It should be noted

that when the results are presented in this manner,

the differences are relative and do not necessarily

indicate that one item was favored by the majority of

one group and not by the other group. A majority of

both groups may have reSponded to the same item, but

one group emphasized it more than the other group.

Table 2.3 provides a Relative Discrepancy Index

for each criticism or reservation of the field of per-

sonnel management mentioned by the personnel executives

in small and large firms. When the differences in.the

percentage response rates between the personnel execu-

tives in small firms and the personnel executives in

large firms are computed, three differences are found

to be meaningful. One of these three meaningful dif-

ferences is classified as great and the other two are

classified as moderate. For example, the personnel

executives in small firms respond.more frequently to
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the criticism concerning lack of recognition and

acceptance. The percentage difference is 12.4, and

this is large enough to be classified as a great

difference.

Table 2.2 "Criticisms or reservations of the field of

personnel management made by personnel

executives, by size of firm

 

 

Personnel Executives

 

 

_82

Percent Percent

(N = 40) (N = 74)

Department's own weaknesses 37.5 41.9

Lack of recognition and

acceptance 30.0 17.6

No future for advancement 0.0 1.4

Pressure of details 10.0 4.1

Lack of resources 0.0 1.4

NO basis for evaluating

- progress 2.5 . 2.7

Too much.emphasis on

techniques 0.0 . 6.8

Poor public relations 20.0 ' 24.3

Lack of line or general

management knowledge .

_by personnel executives 0.0 _ 0.0

 



19

Table 2.3 Criticisms or reservations of the

field of personnel management

made by personnel executives, by'

size of firm

 

 

 

PsPl

Department's own weaknesses --

Lack of recognition and

acceptance P8(12.4)

No future for advancement --

Pressure of details Ps( 5.9)

Lack of resources --

No basis for evaluating

progress --

Too much emphasis on

techniques P1( 6.8)

Poor public relations --

Lack of line or general

management knowledge

by personnel executives --

 

The personnel executives in small firms also

respond.more frequently to the criticism.re1ated.to

pressure of details. In this case, the percentage

‘difference is 5.9, and this is large enough to be

classified as a moderate difference. 0n the other hand,

the personnel executives in large firms respond.more

frequently to the criticism.regarding too much.emphasis

on techniques. The percentage difference is 6.8, and
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this is large enough to be classified as a moderate

difference. '

When the differences in the percentage rates be-

tween the personnel executives in small and large

firms are computed for the other six criticisms, the

differences between the two groups are all less than

5 percent. Thus, these are classified as not

idifferent.

In terms of reading the tables, the following

symbols are used:

PS represents the personnel

respondents in.small firms.

Pl represents the personnel

respondents in large firms.

C represents the chief executive

respondents in small firms.

Cl represents the chief executive

respondents in large firms.

OS represents the Operating

respondents in small firms.

1 represents the Operating

respondents in large firms.

If there are meaningful differences between.the

executive groups being compared, the group with the

higher response is identified beside the item. If

there are no meaningful differences between the

executive groups being compared, a line is found after

the item. The Relative Discrepancy Index for each.item.

is found in parentheses.



CHAPTER III

INTERRELATIONSHIPS IN ADMINISTERING

THE PERSONNEL FUNCTION

The personnel executive, the chief executive,

and the Operating executives in any business organiza-

tion make up a working team that is vital to the per-

sonnel function. Therefore, it is important to examine

their relationships with each other. The central focus

of this chapter is on those aspects of these relation-

ships which have a bearing on the administrative be-

havior of the three types of executives. The analysis

is divided into five parts: the amounts of time the

three types of executives spend with each other; the

types of work they perform.when they are together; the

total amount of time the chief executives and the oper-

ating executives devote to personnel matters of all

kinds; the personnel activities which the chief execur

tives and Operating executives do not delegate; and

the relationship between line and staff in general.

21
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The Amounts of Time Spent in Relationships

Leggth of time personnel executives

ve feen in equpresen ,pOSl lons

'Regardless of the size of firm, many of the per-

sonnel respondents participating in this study are

relatively new to their present positions. For example,

the data in.Table 3.1 show that 50 percent of the per-

.sonnel respondents in small firms and 45 percent of the

personnel executives in large firms have held their

present position for five years or less. Further, over

80 percent of the personnel respOndents in small firms

and 75 percent of the personnel respondents in large.

firms have been.in their current positions for ten

years or less.

Table 3.1 Length of time personnel executives have

been in their present positions, by size

 

 

 

 

of firm

Personnel Executives

e

Percent ' Percent

(N = 63) (Na 96)

1—5 years 50.8 44.8

6-10 years 30.2 30.2

11-14 years 11.1 14.6

15—19'years 6.3 4.2

20 years and over ‘1.6 6.3
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Thus a number of the personnel respondents in

both size groups have had limited opportunity to de—

velop firmly established organizational relationships

in their roles as personnel executives.

The fact that so many of the personnel respondents

in.hoth.small and large firms have been in their posi-

tions for such short periods of time suggests that many

of them have not had enough time to establish personnel

programs and achieve measurable results. Furthermore,

they probably have had little opportunity to carry out

their programs and demonstrate progress toward long—

term.objectives.

Length of time personnel executives

haveibeen with their_present

The data in Table 3.2 show that a greater per-

centage of the personnel respondents in large firms,

compared with the personnel respondents in.sma11 firms,

have been with their present firm.for longer periods

of time. For example, two—thirds of the personnel re-

spondents in large firms report having been.with their

present firm eleven or more years, compared to only

one-third of the personnel respondents in.sma11 firms.

The reverse holds true for periods of time amounting

to ten.years or less.
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Table 3.2 Length of- time personnel executives have

been with their present firms, by size

 

 

 

 

of firm ‘

, Personnel Executives

‘ __H.e.

Percent Percent

m=6n m=1mi

.1-5 years 42.9 11.0

6-10 years . 7 ‘ 23.8 21.0

11-14 years . _ 12.7 5 8.0

15-19 years - 12.7 17.0

20 years and over ' 7.9 43.0

 

These data suggest that personnel respondents in

small firms are more mobile than personnel respondents

in large firms. However, the fact that personnel re-i .

spondents in large firms have remained with their pre-

sent company for longer periods of time means that they

have had more time to develop mature working relation-

ships and establish rapport with other executives in

their organization, both in terms of their chief execu-

tive and their operating executives. Situations where

a personnel executive and a chief executive or an oper-

ating executive have known each other and have worked

together for a long period of time may, in part, in-

crease the possibility for better working relations
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between them and produce understandings that make the

personnel executive' 3 job less difficult.

s e n 0 re ans 3

The greater the interaction rate between person-

nel executives and their chief executives and personnel

executives and their operating executives , the better

their relationships with one another are likely to be.

The amounts of time these executives spend with each

other are important because they indicate what Oppor-

tunities the executives have for communication, joint

planning, and other interactions. Such interaction

patterns may greatly influence the results that per-

sonnel executives can expect to achieve.

In general, the personnel executives and the

chief executives in each size group are rather close

in estimating the amount of time which they spend with

each other during the work week. 1 However , further

I analysis reveals that a greater percentage Of the per-

sonnel respondents and the chief executive respondents

in large firms estimate spending more time with one

 

lOne possible exception is in the case of large

firms. A greater percentage of personnel respondents

indicate spending less than 5 percent of their time

with chief executives, while a greater percentage of

the chief executives report spending between 5 and ‘10

percent of their time with the head of the personnel

unc on.
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another than do the personnel respondents and the chief

executive respondents in small firms. For example, as

shown in Table 3.3, approximately 90 percent of the per-

sonnel respondents and chief executive respondents in

small firms, compared with slightly over 80 percent of

the personnel respondents and chief executive respond-

ents in large firms, estimate that they spend 10 per-

cent or less of their time with one another. On the

other hand, close to 20 percent of the personnel re-

spondents and chief executives in large firms, come

pared to about 10 percent of the personnel respondents

and.chief executive respondents in.small firms, report

spending over 10 percent of their time together.

An analysis of the personnel executives and oper-

ating executives (Table 3.4) shows that approximately

30 percent of both personnel groups report spending

less than 10 percent of their time during the work week

’ with managers in nonspersonnel functions, while approxi-

mately 70 percent of both personnel groups report spends

ing over 10 percent of their time with.managers in.nonr

personnel functions. Additional analysis, however,

reveals that almost 45 percent of the personnel respond-

ents in small firms as compared to 35 percent Of the

personnel respondents in large firms estimate that they

spend between 10 and 25 percent of their time with

managers in nonspersonnel functions. Thus, in general,
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the larger the firm, the more time personnel executives

report spending with operating executives.

Analysis of the time operating executives esti-

mate spending with personnel executives indicates that

slightly over 90 percent of the operating respondents

in small firms report spending less than 10 percent of

their time with the head of personnel, as compared with

80 percent of the operating respondents in large firms.

Further, over 15 percent of the operating respondents

in large firms indicate Spending between.10 and 25 per-

cent of their time with personnel executives, as comp

pared with slightly over 5 percent of the Operating

executive respondents in large firms. In general, the

larger the firm, the more time the Operating executives

report spending with the head of personnel.

While Table 3.4 shows that approximately 70 per-

cent of both personnel groups report spending over 10

percent of their time with operating managers, only

about 7 percent of the operating respondents in.sma11

firms and 18 percent of the operating respondents in

large firms estimate that they spend over 10 percent of

their time with personnel executives. Almost 95 perb

cent of the operating respondents in.small firms and

close to 85 percent of the operating respondents in

large firms indicate Spending less than 10 percent of

their time with the head of personnel. The reason for
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these differences is that each Operating executive

estimated the time he Spent with the head of his per-

sonnel function, while each personnel respondent re-

ported the total time he spent with all operating

executives.

In general, the data indicate that in large firms

the personnel executives and chief executives and the

personnel executives and operating executives spend

more time with one another than do the same types of

executives in small firms. Thus, the executives in

large firms have more Opportunities for communicating,

joint planning, and other interactions. This, in part,

should increase the possibility of better relationships

between the personnel executives and the chief execu-

tives and the personnel executives and the operating

executives in large firms, compared with the same

types of executives in small firms.

Since the chief executives have authority over

both the perSonnel function and the operating functions,

one might expect the personnel executives to" cultivate

the relationships with their chief executives. However,

as the data show, many of the personnel executives

spend more time with the operating executives than with

their chief executives. This condition exists regard-

less of the size of firm.
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Length of time operating executives

have known present head ofgpersonnel

In general, operating executives in large firms,

compared with operating executives in small firms, re-

port more lengthy acquaintances with the head of the

personnel department in their firms. As Table 3.5

indicates, nearly 60 percent of the operating respondents

in large firms report knowing the head of the company's

personnel function for eleven years or more, compared

to less than 40 percent of the operating respondents

in small firms. The reverse holds true for relations

ships of less than eleven years.

Table 3.5 Length of time operating executives have

known present head of personnel, by size

 

 

 

 

of firm

erati Executives

_5.2

Percent Percent

(N = 29) , (N = 51)

1-5 years 24.1 . 25.5

5-10 years 37.9 15.7

15-19 years 3.4 21.6

20 years and over 10.3 27.5
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Situations where an Operating executive has

known a personnel executive for a long period of time

and has worked together with him over time may increase

the possibility for mature working relations between

them and produce understandings that make the personnel

executive's job easier. The data in Table 3.5 suggest

that the possibility for mature working relations be-

tween operating executives and personnel executives is

better in large firms.

Percent e of work week chief executives

and Operatigg executives sgefi on

persons ma ers o a n s

The chief executives and operating executives

were also asked about the total amount of time which

they devote to all types of personnel matters during a

typical work week.

An analysis of the time chief executives spend

on personnel matters of all kinds reveals no substantial

2 differences between the two sample groups. ' As Table 3.6

shows, approximately 50 percent of both groups report

that they devote between 10 and 25 percent of their

time to personnel matters of all kinds. Close to 15

percent of both groups estimate spending between 25 and

50 percent of their time on such matters. 0:: the other

hand, about one-third of the respondents in both groups
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estimate that they spend less than 10 percent of their

time on.personnel matters.

An analysis of the time operating executives

spend on personnel matters of all kinds shows that, in

general, operating executives in large firms spend more

time on.personnel matters than do operating executives-

Iin small firms. Almost 75 percent of the operating exs

ecutives in small firms report that they devote less

than 10 percent of their time to personnel matters, as

compared to slightly less than.45 percent of the oper-

ating executives in large firms.' On the other hand,

over 40 percent of the operating executives in large

firms report that they spend from 10 to 25 percent of

their time on personnel matters, as compared to 20 per-

cent of the operating executives in small firms. In

addition, 15 percent of the operating executives in

large firms report spending from 25 to 50 percent of

their time on personnel matters, as compared to less

than 7 percent of the Operating executives in small

firms. ‘

In general, regardless of the size of firm,

the chief executives, compared with the operating

executives, spend.more of their time on personnel mat-

ters of all kinds. It is noted, however, that a greater

percentage of operating executives in.1arge firms spend

more time on such matters than do operating executives
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in small firms. Thus, it appears that a more substan-

tial part of the chief executive's job, compared with

the operating executive's job, consists of personnel

matters. The same generally holds true for the oper-

ating executives in large firms when compared with the

Operating executives in small firms.

The time spent by the chief executives and oper-

ating executives in both sample groups on personnel

matters may in part reflect the effectiveness of their

personnel executive in administering his part of the

function. The chief executives in both small and large

firms may devote more time to personnel matters because

they have greater concern for and make greater demands

on.the personnel department than do the Operating exs

ecutives in small and large firms. Another possibility

is that the chief executives and Operating executives

in both sample groups have different ideas about the

.Specific activities that they characterize as "personnel."

Types of subjects with which

execu ves ea joint sessions

In addition to gaining information about the fre-

quency of interaction between.the various executives,

it is desirable to know something about the subjects

with.which the executives deal when.they work together.

The personnel executives were asked to indicate

the areas dealt with during the course of interactions
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with chief executives and operating executives. Tables

3.7 and 3.8 Show these areas and the percentage of per-

sonnel respondents who reported spending time with the

chief executive and operating executives on each.

Although it was noted previously that the per—

sonnel respondents in both sample groups Spend differ-

ent amounts of time with chief executives and operating

executives, the types of activities conducted during

their interactions with their chief executives and line

executives are quite similar, regardless of the size

of firm.

In only two areas are there any differences:

matters related to policy and economic problems dealing

with cost and efficiency. In both small and large

firms, more personnel executives Spend time with their

chief executives, compared to the operating executives,

on policy matters. This difference is more noticeable

in small firms. On the other hand, in the case of

small firms, moderately more personnel respondents re-

port spending time with their Operating executives,

compared to their chief executives, on economic prob-

lems related to cost and efficiency.

Organization design and manpower planning and

labor relations are reported by the personnel reSpond-

ents in both sample groups as accounting for the

greatest amounts of time Spent with their chief
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executives and operating executives. The subjects

receiving the least emphasis, as reported by both per-

sonnel groups, are public, community, and governmental

relations, and departmental planning and administration.

As shown in Tables 5.7 and 5.8, there are some

differences between the chief executives and the oper-

ating executives in both small and large firms with

respect to what they deal with during the time they

spend with the personnel executives. In only two

areas, however, are there major differences.

With respect to small firms, about 15 percent of

the chief executives, compared to 5 percent of the

Operating executives, report spending time with the

head of their personnel function on matters related to

personnel procedure and techniques.

Regarding large firms, close to 25 percent of the

operating executives, compared to about 12 percent of

the chief executives, indicate spending time with the

head of their personnel function on economic matters

related to cost and efficiency.

A detailed examination of the three types of

executives by size of firm shows that there are some

differences in their views, although.most of these

differences are moderate (Appendix D).

Of particular interest is the fact that one of

the major subjects mentioned by the three types of
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executives in both sample groups refers to organization

design and manpower planning, an area closely associ—

ated with longer—range and broader-scale problems in—

volving company growth and changing technology. In

general, however, the focus of the various executives

appears to be more on Operating problems, such as labor

relations, improving personnel procedures and techs

niques, etc. The selection of these subjects was prob—

ably influenced by the fact that line and staff people

usually meet in order to resolve Operating problems.

Personnel areas chief executives and

operating executives do notfidelegate

The extent to which various matters are

considered delegable by chief executives and Operating

executives is a factor of great importance to the per-

sonnel function. Analysis of data reveals that, re—

gardless of the size of firm, the two areas mentioned

most frequently as not delegable by both types of ex-

ecutives are organization structure and design and wage

and salary decisions (Table 5.9).

Organization design together with manpower plan—

ning, however, was reported as a major area of inter-

action between the personnel executives and these ex-

ecutives in both small and large firms, as was pointed

out earlier. This additional information seems to sug-

gest that most of the interaction between the three
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types of executives deals mostly with manpower planning

rather than organizational design.

Additional analysis reveals the following:

(1) Although the major area both groups

of chief executives are unwilling to delegate

is organization structure and design, a greater

percentage of the respondents in large firms

place more emphasis on it. On the other hand,

a moderately higher percentage of chief execu-

tives in small firms are less willing to dele-

gate problems in human relations.

(2) The major area which both groups of

operating executives are most unwilling to

delegate is organization structure and design,

although the operating executives in large

firms are more emphatic. On the other hand,

a moderately higher percentage of operating

executives in small firms are less willing to

delegate matters related to wage and salary

administration and labor relations.

(5) In general, the chief executives and

Operating executives in large firms are less

willing to delegate responsibilities related to

organization planning and design than are the

chief executives and operating executives in

small firms.

t
.
.
.
-
-

.
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(4) There appears to be no differences in

the views of the chief executives and operating

executives in large firms with respect to what

they believe cannot be delegated. Moderate

differences exist between the two types of ex-

ecutives in small firms. The chief executives

place moderately more stress on not delegating

personnel responsibilities related to final

decisions on major issues or policies and

morale and motivational problems, whereas the

operating executives place moderately more em-

phasis on not delegating responsibilities re—

lated to organization structure and design and

wage and salary decisions.

Activities about which chief

executives consult head of personnel

Although chief executives may or may not delegate

responsibility for specific activities, they do consult

or seek advice from the head of personnel (among others)

before taking action on them. Eight general areas are

considered: operational planning, decisions about

people, labor relations, company relationships, stra-

tegic planning, control decisions, organization design,

and other (miscellaneous).

Regardless of the size of firm, the chief execu-

tives frequently seek the advice of their personnel

F
“

A
A
.
.
.
M
i
;

I

I
4
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managers on Operational planning, as shown in Table

5.10. In addition, the chief executives in both size

groups Often consult their personnel heads on labor

relations, company relationships, and decisions about

people. With reference to decisions about people, it

appears that more chief executives in large firms,

compared with chief executives in small firms, consult

their personnel heads. Strategic planning, control de-

cisions, organization design, and miscellaneous areas

are cited by fewer of the chief executive participants

in both small and large firms.

Table 5.10 Activities about which chief executives

consult head of personnel, by size of firm

 

 

Chief Executives
 

 

small ‘Large

Percent Percent

(N = 412) (N = 673)

 

Operational planning 22.6 ' 21.2

Decisions about peOple 12.4 . 20.5

Labor relations 19.2 15.5

Company relationships 14.1 14.4

Strategic planning 12.4 10.0

Control decisions 10.0 9.2

Organization design 8.5 8.5

Other 1.2 1.0
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The range of areas on which the chief executives

in both small and large firms consult their personnel

managers is large. However, the information suggests

that the chief executives, regardless of the size of

firm, view the personnel executive as a source of help

on matters that are basically operational or problems

oriented, rather than broad, strategic, organizational,

or long-term matters.

Line-Staff Relations

From.one business firm to another, whether small

or large, the line-and-staff organization structure is

the universal pattern. In nearly every firm large

enough to give explicit recognition to a personnel

function, that function is related to the total organi-

zation through a combined line—and-staff structure.

Many administrative problems, such as the cost

of performing personnel work, evaluating the personnel

function, etc., relate to the basic decisions of ac-

cepting the line-and-staff pattern of organization.

In this study, answers were sought to the following

questions: Is line-staff conflict in the personnel

function.in the firms studied a critical issue? Where

it does exist, is it improving? Where it is slight,

is it stable rather than increasing? In addition, how

can line-staff relations be improved?

I
r
m
u
‘
T
“
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Personnel executives often assert that actual

experience as line executives is important for the

effective performance of staff work. Yet over 40 per-

cent of the personnel executives in.small organizations

and close to 55 percent of the personnel executives in

large organizations have not had any line experience

(Table 5.11). Of those personnel respondents who do

report having line experience, in general, the responde

ents in large firms have had more than.the respondents

in small firms. For example, Table 5.12 shows that

close to 90 percent of the respondents in small firms,

compared to about two-thirds of the respondents in

large firms, have had ten.years or less experience in

Operating positions. On the other hand, more than

one-third of the respondents in large firms report have

. ing eleven or more years experience in.Operating posi-

tions, compared to less than 15 percent of the respond,

ents in small firms who report the same.

Thus, many of the personnel respondents in both

sample groups have no line experience. Of those who

do report having line experience, the personnel re-

spondents in large firms generally have more. This

greater ambunt of line experience on the part of the

personnel executives in large firms mny3 in part,
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possibly increase the tendency of building rapport in

the personnel-operating executive relationships in

their firms.

Table 5.11 Personnel executives who report having

line experience and personnel executives

who report not having line experience, by

size of firm

 

 

Personnel Executives

 

 

.___52

Percent Percent

(N, = 41) (N = 64)

Line experience 41.5 52.8

No line experience 58.5 67.2

 

Table 5.12 Length of time personnel executives have

spent in operating (line) positions, by

size of firm

 

 

Personnel Executives

 

 

_.52

Percent Percent

(N = 24) _. (N = 43)

1-5 years 62.5 44.2

6-10 years 25.0 18.6

11-14 years 4.2 16.5

15-19 years 8.5 9.5

20-29 years 0.0 9.5

50 years and over 0.0 2.5
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Length of time_personnel executives

have spent in staff poSitions

With reference to staff experience, close to 70

percent of the personnel respondents in large firms

report having more than 15 years of experience, com-

pared to 40 percent of the personnel respondents in

small firms (Table 5.15).

Table 5.15 Length of time personnel executives have

spent in staff positions, by size of firm

 

 

Personnel Executives
 

small’ ‘Large

Percent Percent

(N = 61) (N = 95)

 

1-5 years 21.5 5.5

6-10 years 21.5 16.8

11-14 years 18.0 9.5

15—19 years 18.0 21.1

20-29 years 16.4 57.9

50 years and over 4.9 9.5

 

Thus, in general, it appears that personnel re-

spondents in large firms compared with personnel re-

spondents in small firms may, in part, be more effec-

tive in their work because of their greater staff

experience.
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Although the personnel respondents in large firms

generally report more line-and-staff experience, on the

basis of the overall experiences of the personnel par-

ticipants in this study, both groups seem to be more

heavily staff-oriented.

Personnel executives' views

on line—staff relations

As shown in Table 5.14, the majority of person-

nel respondents in'both size groups see relatively

little conflict between their department and other de-

partments in their company.

In addition, most of the personnel respondents

in.both sample groups have favorable views about the

changes taking place in line-staff relations. For

example, Table 5.15 shows that about 40 percent of the

personnel reSpondents in small firms and slightly over

45 percent of the personnel respondents in.1arge firms

feel that the situation is improving, while over 55

percent of the personnel respondents in small firms

and about 50 percent of the personnel respondents in

large firms believe that the situation is stable. In

contrast, only 2 percent of the personnel respondents

in.small firms and 1 percent of the personnel reSpond-

ents in large firms report that the situation is getting

worse.
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The views of chief executives

and operati executives

on line—eta relations

The majority of chief executives and operating

executives in both size groups also report experiencing

little or no conflict in current line-staff relations

(Table 5.14).

The chief executives in both groups, however,

are more optimistic about changes taking place in line—

staff relations than are the operating executives.

For example, close to 50 percent of both groups of

chief executives, compared to about 25 percent of both

Operating groups, report that they believe the situa-

tion is improving. In contrast, about 70 percent of

both groups of operating respondents, compared to ap—

proximately 50 percent of both chief executive groups,

report that the situation is stable (Table 5.15).

Thus, the data obtained from the three types of

executives seem to suggest that, in general, line-staff

conflict in the personnel function is not a critical

issue in either small or large firms. Where it dees

exist, the situation is generally either stable or imr

proving rather than getting worse. This finding holds

fOr both small and large firms. Apparently, the vari-

ous line-and-staff executives in.sma11 and large firms

have establiShed patterns of interaction.that make
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possible a satisfactory sharing of the responsibilities

of the personnel function.

Factors accounting for relations

between the personnel department

and other departments in theififfin

As shown in Table 5.16, personnel executives in

both groups indicate that improvements in the attitudes

of line management and top management and a better

record of success on the part of the personnel depart-

ment are the main factors which they consider instru-

mental in determining the line—staff relations existing

in their firms. Only moderate differences are noted

when the data are analyzed by size of firm. For ex,

ample, the personnel respondents in small firms place

moderately more emphasis on an improvement in line

management attitude, whereas the personnel respondents

in large firms place moderately more emphasis on changes

in the organization structure.

Other factors shown in.Table 5.16 provide a

summary of the explanations given.by the personnel re-

spondents for the cooperation or conflict situation in

which they find themselves.
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Factors which chief executives

and operating executives believe

account for relationsLBetween

the personnel department and

other departments in the firm

 

The chief executives and Operating executives

were also asked to identify factors which they consider

instrumental in determining the line-staff relations

existing in their firms. For the most part, the two

categories of executives in both sample groups do not

agree closely about these factors (Table 5.16). How-

ever, they do agree that one of the major determinants

is the improved attitude of line management.

When the three types of executives are compared,

there are many differences in both small and large

firms. These differences are summarized below. It

should be noted, however, that all of the executives

in both small and large firms agree that improvement in

the attitudes of line management is an important factor.

(1) Chief executives in large firms place

moderately more emphasis on the attitude of the

company than do personnel executives and oper—

ating executives in firms of the same size.

(2) Chief executives in both small and

large firms, compared with personnel execu—

tives and operating executives, indicate more

emphasis on improvement in human relations.

In small firms, operating executives mention
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this moderately more than do personnel

executives.

(5) Personnel executives in large and

small firms, compared with chief executives

and Operating executives, place more emphasis

on improvement of line management attitudes.

(4) In small firms, personnel executives

and chief executives place greater emphasis

on improvement in the attitude of top manage-

ment than do the operating executives. In

large firms, personnel executives place more

emphasis on improvement of top management

attitudes compared with chief executives and

operating executives. Operating executives,

however, are moderately more inclined to men-

tion this factor than are chief executives.

(5) Operating executives in both size

groups place greater emphasis on a better rec-

ord of the personnel department than personnel

executives and chief executives do. Personnel

executives in both size groups, however, cite

this factor more frequently than do the chief

executives.

(6) In small firms, chief executives place

moderately more emphasis on changes in organi-

zation structure than personnel executives and
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Operating executives do. In large firms,

more emphasis is placed on this factor by

personnel executives and chief executives,

compared with Operating executives.

(7) Chief executives in small firms

place moderately more emphasis on the fact

that the personnel function is new than do

personnel executives and operating executives.

Summary

In general, the data in this study indicate that

the three types of executives in large firms spend

more time with one another than do the three types of

executives in small firms.

Since the chief executives have authority over

both the personnel function and the operating functions,

one might expect the personnel executives to cultivate

the relationships with their chief executives. How-

ever, as the data in this study show, many of the per-

sonnel executives spend more time with their operating

executives than with their chief executive. This con—

dition exists regardless of the size of firm.

In general, operating executives in large firms,

compared with operating executives in small firms, re-

port more lengthy acquaintances with the head of the

personnel department in their firms.
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The study shows that, regardless of the size of

firm, the chief executives, compared with the Operating

executives, generally Spend more of their time on per—

sonnel matters of all kinds. The data indicate, how—

ever, that a greater percentage of operating executives

in large firms spend more time on such matters than do

operating executives in small firms.

Although the study finds that the personnel ex-

ecutives in both size groups spend different amounts of

time with their chief executives and operating execu-

tives, additional data show that the types of activities

conducted during their interactions with their chief

executives and line executives are very similar, re-

gardless of the size of firm. In only two areas are

there any differences: matters related to policy and

economic problems dealing with cost and efficiency.

The data indicate that there are some differences

between the chief executives and the Operating execu-

tives in both small and large firms with respect to

what they deal with during the time they Spend with the

personnel executives. However, there are only two areas

in.which there are major differences: personnel pro—

cedures and techniques and economic matters related to

cost and efficiency.

The focus of the various executives in terms

of their joint activities appears to be more on
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operating problems, such as labor relations, improv-

ing personnel procedures and techniques, etcetera.

The study finds that, regardless of the size of

firm, the areas mentioned most frequently by both the

chief executives and operating executives as not

delegable to personnel executives are matters related

to organization structure and design and wage and

salary decisions. Additional analysis by size of

firm, however, reveals a number of differences.

The study finds that, regardless of the size of

firm, the chief executives consult or seek advice from

the head of personnel on specific activities.

The range of areas on which the chief executives

in both small and large firms consult their personnel

managers is large. However, the information suggests

that the chief executives, regardless of the size of

firm, view the personnel executive as a source of help

on matters that are primarily operational or problemr

oriented, rather than broad, strategic, organizational,

or long-term.matters.

A major finding of this study is that, in general,

line-staff conflict in the personnel function is not a

critical issue in either small or large firms.

The data show that the majority of personnel re-

spondents in both size groups see relatively little

conflict between their department and other departments

’
“
w
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in their company. In addition, most of the personnel

respondents in both sample groups have favorable views

about the changes taking place in line—staff relations.

The majority of chief executives and operating

executives in both size groups also report experiencing

little or no conflict in current line—staff relations.

The chief executives in both groups, however,

are more optimistic about changes taking place in line—

staff relations than are operating executives.

The personnel executives in both size groups in-

dicate that improvements in the attitudes of line man-

agement and tOp management and a better record of

success on the part of the personnel department are

the main factors which they consider instrumental in

determining the line-staff relations existing in their

firms. Several moderate differences are noted when

their responses are analyzed by size of firm.

For the most part, the chief executives and the

Operating executives in both sample groups do not

agree about the factors accounting for relations be-

tween the personnel department and other departments

in their firms. However, they do agree that one of the

major determinants is the improved attitude of line

management.

When the three types of executives are compared

with respect to the factors accounting for line-staff
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relations, there are many differences in both small

and large firms. It should be noted, however, that

all of the executives in both small and large firms

agree that improvement in the attitudes of line manage-

ment is an important factor.



CHAPTER IV

PERSONNEL ACTIVITIES AND EXPECTATIONS

REGARDING PERSONNEL MANAGEMENT

The head of the personnel function in any firm

occupies a strategic position in his relationship with

his chief executive and with all members of t0p and

middle management. Since the head of personnel has

delegated to him staff responsibilities that affect the

well-being of employees, he is the focal point of ac-

tivities in which all executives are greatly interested.

Thus his position is pivotal inside the firm as well as

vital to its success in both inside and outside

relationships.

Because the head of personnel occupies a key po-

‘ sition, this chapter examines his characteristics, his

goals, and his activities. It also examines the per-

sonnel activities of the chief executive and the oper-

ating executives. In addition, an effort is made to

identify some of the personnel areas in which the three

types of executives feel that changes have taken place

in the past and in which they would like future changes

to occur.

 

 



.
v

4
9
6
4

[
r
d

0
0
.
.
.
}
.

‘
c
'

‘
.

‘
-
‘
o
-
.
.
.
‘

I
.
-

.
_

 



 

65

Characteristics of the Personnel Executive

In order to obtain a better understanding of the

personnel respondents who participated in this study,

several characteristics are examined. Those that seen

most important for the issues under consideration are

education, reporting relationships, membership on ex-

ecutive and management committees, and supervision.

Educational Level of Personnel Executives

The largest proportion of both personnel groups

who are college graduates have one degree. For those

who have more than one degree, the response rate is

greater for respondents from large firms. As Table 4.1

shows, 59.5 percent of the personnel executives in

large firms have advanced degrees, compared to 26.6

percent in small firms. Most obvious is the fact that

a greater percentage of the respondents from.large

firms reported having an advanced degree in law.

College major of personnel executives

In'both small and large firms, there is evidence

that the educational backgrounds of the personnel ex-

ecutives are varied. A major in business administra-

tion was mentioned most frequently by both groups.7

Table 4.2 shows that a greater percentage of respondents

in small firms majored in areas related to the behav-

ioral sciences, whereas a moderately higher percentage
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Table 4.1 Educational level of personnel executives,

by size of firm

 

 

Personnel Executives
 

 

 

Small EEEEEE

Percent Percent

(N = 49) (N = 84)

Bachelor's degree 75.5 60.7

Master's degree 14.5 15.5

Law degree 8.2 21.4

Doctor's degree 4.1 2.4

 

Table 4.2 College major of personnel executives, by

size of firm

 

 

Personnel Executives
 

Small Large

Percent Percent

(N =- 55) (N = 89)

 

Business Administration 41.9 , 49.4

Humanities and Education . 14.5 11.2

Behavioral Science. 25.6 2.2

Engineering 7.5 12.4

Law 5.5 12.4

Natural Science 5.5 4.5

Government 1.8 7.9
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of respondents in large firms concentrated in law,

engineering, and government.

The data regarding the low number of degrees

which the personnel respondents have and the variety

of major studies suggest that, regardless of the size

of firm, there appears to be no clear-cut agreement

about the requirements of personnel management as a

specialized occupation.

Re orting relationships

0 _personnel executives

Personnel executives frequently take the position

that their function should be at the top of the firm's

organization structure. By placing the personnel ex—

ecutive at a high level within the firm, better com-

pany decisions may be promoted by requiring all execu-

tives to give weight to personnel factors in their de-

cision.making. It may also enhance the personnel ex-

ecutive's status, since this position reflects the imp

portance the firm attaches to his function. With suf—

ficiently high status, the personnel executive can urge

the establishment of new programs and carry out exist-

ing ones more successfully. Moreover, the level to

which a personnel executive reports may to some extent

reveal the closeness of thinking of the chief executive

with the personnel executive. For example, personnel

executives reporting to higher levels of line management
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may show considerably stronger company-centered think-

ing than those who report to lower levels of line man—

agement. Furthermore, providing suitable status for

executives may help to stabilize relationships among

them.

The data in Table 4.5 show that personnel re-

spondents in both sample groups report to a variety of

different officers within their companies. Most ob-

vious, however, is the fact that a greater percentage

of personnel executives in large firms report to higher

level positions. For example, over 70 percent of the

personnel respondents in large firms, compared to less

than.50 percent of the personnel respondents in small

firms, report to either the chairman of the board or

the president of their companies. In contrast, 25 per—

cent of the personnel respondents in small firms, com-

pared to 15 percent of the personnel respondents in

large firms, report to either an executive vice presi-

dent or a group vice president. '

The data indicate that personnel respondents in

both small and large firms are in positions where they

can influence top management. However, the information

does seem to suggest that the closeness of thinking of

the chief executive with the personnel executive is

generally greater in large firms.

L
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Table 4.5 Reporting relationships of personnel

executives, by size of firm

 

Personnel Executives
 

 

Small ‘Large

Percent Percent

(N = 63) (N = 100)

Chairman of the Board 5.2 12.0

President 44.4 59.0

Executive Vice President

or Group Vice President 25.4 15.0

Treasurer, Secretary, or

Controller 7.9 5.0

Line Vice President 9.5 5.0

Staff Vice President 1.6 4.0

Manager or Superintendent 7.9 2.0

 

Chief executives who report whether

head of personnel is a regular

member of the executive committee

Many personnel respondents in both sample groups

are regular members of their firms' executive committees.

As shown in Table 4.4, 40 percent of the chief execu-

tives in small firms and 54 percent of the chief execu—

tives in large firms indicate that the head of their

personnel function is a member of the committee.
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Table 4.4 Chief executives who report

whether head of personnel is a

regular member of the executive

committee, by size of firm

 

 

Chief Executives
 

 

Small Large

Percent Percent

(N = 52) (N = 47)

 

Yes 40.6 54.0

No 59.4 66.0

 

Chief executives who expect head of

ersonnelIfunction to_participate’in

some of the executive committee meetings

A substantial number of chief executives, espe-

 

cially in large firms, expect the personnel executives

to participate in some of the executive committee

meetings, even though they may not be appointed members

of the committee (Table 4.5).

Management committees of which head

of personnel is a member

The data in Table 4.6 show that personnel execu-

tives are frequently members of other management com-

mittees. Examination of the data shows that 40 percent

of the chief executives in small firms and 28 percent

of the chief executives in large firms mention that the

heads of their personnel function are members of general

management committees, while close to 60 percent of the
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Table 4.5 Chief executives who expect

head of personnel function to

participate in some of the

executive committee meetings,

by size of firm

 

 

Chief Executives
 

 

snaII’ *Large

Percent Percent

(N = 20) (N = 53)

 

Yes 55.0 81.8

No 45.0 18.2

 

chief executives in small firms and over 70 percent of

the chief executives in large firms report that the

heads of personnel are members of specialized commit-

tees related to personnel matters.

The data reveal that many personnel executives

in both small and large firms are members of executive

and management committees. The personnel heads in

small firms serve more frequently on general management

committees, whereas the personnel heads in large firms

are more frequently appointed to specialized committees

related to personnel matters. Placing personnel execu-

tives on these various committees may, in part, en-

hance mutual understanding and provide more suitable

working relationships in both small and large firms.
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Table 4.6 Management committees of which head of

personnel is a member, by size of firm

 

 

Chief Executives
 

 

éeell 132252

Percent Percent

(N = 42) (N = 74)

General management

Executive policy 28.6 20.5

Long—range planning 2.4 2.7

President's staff 9.5 5.4

Specialized

Salary 25.8 12.2

Operations 11.9 15.5

Employee benefits 4.8 25.0

Human relations 2.4 10.8

Personnel policy 7.1 4.1

Safety 9.5 2.7

Public relations 0.0 5.4

 

Number of exempts ingpersonnel

department and number of exempts

ififpersonnel functiOn'in firm as a whole

In general, the personnel respondents in small

firms, compared with the personnel respondents in large

firms, have smaller departments and supervise fewer

employees (Tables 4.7 and 4.8). For example, in terms
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of the number of exempts in their departments, all of

the personnel respondents in small firms supervise ten

or less exempt employees, while almost 50 percent of

the personnel respondents in large firms supervise

eleven or more exempt employees. In addition, with

regard to the number of exempts in the personnel func-

tion in the company as a whole, over 90 percent of the

personnel respondents in small firms have ten or less

exempt employees, while over 85 percent of the per—

sonnel reSpondents in large firms report having eleven

or more exempt employees.

Table 4.7 Number of exempts in personnel

department, by size of firm

 

 

Personnel Executives
 

 

 

Small M

Percent Percent

~(N = 61) (N = 89)

Less than 5 96.7 20.2

6-10 5.5 50.5

11—20 0.0 19.1

21-50 0.0 18.0

51-50 0-0 7-9

51-75 0.0 5.4

76-100 0.0 0.0

Over 100 0.0 1.1
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Table 4.8 Number of exempts in personnel

function in firms as a whole,

by size of firm

 

 

Personnel Executives
 

Small RLarge

Percent Percent

(N = 57) (N = 85)

 

Less than 5 87.7 6.0

6-10 5.5 8.4

11-20 1.8 20.5

21-50 0.0 15.5

51-50 0.0 19.5

51-75 0.0 10.8

76-100 1.8 8.4

Over 100 5.5 15-5

 

These data seem to suggest that more limited

demands for supervisory and departmental skills are

made on the personnel respondents in small firms, come

pared with those in large firms.

Personnel Goals and Activities

Current Goals of the Personnel Department

Table 4.9 indicates that there are no substantial

differences in the distribution of current goals by

size of firm, although the personnel respondents in
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small firms are moderately more interested in estab-

lishing better relations with line and top management.

Table 4.9 Current goals of personnel department, by

size of firm

 

 

Personnel Executives
 

small Large

Percent Percent

(N = 150) (N = 255)

 

Programs ‘ 56.9 57.2

Manpower development 27.7 50.6

Human relations 16.9 15.7

Labor relations 12.5 12.9

Economic: productivity

and efficiency 25.1 27.5

Firm 9.2 14.1

Employees 10.8 11.8

Personnel department 5.1 1.6

Organization planning

and design 5.7 A 5.9

Personnel policies 6.9 5.5

Improved relationships

with top management 9.2 5.9

 

Both sample groups indicate that they are more

concerned about programs than they are about produc—

tivity and efficiency, organization planning, personnel
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policies, and relationships with line and top

management.

Thus, although the personnel respondents in both

size groups are in positions to influence top levels

of management, the data provide evidence of the per-

sonnel respondents' concentrated interest in pro-

grammatic goals and their relative disinterest in

broader corporate matters, regardless of the size of

firm.

Relationship between personnel

executivesr current_goals and their

most time-consuming activity

Table 4.10 shows the activities and concerns of

personnel management which occupied the largest block

of the personnel respondents' time during the last two

years. Whereas both sample groups have goals which

are concentrated on programs, both groups of personnel

respondents spent most of their time on.matters re-

lated to labor relations, administration of the per-

sonnel department, and personnel techniquese-none of

which are considered major goals by either group of

respondents.

Further analysis reveals that personnel respond-

ents in small firms respond moderately more to ac-

tivities concerning the administration of their de-

partments and matters related to personnel policies.
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On the other hand, personnel reSpondents in large firms

report moderately higher responses to spending more

time on organization planning and design and labor

relations.

Table 4.10 Most time-consuming activities and concerns

of personnel executives during the past

two years, by size of firm

 

 

Personnel Executives
 

 

 

small Large

Percent Percent

(N = 61) (N = 91)

Labor relations 55.4 58.5

Departmental administration 25.0 16.5

Personnel techniques 16.6 16.5

Personnel policies 15.4 7.7

Organization planning

and design 5.5 12.1

Human relations and

employee welfare 5.4 6.6

Economic problems of

the firm 1.7 1.1

Other 5.5 1.1

 

In order to obtain a better understanding of the

relationship between the current goals and the most

time-consuming activity of the personnel respondents in

both small and large firms, the data were cross-tabulated.
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Tables 4.11 and 4.12 show this relationship. It can

be seen that the personnel respondents in both groups

appear to be spending their time on concerns other than

those for which their goals are set. The closest re-

lationship between goals and activities is in the area

of labor relations (56.5 percent for small firms and

60.0 percent for large firms).

Several reasons might be offered to explain the

differences between the goals and the most time-con-

suming activity of the personnel respondents in small

and large firms. For example, the personnel executives

may not have enough time to devote to the pursuit of

their goals, or perhaps they are not aware of the fact

that their activities are not taking them toward their

expressed goals. On the basis of other data obtained

in the study, the former hypothesis seems more likely

to be valid than the latter. Another explanation could

be that the goals selected by the personnel executives

are somewhat idealistic or unrealistic. At least they

appear to be difficult for the personnel executives to

attain in their pursuit of current activities.

Most time-consuming activities

and concerns offthe executives

during the past—twogyears

The data in Table 4.15 show that a number of per-

sonnel activities are important to all executives.
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However, when the data are analyzed by size of firm,

there are considerable variations. These variations

are discussed in detail in Appendix D.

In brief, regardless of the size of firm, per-

sonnel executives spent most of their time dealing with

labor relations problems, administering their depart-

ments, and acquiring a better understanding of person—

nel techniques. A comparison by size of firm, how-

ever, reveals that personnel respondents in small firms

were more concerned about administering their own de-

partments and developing and implementing personnel

policies. On the other hand, personnel respondents in

large firms spent more time on matters related to or-

ganization planning.

In general, regardless of the size of firm, the

chief executives and the operating executives spent

most of their time on activities concerned with person-

nel techniques and organization planning. It is noted,

however, that chief executives in small firms were more

concerned about labor relations problems and other

miscellaneous activities than were the chief executives

in large firms. The latter group devoted more time to

personnel techniques and organization planning. In

addition, operating executives in small firms spent

more time handling labor relations problems, while
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Poperating executives in large firms devoted more time

to organization planning problems.

Economic matters and human relations problems

seem to be of comparatively little interest to all

three categories of executives in both small and large

firms.

When the three types of executives are compared

with each other, Table 4.15 shows that, regardless of

the size of firm, personnel executives--compared with

chief executives and operating executives-~are more

concerned about labor relations and administrative

matters. Organization planning and various economic

problems are of more concern to chief executives and

operating executives.

In small firms, personnel executives are more

concerned about developing and implementing personnel

policies, whereas chief executives and operating ex-

ecutives are more concerned about improving human re-

lations and employee welfare. In addition, chief ex-

ecutives are more concerned about various miscellaneous

activities than are the personnel executives and the

operating executives. Also, operating executives are

more concerned about personnel techniques than the

personnel executives and chief executives are.
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In large firms, personnel techniques are of

greater concern to chief executives and Operating ex-

ecutives than to personnel executives.

Expectations and Desired Improvements

Changes in executives' expectations

of ersonnel managementiduring

tEegpast five years

The data in Table 4.14 show substantial disagree-

 

ment among the personnel executives, the chief execu-

tives, and the operating executives in both small and

large firms about changes in their expectations during

the past five years.

Regardless of the size of firm, the personnel re-

spondents, compared with the chief executive and Oper-

ating respondents, report more changes in their expecta—

tions. For example, less than 50 percent of the per-

sonnel executives in small firms report that they per—

ceived no changes at all compared to about 45 percent

of the chief executives and operating executives in

firms of the same size. Also, less than 15 percent of

the personnel executives in large firms indicate that

their expectations did not change compared to 50 per-

cent of the chief executives and 50 percent of the

operating executives in large firms.

In general, most of the executives whose expecta-

tions changed during the last five years mention two
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areas: better understanding, increased participation,

and more OOOperation from.the personnel department as

well as better results from the personnel department.

When the data are analyzed by size of firm, the

following differences are noted:

(1) A greater percentage of the personnel

executives in small firms report that they did

not perceive any change in their expectations,

whereas a greater percentage of the personnel

executives in large firms report that they ex-

pected.more and better results from.their

departments.

(2) A greater percentage of the chief exe

ecutives in.small firms report that they ex-

pected changes in personnel techniques, and

moderately more of these executives expected

better understanding, increased participation,

and more cooperation from the personnel depart-

ment. In turn, moderately more chief execue

tives in large firms report that they expected

better results from the personnel department

and no change in their expectations at all.

(5) A greater percentage of operating ex-

ecutives in small firms report that they ex-

pected no changes at all, whereas a greater

number of operating executives in large firms
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indicate that they expected better understanding,

increased participation, and more cooperation

from the personnel department.

(4) Regardless of the size of firm, more

personnel respondents sensed change in the form

of more and better results coming from the per-

sonnel department, while more chief executives

and operating executives report no changes in

their expectations.

(5) In small firms, personnel respondents,

compared to chief executives and operating ex-

ecutives, report more response to changes

associated with better understanding, increased

participation, and more cooperation from the

personnel department. The same holds true for

personnel executives and Operating executives

in large firms, compared to chief executives in

firms of the same size. On the other hand,

chief executives in small firms, compared to

personnel executives and operating executives,

report more responsiveness to change in the

area of personnel techniques.
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Improvements in results or effectiveness

of personnel management desirediby

executives fer the next five years

Table 4.15 shows the improvements in results or

effectiveness of personnel management which personnel

executives, chief executives, and operating executives

want to bring about within the next five years. All of

the groups express considerable concern for improvements

in the areas of personnel programs and economic pro-

ductivity'and efficiency, although there are variations

within these general categories. In contrast, few of

the executives express interest in improving organiza-

tion.p1anning, personnel policies, or relationships

with top or line management.

An.examination of the data by size of firm, how-

ever, reveals a number of differences. These differ-

ences are summarized below. A more detailed discussion

is found in Appendix D.

(1) Personnel executives in small firms

are moderately more interested in improving

economic productivity and efficiency in gen-

eral and improving the productivity and effi-

ciency of employees in particular, whereas

personnel executives in large firms are moder-

ately more concerned about improving manpower

develOpment programs and organization planning.
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(2) Chief executives in small firms are

moderately more concerned about improving or-

ganization planning, while chief executives in

large firms express moderately more interest

in improving the relationships between the

personnel department and line and top

management.

(5) Operating executives in small firms

express greater concern for improving person-

nel programs in general and manpower programs

in particular. On the other hand, operating

executives in large firms indicate moderately

more interest in improving economic productiv-

ity and efficiency in general and productivity

and efficiency of employees in particular.

They also place moderately more emphasis on

improving organization planning.

(4) Regardless of the size of firm, the

personnel respondents are more interested in imp

proving economic productivity and efficiency in

general. In contrast, the chief executive re-

spondents and the operating respondents are

more concerned about improving personnel pro-

grams, especially those related to manpower

development.
“
W

 



94

(5) In small firms, the personnel re-

spondents and the chief executive respondents,

compared with the Operating respondents, express

more interest in improving the economic produc-

tivity and efficiency of employees. The per-

sonnel respondents are also more interested

than the other two types of executives in im—

proving the economic productivity Of the per-

sonnel department. In addition, the chief ex-

ecutive respondents, compared with the person—

nel respondents and the Operating respondents,

are more concerned about improving organization

planning.

(6) In large firms, the personnel re-

spondents and Operating respondents, compared

with the chief executive respondents, express

more concern for improving organization plan—

ning. The opposite is noted in the case of

small firms. The operating executives in

large firms are also more interested in im-

proving personnel policies than are the other

two types of executives.

In general, regardless of the size of firm, the

personnel executives, the chief executives, and the

operating executives seem to agree more about the
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improvements they want in the future than about the

changes they expected in the past.

Summary

The data in this study show that there are no

substantial differences in the distribution of the

 

personnel executives' current goals by size of firm,

although the personnel executives in small firms are

moderately more interested in establishing better re-

lations with line and top management. Both sample

groups indicate that they are more concerned about

programs than they are about productivity and effi—

ciency, organization planning, personnel policies, and

relationships with line and tOp management.

Thus, although the personnel respondents in both

size groups are in positions to influence top levels

of management, the data provide evidence of the person-

nel respondents' concentrated interest in programmatic

goals and their relative disinterest in broader cor-

porate matters, regardless of the size of firm. I

The data in the study also indicate that the per-

sonnel respondents in both groups appear to be spending

their time on concerns other than those for which their

goals are set. For example, whereas both sample groups

have goals which are concentrated on programs, most of

their time is spent on matters related to labor
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relations, administration of the personnel department,

and personnel techniques--none of which are considered

major goals by either group of respondents.

Although a number of personnel activities are im-

portant to all executives, when the data are analyzed

by size of firm, there are considerable variations in

their response patterns.

The study finds substantial disagreement among

the personnel executives, the chief executives, and the

operating executives in.both small and large firms con-

cerning changes in their expectations during the past

five years.

Regardless of the size of firm, the personnel re-

spondents, compared with the chief executive and oper-

ating respondents, report more changes in their

expectations.

In general, most of the executives whose expecta-

tions changed during the last five years mention two

areas: better understanding, increased participation,

and more OOOperation from the personnel department as

well as better results from the personnel department.

With respect to improvement in results or effec-'

tiveness of personnel management desired by the three

types of executives for the next five years, all of the

groups express considerable concern for improvements in
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the areas of personnel programs and economic produc—

tivity and efficiency, although there are variations

within these general categories. In contrast, few of

the executives express interest in improving organiza-

tion planning, personnel policies, or relationships

with tOp or line management. An examination of the

data by size of firm, however, reveals a number of

differences in the responses of the three types of

executives.

In general, regardless of the size of firm, the

personnel executives, the chief executives, and the

operating executives seem to agree more about the ime

provements they want in the future than about the

changes they expected in the past.

 



 

CHAPTER V

EVALUATION OF THE RESULTS AND EFFECTIVENESS

0F PERSONNEL MANAGEMENT

An important element of the interrelationships

among the three types of executives is their evalua-

tion of themselves and each other. In personnel man-

agement, the roles of the personnel executive, the

chief executive, and the operating executive are highly

evaluative. Although a lack of objective criteria

complicates the process, these executives evaluate each

other and judge each other's programs, projects, and

activities.

In this chapter, several questions focus on the

opinions of the three types of executives regarding

limitations in the field of personnel management and

of personnel managers, criticisms of the field of per-

sonnel management and of personnel managers, and cri—

teria for evaluating the effectiveness of personnel

management.

98
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Personnel Executives' Opinions About

Their Own Limitations

Factors that ersonnel executives

Believe ififiibit tEeir effectiveness

' The data in Table 5.1 reveal that both groups of

personnel respondents are sensitive to a number of lime

itations on their general effectiveness. The two groups

_report that the pressure of details is the major factor

limiting their effectiveness. This factor is mentioned

by over 25 percent of both groups. On the other hand,

the respondents in small firms are moderately more sen-

sitive to a lack of well-trained personnel workers, and

the respondents in large firms express a greater aware—

ness of'a lack of top management support.

Evaluations of Personnel Effectiveness

Criticisms or reservations of the field

of personnel management made by executives

‘As shown in Table 5.2, over 55 percent of the

operating executives and over 40 percent of the chief

executives in.both sample groups have no criticisms to

make of personnel management as a field. Thirtybsix

percent of the personnel respondents in large firms and

close to 25 percent of the personnel respondents in

small firms are not critical of their field. _

Regardless of the size of firm, the greatest

criticism.exists among personnel executives, although

the personnel respondents in large firms display a
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Table 5.1 Factors that personnel executives believe

inhibit their effectiveness, by size of

firm

 

 

Personnel Executives
 

 

 

“
‘
—

 

—Small Large

Percent Percent

(N -- 69) (N = 106)

Pressure of details 26.0 28.5

Poorly trained or

insufficient numbers

of personnel workers 21.7 9.4

Lack of access to or

acceptance by top

management 14.5 21.7

Personal limitations 15.0 11.5

Lack of line management

acceptance or

understanding 10.1 11.0

Bureaucratic factors

in company 8.7 12.5

Lack of funds or

resources 6.0 6.0

 

greater amount of criticism than do the personnel re-

spondents in small firms. The next greatest criticism

is among the chief executives, and the least critical

are the operating executives.

As the data in Table 5.5 show, the personnel re-

spondents in both sample groups who are critical pro-

vide three major kinds of criticism.about the personnel

—!
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field: weaknesses of the personnel department, lack of

recognition or acceptance, and poor public relations.

The personnel executive group in small firms, however,

expresses a greater amount of criticism over the lack

of recognition or acceptance.

With respect to other criticisms, the personnel

executive group in small firms is moderately more

critical of too much pressure and unrealistic demands,

whereas the personnel executive group in large firms is

moderately more critical of too much emphasis being

placed on techniques.

The major criticism mentioned by the chief execus

tives in.both groups is the personnel executives' lack

of line or general management knowledge. This is by

far one of the greatest criticisms made.

Of the other criticisms made by the chief execu-

tives, the respondents in small firms display a greater

amount of criticism over the lack of adequate resources,

and they are moderately more critical of the lack of

recognition or acceptance. In turn, the chief execu-

tive group in large firms expresses greater criticism

over inadequate line or general management experience.

Onxy'two issues seem to bother the operating ex—

ecutives, both in small and large firms. These are the

weaknesses and limitations of the personnel department

and the lack of line or general management knowledge.
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With respect to other criticisms, a greater per-

centage of the operating respondents in small firms

is critical of too much pressure and unrealistic de-

mands. The Operating executives in small firms are

also moderately more critical of the lack of recogni-

tion and acceptance. On the other hand, the operating

respondents in large firms are moderately more criti-

cal of too much concern being placed on techniques.

In comparing the various executives with respect

to their criticisms of the field of personnel manage-

ment, the following findings are noted:

(1) Regardless of the size of firm, the

personnel respondents and operating respondents

are more inclined to recognize the weaknesses

of the personnel department than are the chief

executives.

(2) Compared to chief executives and oper-

ating executives, both personnel groups are

mere conscious of a lack of recognition and

acceptance and poor public relations. ‘On.the

other hand, both groups of personnel respondp

ents do not attach as much.importance to have

ing general management knowledge as do both

groups of chief executives and operating

executives.
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(5) Both chief executive groups are more

aware of a lack of adequate resources, com-

pared with both groups of personnel executives

and operating executives.

(4) In small firms, the personnel respond-

ents and operating executives are more con-

scious of pressure and unrealistic demands

than are the chief executive respondents.

(5) In large firms, the operating re-

spondents are more inclined to recognize too

much pressure and unrealistic demands than

are the personnel respondents and chief ex-

ecutive respondents.

As these data show, the attempt to obtain an ap—

praisal of the personnel field in general was not en-

tirely successful. Despite the wording of the ques-

tion, many respondents answered by commenting on the

‘personnel department or the personnel manager.

Areas in which personnel department

assisted operating executives

during the past two years

Operating executives were asked to indicate how

their personnel departments have assisted them during

the past two years. As Table 5.4 shows, both sample

groups received assistance in a number of ways.
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Table 5.4 Areas in which personnel department assisted

operating executives during the past two

years, by size of firm

 

 

O erati Executives

EmaII Large
 

 

Percent Percent

(N = 44) (N = 61)

Advice, counsel, and

direct assistance 15.9 51.1

Information, reports,

records and research 18.2 14.8

Manpower acquisition

and development 15.9 16.4

Labor relations 11.4 6.6

morale, motivation,

human relations 2.3 0.0

Wage and salary, appraisal,

and benefit programs 15.9 8.2

Development of new or

current personnel

policies or programs 20.5 19.7

_Organization.planning 0.0 5.5

 

When the data are analyzed.by size of firm, only

two areas differ. Operating executives in small firms

cite receiving assistance on matters related to wage

and salary administration.moderately more than oper-

ating executives in large firms do. Also, when.come

pared with operating executives in.sma11 firms, a .

greater percentage of operating executives in large



108

firms report receiving advice and counsel from.the

personnel department.

Areas in which gperatinggexecutives

reCEIve insufficient help from

their personnel departments

Operating executives were also asked to indicate

the areas in which they believe they do not receive

enough help from.their personnel departments. As

shown in Table 5.5, almost 45 percent of the Operating

executives in small firms and 55 percent of the oper-

ating executives in large firms indicate that there

are no areas in which they want more assistance from

their personnel department.

Table 5.5 Operating executives who report

that there are areas in which

they are not getting sufficient

help from their personnel de-

partments and operating execu-

tives who report that there are

no areas in which they want more

help from their personnel de-

partments, by size of firm

 

 

OperatinggExecutives
 

 

small Large

Percent Percent

(N = 25) (N = 45)

 

Areas 56.0 65.1

No areas 44.0 54-9
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Regardless of the size of firm, the operating

executives who mention needing help from their per-

sonnel departments cite two major areas: employment

programs and problems, and executive and employee

training, development, and appraisal. The operating

executive group in large firms places moderately more

emphasis on the former area (Table 5.6).

Table 5.6 Areas in which operating executives receive

insufficient help from their personnel

departments, by size of firm

 

 

Qgeratigg Executives

.__JBS 

 

Percent Percent

Improving or administering

policies, planning, or

research 12.5 7.9

Problems of organization-

planning and design 0.0 7.9

I Employment programs and

problems 57.5 47.4

Problems of mmtivation, ‘ :

morale, and human relations 18.8 2.6

Executive develOpment and

employee training and

appraisal 25.0 26.5

Labor relations, grievances, A

and disciplinary action 0.0 5.5

Economic problems: wages,

salaries, pensions, safety' 6.5 2.6
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With regard to the other areas mentioned by the

two groups, it is found that the respondents in small

groups express a greater need for help with human re-

lations problems. The respondents in large firms inr

dicate moderately more concern for help with organiza-

tion planning and design and labor relations problems.

The areas listed in Table 5.6 are important re-

sponsibilities of every personnel department. There-

fore, operating executives' dissatisfaction in these

areas is a significant problem.

Additional areas of knowle e and

Wutives

Although broad inquiries provided some informa-

tion about the two groups of personnel executives par-

ticipating in this study, an attempt was also made to

obtain.more information about their abilities. There-

fore, all three categories of executives in.both size

,groups were asked what additional knowledge and trains

ing they believe the head of the personnel function

needs to meet present standards and to make significant

advances.

When the data shown in Tables 5.7 and 5.8 regard-

ing the additional knowledge and training which the

three types of executives feel personnel executives

need to meet present standards and to make significant

future advances are analyzed by size of firm, there are
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many differences. A-detailed analysis is provided in

Appendix D. Some of the more striking findings are

summarized below:

Knowledge required to meet present standards:

Executive differences in small firms

(1) The need for personnel managers to have,

more knowahow about quantitative skills, behav-

ioral sciences, and line or general management

experience is mentioned.more often by chief

executives.

(2) The personnel manager's need for ac—

quiring additional knowledge about labor rela—

tions received greater emphasis from operating

executives.

f (5) That personnel managers should have a 4

better understanding of fringe benefits is _

stressed.more by personnel executives and

chief executives. A

(4) Personnel executives and operating ex-

ecutives favor placing greater emphasis on

gaining additional knowledge about personnel

techniques.

Executive differences in large firms '

(1) That personnel managers should have

more knowledge of quantitative skills and new
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personnel techniques is stressed more by per-

sonnel executives.

(2) The need for personnel managers to have

more knowledge about behavioral sciences receives

greater emphasis from chief executives.

(5) The personnel manager's need for ac-

quiring additional line or general management

experience is stated more frequently by oper—

ating executives.

(4) Chief executives and operating execu-

tives favor placing more emphasis on gaining

a better understanding of fringe benefits.

Executive differences in large firms

(1) That personnel managers should have

more knowledge of quantitative skills and new

personnel techniques is stressed.more by per-

A sonnel executives.'

(2) The need for personnel managers to

have mere knowledge about behavioral sciences

receives greater emphasis from.chief executives.

(5) The personnel manager's need for ac-

quiring additional line or general management

experience is stated.more frequently by oper-

ating executives.
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(4) Chief executives and operating execu-

tives favor placing more emphasis on gaining

a better understanding of fringe benefits.

Executive differences between

small and large firms

(1) The need for the head of the personnel

function to have more knowledge about techniques

is mentioned more often by personnel executives

and operating executives in small firms and per-

sonnel executives in large firms.

(2) Operating executives in small firms

emphasize that the head of personnel needs more

training in labor relations skills.

(5) The operating executives in large firms

stress that the head of personnel needs addi-

tional line experience.

Knowledge required to insure future effectiveness:

Executive differences in small firms

(1) The personnel manager's need for ac-

quiring additional knowledge about fringe bene-

fits and new personnel techniques receives more

emphasis from personnel executives.

(2) That personnel managers should have

more know-how about line or general management

experience is stressed more by chief executives.
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(5) The need for personnel managers to have

a better understanding of quantitative skills

is mentioned moderately more by personnel execu-

tives and chief executives.

(4) Chief executives and operating execu-

tives favor placing greater emphasis on gaining

additional knowledge about the behavioral

sciences.

IExecutive differences in large firms

(1) That personnel managers should have

more know-how about quantitative skills is

stressed moderately more by personnel executives.

(2) Operating executives favor placing

moderately more emphasis on gaining additional

knowledge about labor relations, and new per-

sonnel techniques.

(5) The need for personnel managers to have

a better understanding of the behavioral sci-

ences receives a greater emphasis from personnel

executives and chief executives.

(4) The personnel manager's need for addi-

tional line or general management experience is

mentioned more by chief executives and operating

executives.
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Executive differences between

small and large firms

(1) The executives in large firms stress

new personnel techniques.

(2) The chief executives in small firms

emphasize additional line experience.

(5) The operating executives in small firms

favor additional knowledge about the behavioral

sciences.

(4) That the head Of personnel should have

greater knowledge about the behavioral sciences

is stated more frequently by chief executives

in large firms.

Main strengths attributed to head

'Of’personnel by chief executives

and operating executives

The chief executives and operating executives

were asked to identify the major strengths which they

believe the head of the personnel function brings to

his work.

As the data in Table 5.9 show, the chief execu-

‘tives and Operating executives in both size groups

<zonsider the following to be quite important:

(1) Legal or collective bargaining

experience.
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(2) Ability to get things done through

people with minimum wear and tear.

(5) Accepting responsibility and seek—

. ing challenge.

(4) Communicating well and'represent-

ing the view Of management.

(5) A top management viewpoint Of the

 

company's business and interests.

From two-fifths to three-fourths Of the executives

consider these characteristics to be major strengths.

A more detailed examination Of the data (Appendix

D), however, reveals that differences of Opinion I

do exiSt between chief executives and Operating execu-

tives in small and large firms, and the respondents in

large firms, in general, are more aware and apprecia-Lx

tive of the personnel heads' strengths.

One of the interesting findings is that the im-

portance Of many of the strengths grows as the firms

become larger: background in operating management

(chief executives); legal or collective bargaining

experience (Operating executives); decision maker- and

Problem Solving ability (chief executives); knows what

to delegate and what to work on himself (both types Of

executives); effective organizer (operating executives);

accepts responsibility and seeks challenge (both types

of executives); good communicator, able to represent

 —~
—

 



 

 

u
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’ view Of management (operating executives); strong ex-

ecutive recruiting abilities and good insight into

people (Operating executives); profit oriented (Oper-

ating executives); and has top management view of com-

pany's business and interests (both types of executives).

 

Criteria for Evaluating Effectiveness

0f Personnel Management

Although Objective criteria Of known validity

may not exist, executives frequently make judgments

about other executives and their functions on the basis

of approximate or rule-of-thumb criteria.

In order to gain some understanding Of the cri-

teria used for evaluating the effectiveness Of person—

nel management, the chief executives and Operating ex—

ecutives were asked to identify the criteria they use,

and the personnel executives were asked to give cri-

teria by which they believe chief executives can meas-

'ure the effectiveness of personnel management. Two

categories of criteria were examined: quantitative and

qualitative .

fiyuantitative criteria for evaluating

__g e e ec iveness o _personne management

The executives participating in.this survey'menp

tion many quantitative criteria. In general, the cri-

teria mentioned most frequently are improved absentee-

ism, turnover, and safety; savings in labor relations;

i— _A: 
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an adequate supply of manpower; and lower management

costs (Table 5.10). A detailed analysis of the data

by size Of firm, however, reveals some differences.

These differences are summarized below: , 1

‘
5
1
"
"
?

(1) Personnel executives in small firms

make moderately more use<xf lower per capita per-

 sonnel costs as a criterion compared with per- E

sonnel executives in large firms.

(2) Chief executives in small firms tend

to mention the use Of Criteria such as improved

absenteeism, turnover, and.safety moderately

more than chief executives in large firms do.

The latter group indicates moderately more use

of lower manpower costs and corporate profit

as criteria.

(5) Operating executives in.Small firms

indicate moderately more used Of criteria such

as improved absenteeism, turnover, and safety

and corporate profit or productivity, whereas 5

Operating executives in.1arge firms make greater

use of an adequate supply Of manpower as a ~

criterion. 1

i (4) The use of criteria such as improved

absenteeism, turnover, and safety is cited.mods_

'erately more by Operating executives in small
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firms compared with personnel executives and

chief executives in firms of the same size.

(5) The use of savings in labor relations

as a criterion is mentioned moderately more by

chief executives in small firms than personnel

executives in the same sized firms. Similar

findings are noted for chief executives in L

large firms, when they are compared with Oper-

ating executives in large firms.

(6) Personnel executives and chief execu-

tives in small firms, when compared with oper-

ating executives in the same sized firms, re-

port more use of adequate supply of manpower

as a criterion.

(7) Personnel executives and Operating

executives in small firms make moderately more

use of lower per capita personnel costs as a

criterion than chief executives in small firms do.

On the other hand, Operating executives

in large firms report more use of the above fac-

tor than do personnel executives and chief ex-

ecutives in firms of the same size.

(8) Corporate profit or productivity as cri—

teria are mentioned moderately more by Operating

executives in small firms than by chief execu-

tives in small firms. On the other hand,
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personnel executives and chief executives in

large firms cite the above factor moderately

more than Operating executives in firms Of

the same size do.

litative criteria for evaluating the

e ectiveness ijpersonnel management

That the executives use a number Of qualitative

criteria to evaluate their personnel departments is

confirmed in Table 5.11. The two criteria used most

frequently by the executives relate to the areas of

program effectiveness and higher employee morale and

better communications. Analysis Of the data by size

of firm, however, indicates that there are differences.

These differences are noted below:

(1) Personnel executives in small firms re-

port moderately more use of improved employee

morale and better communications, and respect

and use Of programs by line executives as cri-

teria, whereas personnel executives in large

firms indicate moderately more use of effective-

ness Of programs in meeting company objectives

as a criterion.

(2) Respect and use Of programs by line

executives as criteria are cited moderately more

by chief executives in large firms compared with

chief executives in small firms.
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(5) Operating executives in small firms

make moderately more use of reduction Of labor

trouble as a criterion; whereas Operating ex-

ecutives in large firms indicate greater use Of

v
“
A

effectiveness of programs in meeting company

Objectives, and high employee morale and better

 
communications as criteria.

(4) When compared with personnel executives

in small firms, chief executives in small firms

make moderately more use of the effectiveness of

programs in meeting company Objectives as a cri-

terion. Operating executives in large firms re-

port greater use Of the criterion mentioned a-

bove compared with personnel executives and

chief executives in large firms.

(5) Chief executives and operating execu-

tives in small firms indicate moderately more

use of high employee morale and better communi-

cations as criteria than do personnel execu-

tives in firms Of the same size. In large firms,

the criteria mentioned above is used with greater

frequency by chief executives than personnel ex-

ecutives and operating executives.

_(6) The reduction of labor troubles as a

criterion is mentioned more by personnel execu-

tives and Operating executives than by chief
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executives in small firms. The above criterion

is also given moderately more attention by per-

sonnel executives in large firms compared with

chief executives in the same sized firms.

(7) Personnel executives in small firms in-

 

dicate moderately more use of respect and use

of programs by line executives as criteria than

do chief executives and Operating executives in

firms of the same size. The above criteria are

also cited more by personnel executives and

chief executives compared with operating execur

tives in large firms.

Summary

The study finds that both groups of personnel

executives are sensitive to a number of limitations on

their general effectiveness. Both groups report that

the pressure of details is the major factor limiting

‘their effectiveness. Executives in small firms are

moderately more sensitive to a lack of well-trained

:personnel workers and executives in large firms exb

press a greater awareness of a lack of top management

:support.

In.terms of the field of perSOnnel management in

egeneral, regardless of the size of firm, the greatest

<=riticisms of the field are made by personnel
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executives; the next greatest criticisms are made by

chief executives; and the least criticisms are made

by Operating executives.

The data indicate that the personnel executives

in both sample groups who are critical provide three

major kinds Of criticism about the personnel field:

weaknesses of the personnel department, lack of recog-

nition or acceptance, and poor public relations.

The major criticism mentioned by the chief ex—

ecutives in both groups is the personnel executives'

lack of line or general management knowledge. This is

one of the greatest criticisms made.

Only two issues seem to bother both the Operat-

ing executives in small and large firms. These are the

weaknesses and limitations of the personnel department

and the lack Of line or general management knowledge.

In comparing the various executives with respect

to their criticisms of the field, several differences

are noted.

The data show that, regardless of the size of

firm, Operating executives receive assistance in.a

number of ways. When the data are analyzed by size of

firm, only two areas differ. A moderately higher per—

centage of the Operating executives in small firms cite

receiving more assistance with matters related to wage

and salary administration, while a greater percentage

  _d
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of the Operating executives in large firms report re-

ceiving advice and counsel from the personnel

department.

The data also show that many of the Operating

executives in both size groups report that there are

no areas in which they want more help from their per—

sonnel departments.

Regardless of the size of firm, the Operating

executives who mention needing help from their persons

nel departments cite two major areas: employment pro-

grams and problems, and executive and employee train?

ing, develOpment, and appraisal.

The data regarding additional knowledge and

training which the three types of executives feel per-

sonnel executives need to meet present standards and

to make significant future advances show many variations

when analyzed by size of firm.

The study finds that the chief executives and

Operating executives in both small and large firms

identify a number of strengths which they believe the

personnel executives bring to their work. However,

the data does show that differences of opinion exist

between the chief executives and the Operating execu?

tives in both small and large firms. In general, the

respondentsin large firms are more aware and apprecia-

tive of the personnel head's strengths.
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The three types of executives participating in

this study use many quantitative criteria for evalu-

ating the effectiveness of personnel management. In

general, the criteria mentioned most frequently by the

three types of executives in both sample groups are

improved absenteeism, turnover, and safety; savings in

 

labor relations; an adequate supply of manpower; and

lower manpower costs. A detailed analysis Of the data

by size Of firm, however, reveals some differences in

the response patterns.

Regardless Of the size of firm, the three types

of executives also use a number Of qualitative criteria

to evaluate their personnel departments. The data ins

dicate that two criteria are used most frequently by

the executives. These criteria relate to program ef-

fectiveness and higher employee morale and better come

munications. Analysis of the data by size of firm,

however, indicates several differences in the patterns

of response.

 



 

CHAPTER VI

CHANGE IN PERSONNEL ADMINISTRATION

Changes in economic patterns, technological

changes, expanding markets, and increasingly complex

laws and regulations are creating new problems for the

personnel manager and other executives who are con-

cerned with the personnel function.

If the personnel function is to adapt success-

fully to such changes, it is necessary for the execu,

tives who have the responsibility for it to recognize

the changes and understand the effects they will have.

Should executives not recognize these changes, the

personnel function may assume a relatively unimportant

role in the firm and other departments may assume its

responsibilities. On the other hand, if personnel exs

ecutives, chief executives, and Operating executives

agree on the effects Of change and on the adaptations

needed, the personnel function may become innovative

and creative, and acquire greater status.

To learn more about whether the executives who

share responsibility for the personnel function are

aware of the forces of change and its demands for the

152
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future, this chapter explores the views of the personnel

executives, the chief executives, and the operating ex?

ecutives on change in personnel administration. Also,

in order to develop some insight about the changes an-

ticipated and their impact on management, the three

types of executives were asked for their Opinions

about the pace and degree of change, as well as its

:nature and the problems it creates for firms in carry-

ing out their personnel activities.

Pace Of Change Occurring Generally

In the Field of Personnel

Management

The pace Of change is significant because it may

serve as a pressure on executives involved in decision

:making. Discrepancies in.perceptions regarding change

:may increase the possibility of hesitation and conflict

:in.the planning and executing Of personnel programs,

(projects, and activities. I

As shown in Table 6.1, most of the executives

agree that the pace of change is gradual, although more

iaitensive analysis reveals various discrepancies

Clippendix D).

In general, the personnel respondents in small

firms are less Optimistic than the personnel executives

111 large firms. For example, over 50 percent Of the

executives in small firms report that the pace is

I
'
L
.
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gradual, whereas over 50 percent of the executives in

large firms report that the pace is rapid.

In comparing the chief executive groups, no sub-

stantial differences are noted. The majority of both

groups report that the pace of change is gradual.

Chief executives in large firms, however, do place

:mcderately more emphasis on the pace of change being

gradual.

The majority Of operating executives in both

groups believe that the pace of change is gradual.

.Although there are no great differences between the

'two groups, the Operating executive group in small

firms reports a moderately higher response to the pace

being quite slow, whereas the Operating executive

group in large firms reports moderately higher re-

sponses to a gradual and a rapid pace.

When the three types of executives are compared

‘with.one another, the following differences are noted:

(1) In general, regardless of the size Of

firm, chief executives and operating executives,

compared with.personnel executives, place more

emphasis on change being quite slow.

(2) In large firms, chief executives and

operating executives, compared with personnel

executives, generally place more emphasis on

a gradual pace Of change.
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(5) Personnel executives and chief execu-

tives in small firms generally place greater

emphasis on a rapid pace of change.

(4) Personnel executives in large firms

place greater emphasis on a rapid pace of

change and moderately more emphasis on a

revolutionary pace of change than do chief

executives and operating executives in large

firms.

Even though most of the executives in small and

large firms agree that changes are gradual, the vari-

ous differences noted above suggest that, in part,

there may be some hesitation and conflict between the

‘three types of executives regarding the planning and

executing of various personnel programs, projects, and

activities. Also, because more personnel executives

'than chief executives and Operating executives in both

snail and large firms expect rapid change, they are

Ixrobably subject to greater stresses and pressures.

Quiis is more obvious in the case of personnel execu-

tives in large firms.

Degree Of Change

The speed at which changes take place in the

1Tield of personnel management is influenced by a num-

tflar of factors. One important factor is the
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improvements in personnel techniques. Therefore, this

factor is studied in greater detail.

Degree of change in personnel

activities expected bygexecutives

during the next five years

Participants were asked to indicate the degree

of change (great, moderate, little) that they expect

to occur in nineteen personnel activities performed

by the department during the next five years. For

this purpose, change was defined as improvement in

techniques for discharging each responsibility.

The views of the personnel executives, chief

executives, and Operating executives on the degree Of

change expected in the nineteen areas of responsi-

bility are compared in Tables 6.2, 6.5, and 6.4. In

general, there is little disagreement among the three

types Of executives, in either small or large firms.

Between two-fifths and two-thirds Of the various ex~

ecutives, in both small and large firms, expect moder-

ate change in most activities.

Closer examination of Tables 6.2, 6.5, and 6.4,

however, discloses areas in which there are departures

from.this pattern. These are summarized below.

Organizationgplanning.--With the exception of
 

(Operating executives in.small firms, between one-third

(and.one-ha1f of the respondents in the other groups

 

  



 

    

I
I
I
’

A
‘
s
-
7
“
"

I
'
J
”
0
0
3
:
0

_
Q

I
}

H
1
1

I
~
l

.
)
C
O
T
I

’
1

I
I
I
)

I
t
)

(
a
t
)

1
.
2
-
J

.
.
-

a
'
1
!
"

I
:

_
I

(
3

‘
7
.

"
.
2
9
:
a
n

.
~

o
r
:

,
{
p

a
r

-
o
D

1
1
9
7
9
.
4
(
9
"

3
’

'
1
"
"
'
1
"
)

x
x
x
-
I
T
;
J
0

9
7
5
T
”

fi
q

g
r
o
t
t
o
-
“
5
'
1
“
"

.
-

.
,

‘
5
‘
1
9

fl
q

(
9
8
'
)
o
c
:
d
.
3
‘
9

1
3
0
1
5
.
9
T
'
A
T

5
‘
o
r
)

1
:
(
,
t
1
u
o
t
-
I
9
‘
l

U
T

C
’

_
_
—



T
a
b
l
e

6
.
2

D
e
g
r
e
e

o
f

c
h
a
n
g
e

(
g
r
e
a
t

i
m
p
r
o
v
e
m
e
n
t
)

i
n
.
p
e
r
s
o
n
n
e
l

a
c
t
i
v
i
t
i
e
s

e
x
p
e
c
t
e
d
b
y

e
x
e
c
u
t
i
v
e
s

d
u
r
i
n
g

t
h
e

n
e
x
t

f
i
v
e

y
e
a
r
s
,

b
y

s
i
z
e

o
r
f
i
r
m

  

G
r
e
a
t

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

O
p
e
r
a
t
i
n
g

E
x
e
c
u
t
i
v
e
s

s
m
a
l
l

L
a
r
g
e

s
m
a
l
l

‘
L
a
r
g
e

S
m
a
l
l

_
‘
L
a
r
g
e

 
 

 

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
9
1
)
(
N

=
2
1
0
)

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
2
3
7
)
(
N

=
5
4
0
)

(
N

=
1
6
9
)
(
N

=
2
0
6
)

 

 

P
e
r
s
o
n
n
e
l

p
o
l
i
c
y

d
e
v
e
l
o
p
m
e
n
t

P
e
r
s
o
n
n
e
l

p
o
l
i
c
y

i
m
p
l
e
m
e
n
t
a
t
i
o
n

O
r
g
a
n
i
z
a
t
i
o
n

p
l
a
n
n
i
n
g

E
x
e
c
u
t
i
v
e

a
n
d
/
o
r
p
r
o
-

f
e
s
s
i
o
n
a
l

e
m
p
l
o
y
m
e
n
t

M
o
r
a
l
e

b
u
i
l
d
i
n
g

T
r
a
i
n
i
n
g

I
n
d
i
v
i
d
u
a
l

p
r
o
d
u
c
t
i
v
i
t
y

2
5
.
8

2
4
.
6

3
5
.
5

2
4
.
6

1
9
.
4

5
2
.
5

1
8
.
9

2
2
.
0

2
1
.
6

5
4
.
5

2
7
.
4

1
5
.
2

4
9
.
0

2
6
.
4

3
1
.
3

1
8
.
8

3
7
.
5

2
5
.
8

3
5
.
5

6
5
.
5

5
0
.
8

1
2
.
2

1
8
.
4

4
5
.
2

2
8
.
6

2
2
.
4

4
2
.
0

1
6
.
5

1
4
.
5

1
4
.
5

1
2
.
0

2
4
.
0

1
5
.
8

4
2
.
9

1
7
.
4

1
6
.
5

2
0
.
4

4
5
.
8

2
0
.
0

1
0
.
4

4
8
.
0

2
3
.
8

158

 



T
a
b
l
e
6
.
2
-
c
o
n
t
i
n
u
e
d

G
r
e
a
t

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

O
p
e
r
a
t
i
n
g
i
E
x
e
c
u
t
i
v
e
s

S
m
a
l
l

L
a
r
g
e

S
m
a
l
l

I
L
a
r
g
e

S
m
a
l
l

‘
L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
2
5
7
)
(
N

=
5
4
0
)

(
N

=
1
6
9
)
(
N

=
2
0
6
)

 
 

 

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
9
1
)
(
N

=
2
1
0
)

 

 

O
v
e
r
h
e
a
d

c
o
n
t
r
o
l

M
a
n
a
g
e
m
e
n
t

d
e
v
e
l
o
p
m
e
n
t

C
o
m
m
u
n
i
c
a
t
i
o
n
s

t
o

e
m
p
l
o
y
e
e
s

N
e
g
o
t
i
a
t
i
o
n
s

w
i
t
h

l
a
b
o
r

u
n
i
o
n
s

E
m
p
l
o
y
e
e

b
e
n
e
f
i
t
s

E
m
p
l
o
y
e
e

s
e
r
v
i
c
e
s

A
p
p
r
a
i
s
a
l
s

o
f

p
e
r
f
o
r
m
a
n
c
e

W
a
g
e

a
n
d

s
a
l
a
r
y

a
d
m
i
n
i
s
t
r
a
t
i
o
n

2
1
.
5

4
8
.
5

5
9
.
3

1
4
.
6

1
6
.
4

1
4
.
8

4
2
.
6

3
3
-
9

2
5
.
5

6
9
.
4

5
6
.
8

1
1
.
0

2
2
.
4

5
.
2

4
4
.
8

5
0
.
8

6
.
3

5
5
.
2

5
7
.
5

2
0
.
7

1
6
.
7

1
0
.
0

4
5
.
2

5
2
-
5

1
6
.
2

5
9
.
2

2
8
.
6

8
.
5

8
.
0

6
.
4

4
0
.
4

1
8
.
0

2
5
.
8

4
4
.
0

2
7
.
6

1
6
.
0

1
5
.
8

1
0
.
7

1
4
.
8

1
7
.
9

 

1
9
.
4

5
9
.
1

5
4
.
0

1
1
.
1

2
0
.
0

1
2
.
0

5
5
.
5

2
5
.
4

159

 



T
a
b
l
e

6
.
2
-
—
c
o
n
t
i
n
u
e
d

G
r
e
a
t

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

W
W

*
P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N
=

2
5
7
x
1
1
7

=
5
4
0
)

(
N

=
1
6
9
)
(
N
=

2
0
6
)

(
N

=
9
1
)
(
N

=
2
1
0
)

 
 

 

 

H
e
a
l
t
h

a
n
d

s
a
f
e
t
y

_
2
0
.
0

1
1
.
5

2
5
.
0

1
2
.
2

1
0
.
7

1
2
.
8

P
s
y
c
h
o
l
o
g
i
c
a
l

t
e
s
t
i
n
g

a
n
d

c
o
u
n
s
e
l
i
n
g

6
.
9

1
5
.
8

1
5
.
6

1
2
.
5

1
1
.
5

1
0
.
9

M
a
n
p
o
w
e
r

f
o
r
e
c
a
s
t
i
n
g

a
n
d
p
l
a
n
n
i
n
g

.
2
1
.
1

5
4
.
8

5
6
.
0

2
1
.
7

8
.
7

5
1
.
?

P
e
r
s
o
n
n
e
l

r
e
s
e
a
r
c
h

1
0
.
0

2
4
.
2

1
7
.
2

1
4
.
6

8
.
0

1
8
.
4

 

 

140



T
a
b
l
e

6
.
5

.
D
e
g
r
e
e

O
f

c
h
a
n
g
e

(
m
o
d
e
r
a
t
e

i
m
p
r
o
v
e
m
e
n
t
)

i
n
.
p
e
r
s
o
n
n
e
l
a
c
t
i
v
i
t
i
e
s

e
x
p
e
c
t
e
d

b
y

e
x
e
c
u
t
i
v
e
s

d
u
r
i
n
g

t
h
e

n
e
x
t

f
i
v
e
y
e
a
r
s
,

b
y

s
i
z
e

o
f

f
i
r
m

  

M
o
d
e
r
a
t
e

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

O
p
e
r
a
t
i
n
g

E
x
e
c
u
t
i
v
e
s

S
m
a
l
l

L
a
r
g
e

S
m
a
l
l

L
a
r
g
e

S
m
a
l
l

"
L
a
r
g
e

 
 

 

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

.
5
8
5
)
(
N

=
9
4
2
)

(
N

a
2
4
2
)
(
N

a
4
9
4
)

(
N

=
2
6
4
)
(
N

=
4
8
5
)

 

 

P
e
r
s
o
n
n
e
l

p
o
l
i
c
y

d
e
v
e
l
o
p
m
e
n
t

P
e
r
s
o
n
n
e
l

p
o
l
i
c
y

i
m
p
l
e
m
e
n
t
a
t
i
o
n

O
r
g
a
n
i
z
a
t
i
o
n
p
l
a
n
n
i
n
g

E
x
e
c
u
t
i
v
e

a
n
d
/
o
r
p
r
O
-

f
e
s
s
i
o
n
a
l

d
e
v
e
l
O
p
m
e
n
t

M
o
r
a
l
e
b
u
i
l
d
i
n
g

T
r
a
i
n
i
n
g

I
n
d
i
v
i
d
u
a
l

,

p
r
o
d
u
c
t
i
v
i
t
y

5
8
.
1

6
0
.
6

5
0
.
0

5
4
.
1

6
7
-
7

3
4
.
4

6
4
.
2

5
8
.
0

7
2
.
1

5
8
.
6

5
5
.
2

6
0
.
6

4
7
.
0

5
8
.
2

5
3
.
1

6
5
.
6

3
7
.
5

3
8
-
7

4
8
.
4

5
0
.
0

5
7
.
7

7
3
-
5

6
7
.
5

4
5
.
2

4
5
.
2

5
1
.
0

5
0
.
0

6
9
.
8

6
7
.
9

6
7
.
9

4
8
.
0

2
8
.
0

6
9
.
0

4
6
.
4

5
2
.
2

 

7
1
.
4

6
5
.
5

4
5
.
8

6
4
.
4

5
8
-
3

5
8
.
0

5
0
.
0

141



T
a
b
l
e

6
.
5
e
-
c
o
n
t
i
n
u
e
d

 

 

M
O
d
e
r
a
t
e

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

S
E
E
I
I

L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

5
1
1

_
L
m

P
e
r
c
e
n
t

P
e
r
c
e
n
t

 

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
5
8
5
)
(
N

a
9
4
2
)

(
N

=
2
4
2
)
(
N

=
4
9
4
)

(
N

=
2
6
4
)
(
N

=
4
8
5
)

 

O
v
e
r
h
e
a
d

c
o
n
t
r
o
l

M
a
n
a
g
e
m
e
n
t

d
e
v
e
l
o
p
m
e
n
t

C
o
m
m
u
n
i
c
a
t
i
o
n
s

t
o

e
m
p
l
o
y
e
e
s

N
e
g
o
t
i
a
t
i
o
n
s
w
i
t
h

l
a
b
o
r

u
n
i
o
n
s

E
m
p
l
o
y
e
e

b
e
n
e
f
i
t
s

E
m
p
l
o
y
e
e

s
e
r
v
i
c
e
s

A
p
p
r
a
i
s
a
l
s

o
f

p
e
r
f
o
r
m
a
n
c
e

W
a
g
e

a
n
d

s
a
l
a
r
y

a
d
m
i
n
i
s
t
r
a
t
i
o
n

5
1
.
1

4
5
.
0

4
9
.
2

5
6
.
3

6
5
.
9

4
5
.
9

3
4
.
4

5
1
.
6

5
5
.
2

2
9
.
6

5
4
.
1

6
0
.
4

5
7
-
1

5
4
.
2

4
1
.
7

5
2
.
6

5
5
.
1

5
4
-
5

4
0
.
6

5
4
.
5

3
6
.
7

5
0
.
0

5
5
.
5

3
2
-
5

4
8
.
6

3
6
-
7

6
5
.
5

6
5
.
8

6
0
.
0

4
4
.
7

4
4
.
7

6
2
.
0

2
5
.
8

5
2
.
0

7
2
.
4

6
8
.
0

5
5
.
2

5
5
.
6

6
6
.
7

6
0
.
7

4
1
.
7

5
6
.
5

5
0
.
0

5
1
.
1

6
6
.
0

6
2
.
0

5
0
.
0

6
5
.
8

142



T
a
b
l
e
6
.
5
-
c
o
n
t
i
n
u
e
d

M
o
d
e
r
a
t
e

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

O
p
e
r
a
t
i
n
g

E
x
e
c
u
t
i
v
e
s

'
S
m
a
l
l

‘
L
a
r
g
e

s
m
a
l
l

I
I
L
a
r
g
e

S
m
a
l
l

L
a
r
g
e

 
 

 

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
5
8
5
)
(
N

=
9
4
2
)

(
N

=
2
4
2
)
(
N

=
4
9
4
)

(
N

=
2
6
4
)
(
N

=
4
8
3
)

 

H
e
a
l
t
h

a
n
d

s
a
f
e
t
y

P
s
y
c
h
o
l
o
g
i
c
a
l

t
e
s
t
i
n
g

a
n
d

c
o
u
n
s
e
l
i
n
g

M
a
n
p
o
w
e
r

f
o
r
e
c
a
s
t
i
n
g

a
n
d
p
l
a
n
n
i
n
g

P
e
r
s
o
n
n
e
l

r
e
s
e
a
r
c
h

5
5
.
5

5
5
.
4

6
1
.
4

4
8
.
5

5
6
.
7

4
8
.
4

3
4
.
4

4
9
.
5

4
6
.
9

5
1
.
3

2
8
.
0

5
1
.
0

[
+
6
.
9

4
5
.
8

6
5
.
2

6
6
.
7

6
4
.
5

4
2
.
5

4
7
.
8

2
0
.
0

5
7
.
4

4
7
.
8

[
‘
8
0
8

4
4
.
9

 

145



T
a
b
l
e

6
.
4

D
e
g
r
e
e

o
f

c
h
a
n
g
e

(
l
i
t
t
l
e

i
m
p
r
o
v
e
m
e
n
t
)

i
n
p
e
r
s
o
n
n
e
l

a
c
t
i
v
i
t
i
e
s

e
x
p
e
c
t
e
d
b
y

e
x
e
c
u
t
i
v
e
s
d
u
r
i
n
g
t
h
e
n
e
x
t

f
i
v
e
y
e
a
r
s
,
b
y

s
i
z
e

o
f
f
i
r
m

  

L
i
t
t
l
e

I
m
p
r
o
v
e
m
e
n
t

‘
P
e
r
s
o
n
n
e
l
E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

O
p
e
r
a
t
i
n
g

E
x
e
c
u
t
i
v
e
s

‘
S
m
a
l
l
*

*
L
a
r
g
e

5
5
5
1
:

L
a
r
g
e

S
m
a
l
l

L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

5
3
4
)

(
N

=
m
m

=

P
e
r
c
e
n
t

P
e
r
c
e
n
t

1
9
7
)

(
N

=
1
4
5
)
(
N

=
1
9
3
)

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
2
3
7
)
(
N

=

 

P
e
r
s
o
n
n
e
l

p
o
l
i
c
y
'

d
e
v
e
l
O
p
m
e
n
t

P
e
r
s
o
n
n
e
l
p
o
l
i
c
y

i
m
p
l
e
m
e
n
t
a
t
i
o
n

O
r
g
a
n
i
z
a
t
i
o
n
.
p
l
a
n
n
i
n
g

h
e
c
u
t
i
v
e

a
n
d
/
o
r

p
r
o
-
4

f
e
s
s
i
o
n
a
l

e
m
p
l
o
y
m
e
n
t

M
o
r
a
l
e
b
u
i
l
d
i
n
g

T
r
a
i
n
i
n
g

I
n
d
i
v
i
d
u
a
l

.

p
r
o
d
u
c
t
i
v
i
t
y

1
6
.
1

1
4
.
8

1
6
.
7

2
1
.
5

1
2
.
9

1
5
.
1

1
7
.
0

2
0
.
0

6
.
2

5
.
7

1
7
.
7

2
4
.
2

4
.
0

1
5
.
4

1
5
.
6

1
5
.
6

2
5
.
0

5
5
.
5

1
6
.
1

6
.
7

1
1
.
5

1
4
.
5

1
4
.
5

1
5
.
6

2
6
.
2

2
6
.
5

8
.
0

1
4
.
0

1
7
.
9

1
7
.
9

4
0
.
0

4
8
.
0

1
7
.
2

1
0
.
7

5
0
.
4

1
2
.
2

1
6
.
5

1
0
.
4

1
5
.
6

5
1
.
3

1
4
.
0

2
6
.
2

144



 

T
a
b
l
e
6
.
4
-
c
o
n
t
i
n
u
e
d

L
i
t
t
l
e

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

E
x
e
c
u
t
i
v
e
s

S
i
l
l
-
3
1
1

E
E
G

5
5
1
1

fi
g
s

r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
2
5
7
)
(
N

=
5
5
4
)

(
N

=
1
5
2
)
(
N

=
1
9
7
)

(
N

=
1
4
5
)
(
N

=
1
9
5
)

  

 
 

 

 

O
v
e
r
h
e
a
d

c
o
n
t
r
o
l

M
a
n
a
g
e
m
e
n
t

d
e
v
e
l
o
p
m
e
n
t

C
o
m
m
u
n
i
c
a
t
i
o
n
s

t
o

e
m
p
l
o
y
e
e
s

N
e
g
o
t
i
a
t
i
o
n
s
w
i
t
h

l
a
b
o
r
u
n
i
o
n
s

E
m
p
l
o
y
e
e

b
e
n
e
f
i
t
s

E
m
p
l
o
y
e
e

s
e
r
v
i
c
e
s

A
p
p
r
a
i
s
a
l
s

o
f

p
e
r
f
o
r
m
a
n
c
e

w
a
g
e

a
n
d

s
a
l
a
r
y

a
d
m
i
n
i
s
t
r
a
t
i
o
n

2
7
.
7

6
.
7

1
1
.
5

2
9
.
2

1
9
.
7

5
9
.
3

2
5
.
0

1
4
.
5

1
9
.
5

2
.
0

9
0
2

2
8
.
7

2
0
.
4

4
0
.
6

1
5
.
5

1
6
.
5

1
2
.
5

1
0
.
5

2
1
.
9

4
4
.
8

2
6
.
7

4
0
.
0

1
9
.
4

5
5
.
5

3
5
-
1

4
.
1

8
.
2

2
7
.
7

5
2
.
0

4
8
.
9

1
4
.
9

2
0
.
0

5
2
.
4

2
4
.
0

0
.
0

1
6
.
0

5
1
.
0

3
5
-
7

1
8
.
5

2
1
.
4

3
8
.
9

4
.
5

1
6
.
0

5
7
.
8

1
4
.
0

2
6
.
0

1
6
.
7

1
2
.
8

145



m
fi
h
)



T
a
b
l
e

6
.
4
-
e
c
o
n
t
i
n
u
e
d

L
i
t
t
l
e

I
m
p
r
o
v
e
m
e
n
t

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

s
n
a
i
l

L
a
r
g
e

S
fi
a
l
l

L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
2
3
7
)
(
N

=
5
3
4
)

(
N

=
1
5
2
)
(
N

=
1
9
7
)

(
N

=
1
4
5
)
(
N

=
1
9
5
)

 
 

 

 

H
e
a
l
t
h
a
n
d

s
a
f
e
t
y

2
6
.
7

5
2
.
0

2
8
.
1

4
0
.
8

2
5
.
0

2
9
.
8

P
s
y
c
h
o
l
o
g
i
c
a
l

t
e
s
t
i
n
g

a
n
d

c
o
u
n
s
e
l
i
n
g

5
9
.
7

5
6
.
8

5
5
.
1

4
1
.
7

4
6
.
2

4
1
.
5

M
a
n
p
o
w
e
r

f
o
r
e
c
a
s
t
i
n
g

a
n
d
p
l
a
n
n
i
n
g

1
7
.
5

1
0
.
8

5
6
.
0

1
5
.
0

4
5
.
5

1
9
.
5

P
e
r
s
o
n
n
e
l

r
e
s
e
a
r
c
h

4
1
.
7

2
6
.
5

5
1
.
7

1
8
.
8

7
2
.
0

5
6
.
7

 

146



 

147

expect great improvement. Two-fifths of the operating

executives in small firms anticipate little improvement.

Executive/professional employment.--One-third of

the chief executives and one-half of the operating

executives in small firms expect little improvement.

Morale building.—-Over one-third of the chief

executives in small firms anticipate great improvement,

while close to one-third of the Operating executives

in large firms expect little improvement.

Eggigigg.--Between 40 and 65 percent of all Of

the groups expect great improvement.

Individual productivity.--Close to 50 percent of

the Operating executives in both small and large firms

expect little improvement.

Overhead control.--Between one-third and one-half

of the Operating executives in both size groups and the

chief executives in large firms expect little

improvement.

Management development.--Between 40 and 70 per-

cent of all of the groups anticipate great improvement.

Communications to employees.-—Between 50 and 40

percent Of all of the groups anticipate great

improvement.
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Negotiations with unions.--Close to 40 percent of

the operating executives in large firms and 45 percent

of the chief executives in small firms expect little

improvement .

Mes benefits.--;Close to one-third of the

chief executives in large firms and Operating execu-

tives in small firms expect little improvement.

Mes services.--Between 55 and 50 percent of

all of the groups with the exception of Operating

executives in large firms expect little improvement.

Appraisals ofgperformancew-With the exception

Of Operating executives in small firms, between 55 and

45 percent of all Of the other groups expect great

improvement .

Wage and salary administration.--Close to one-

. third Of both personnel executive groups and chief

executives in small firms expect great improvement,

while over one-third of the chief executives "in small

firms expect little improvement.

Health and safety.--Between 50 and 40 percent of

the personnel executives and chief executives in large

firms expect little improvement.
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Psychological testing and counseling.--Between

55 and 55 percent of all of the groups expect little

improvement.

Manpower forecasting.——Approximately one-third

of the chief executives in.small firms and Operating

executives in large firms and almost 55 percent of the

personnel executives in large firms expect great imp

provement. On the other hand, over 55 percent of the

chief executives in small firms expect little

improvement.

Personnel research.--Approximately 40 percent Of

the personnel executives in small firms and Operating

executives in large firms, 50 percent of the chief

executives in small firms, and 70 percent Of the Oper-

ating executives in large firms anticipate little

improvement.

Nature and Consequences of Change

In order to develop additional insight into the

nature of change in the personnel function, three

additional factors are examined: changes in the per-

sonnel ratio, modification of responsibilities, and

consequences of changes.
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Changes in the ratio Of personnel department

em 10 ees to total number Of empleyees in

e irm during the next five yeggg

Analysis of the data in Table 6.5 shows that

there are a number Of differences between the three

types of executives, both in small and large firms,

with respect to changes in the ratio of personnel

department employees to total company employees.

The data reveal that a greater percentage of the

personnel respondents in small firms believe that the

ratio will increase, whereas a greater percentage Of

the personnel respondents in large firms believe that

the ratio will remain the same. There is little dif-

ference between the two groups with respect to a de-

crease in the ratio.

In addition, over 40 percent of both chief execu~

tive groups anticipate an increase in the ratio.

Twenty percent Of both groups expect a decrease in the

ratio, while over one-third of both groups believe

there will not be any change.

Also, close to 70 percent of both Operating

executive groups expect an increase in the ratio.

Approximately 15 percent of both groups believe there

will be a decrease, while another 15 percent of both

groups anticipate no change.

When the three types of executives are compared

with each other, the following differences are noted:



T
a
b
l
e

6
.
5

C
h
a
n
g
e
s

i
n
t
h
e

r
a
t
i
o

o
f

p
e
r
s
o
n
n
e
l

d
e
p
a
r
t
m
e
n
t

e
m
p
l
o
y
e
e
s

t
o

t
o
t
a
l

n
u
m
b
e
r

o
f

e
m
p
l
o
y
e
e
s

i
n

t
h
e

f
i
r
m

d
u
r
i
n
g

t
h
e

n
e
x
t

f
i
v
e

y
e
a
r
s
,

b
y

s
i
z
e

o
f

f
i
r
m

  

P
e
r
s
o
n
n
e
l

E
x
e
c
u
t
i
v
e
s

‘
S
m
a
l
l

‘
L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
6
2
)

(
N

=
9
8
)

 

C
h
i
e
f

E
x
e
c
u
t
i
v
e
s

‘
S
m
a
l
l
’

L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
3
2
)

(
N

=
4
9
)

O
p
e
r
a
t
i
n
g
i
E
x
e
c
u
t
i
v
e
s

‘
S
m
a
l
l

L
a
r
g
e

P
e
r
c
e
n
t

P
e
r
c
e
n
t

(
N

=
5
0
)

(
N

=
5
1
)

 

 

I
n
c
r
e
a
s
e

D
e
c
r
e
a
s
e

R
e
m
a
i
n

c
o
n
s
t
a
n
t

7
5
.
8

5
6
.
1

1
1
.
5

1
5
.
5

1
2
.
9

2
8
.
6

4
5
.
8

4
0
.
8

7
0
.
0

6
8
.
6

2
1
.
9

2
0
.
4

1
5
.
5

1
5
.
7

5
4
.
4

5
8
.
8

1
6
.
7

1
5
-
7

 

151



152

(1) When compared with chief executives

and Operating executives in small firms, a

larger percentage of the personnel executives

in small firms agree that there will be an in-

crease in the ratio. A greater percentage of

Operating executives in small firms respond tO

an increase in the ratio than do chief execu-

tives in the same sized firms. In large

firms, a greater percentage of Operating

executives , compared with personnel executives

and chief executives, believe that the ratio

will increase. The personnel executives in

large firms express greater Optimism about an

increase in the ratio than do chief executives

in firms of the same size.

(2) Chief executives in small firms indi-

cate a higher response to a decrease in the

ratio, compared with personnel executives and

Operating executives in small firms. In large

firms a moderately higher percentage of chief

executives than personnel executives believe

that the ratio will decrease.

(5) Chief executives in both small and

large firms place greater emphasis on the .

ratio not changing, compared with personnel I

executives and Operating executives in small
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and large firms. Personnel executives in large

firms cite no change in the ratio with greater

frequency than Operating executives in firms

of the same size do.

(4) A greater percentage of personnel

executives in small firms believe that the

ratio will increase, whereas a greater per—

centage of personnel executives in large

firms feel that there will be no change in

the ratio.

In small firms, personnel executives, compared

with chief executives and Operating executives, are

more optimistic about an increase in the personnel

ratio. However, in large firms Operating executives,

compared with personnel executives and chief execu-

tives, are generally more optimistic about an increase

in the ratio.

Regardless of the size of firm, chief executives,

compared with the other two types of executives, ap-

pear to be more pessimistic. They generally place

more emphasis on the ratio decreasing or not changing

at all.

One other point of interest is that personnel

respondents in small firms generally appear more

"administratively optimistic," whereas personnel
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respondents in large firms generally appear more

"administratively pessimistic."

Reasons for changes in the ratio

'Olrpersonneldepartment emfilbyees

to total number of employees in

the firm during the next five years

In general, there are many differences in the

reasons given by the various types Of executives for

changes in the personnel ratio. However, since the

number Of respondents in the sample groups are quite

small, no further discussion is given here.

Modifications in ersonnel

gggggement responsibilities

The allocation of personnel activities among the

various organizational units Of a business firm.has

been a continuous and perplexing problem, While there

can be no way in which a firm can quickly attain.an

ideal organization structure for the personnel func-

, tion, a systematic guiding rationale is important.

Indifference to the matters of careful alloca-

tion Of personnel activities may result in considable

waste Of executive time and energy, particularly in

the case Of personnel executives. In addition, it

may create elements of disagreement between the three

types of executives participating in.this study.

One important fact that both personnel groups

establish is that a large number of personnel
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activities have been reassigned during the past five

years.

As Table 6.6 shows, the personnel respondents in

both sample groups report that most Of these functions

have been created as new responsibilities or trans-

ferred to the personnel department-~rather than trans—

ferred from.the personnel department.

An analysis of the newly created personnel de-

partment reSponsibilities (Table 6.7) shows that em?

ployee benefits are frequently assigned to personnel

departments in both small and large firms. Additional

analysis reveals that there is a greater tendency to

assign health, safety, and employee services and per-

sonnel policy and implementation to small firms and

organization planning and design to large firms. In

addition, a moderately higher percentage Of personnel

departments in large firms are assigned responsibilities

- related to executive employment and development and

public and government relations.

With respect to responsibilities transferred to

the personnel department from.other departments (Table

6.8), analysis reveals that, regardless of the size of

firm, the most frequently transferred.responsibility

is related to employee benefits. There is a greater

tendency to transfer health, safety, and employee 5

services to personnel departments in small firms,
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while a moderately higher percentage Of personnel de-

partments in large firms have public and government

relations and record keeping, data processing, and

Office administration transferred to them,

Table 6.7 Newly created personnel department respon-

sibilities, by size Of firm

 

 

Personnel Executives

 

 

__E.§.

Percent Percent

(N = 35) (N = 80)

Employee benefits, insurance,

wage and salary 24.2 22.4

Health, safety, and employee

services 21.2 2.5

Executive employment and

development 15.2 21.5

Personnel policy making

and implementation 15.2 2.5

Manpower planning and

utilization 12.1 16.5

Labor relations and

collective bargaining 12.1 8.8

Organization planning and

design 0.0 21.5

Public relations and

government relations 0.0 5.0

Record keeping, data

processing and Office

administration 0.0 0.0
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Table 6.8 Responsibilities transferred to the persons

nel department from other departments, by

size of firm

 

 

 

Personnel Executives

 

i

Percent Percent

(N = 32) (N = 48)

Employee benefits, insurance,

wage and salary 51.5 55.4

Health, safety, and employee

service 21.9 8.5

Executive employment and

development 6.5 6.5

Personnel policy making

and implementation 5.0 2.1

Manpower planning and

utilization 18.8 16.7

Labor relations and

collective bargaining 9.4 8.5

Organization planning and

design 3-3 8-3

- Public relations and

government relations 0.0 8.5

Record keeping, data

processing and office ‘

administration 6.5 6.5

 

With regard to responsibilities transferred.frem

the personnel department to other departments (Table

6.9), the activity mentioned.most frequently by both

groups Of respondents refers to employee benefits.
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However, it is noted that there is a great tendency in

both small and large firms to either create this ac-

tivity as a new responsibility for the personnel de-

partment or transfer it to the personnel department

from other departments. Thus, this area appears dif-

ficult to assign in both small and large. firms.

Further analysis reveals that labor relations

and collective bargaining and health, safety, and

employee services are transferred from the personnel

department to other departments with greater frequency

in small firms. It is noted, however, that there is

a great tendency in small firms to either create

health, safety, and employee services as a new re-

sponsibility for the personnel department or transfer

it to the personnel department from other departments.

Apparently, this area is difficult to assign in small

firms.

With reference to other differences, there is a

greater tendency to transfer record keeping, data

processing, and Office administration and public and

government relations from the personnel department to

other departments in large firms. Also, a moderately

higher percentage of personnel respondents in small

firms indicate that employee benefits are transferred,

while a moderately higher percentage of personnel re-

spondents in large firms mention executive employment





 

160

and development, manpower planning and.utilization and

organization planning and design as being transferred.

Table 6.9 Responsibilities transferred from.the per-

sonnel department to other departments, by

size of firm

 

 

Personnel Executives

 

 

_E

Percent Percent

(N = 3) (N = 18)

Employee benefits, insurance,

wage and salary 33.4 27.8

Health, safety, and employee

services 33.3 11.0

Executive employment and

development 0.0 5.6

Manpower planning and

utilization 0.0 5.6

Labor relations and

collective bargaining 33.3 0.0

Organization planning and

design 0.0 5.6

Public relations and

government relations 0.0 22.2

Record keeping, data

processing and office

administration 0.0 22.2

 

The above data suggest that employee benefits is

a difficult activity to allocate in.both small and

large firms. In addition, there is a problem.with
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health, safety, and employee services in small firms.

These activities are important cornerstones for the

personnel function. The problems of carefully allo-

cating these activities could result in considerable

wastes 'of times, especially for the personnel execu-

tives. In addition, these problems may create dis-

agreement between the various types of executives

participating in this study.

Conse uences of c es

e personne c on

With respect to how changes in the personnel

function will affect personnel departments in the

future, many of the executives expect that there will

be a greater number of specialties in personnel and an

increase in personnel costs. In addition, a number of

the executives anticipate a greater centralization of

personnel decisions and a need for increased resources

(Table 6.10).

A study of the data in Table 6.10 reveals that

between 50 and 75 Percent of the personnel executives

in both sample groups expect the following changes:

greater centralization, increased specialties, in-

creased resources, and increased costs.

Between 30 and 50 percent of the chief executives

and Operating executives in both sample groups expect

greater centralization and between 40 and 70 percent
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of them anticipate increases in personnel costs. In

addition, between.45 and 75 percent of these two types

of executives foresee an increase in the number of

personnel specialties, while only 30 to 45 percent of

them.believe that greater resources will be needed.

When the responses are analyzed by size of firm,

a number of variances are noted (Appendix D):

(l) A greater percentage of personnel

respondents in small firms expect the per-

sonnel department to report to a higher

level of management, whereas a greater per-

centage of personnel respondents in large

firms indicate they are moderately more

aware of a need for increased resources and

a reduction in per capita personnel manage-

ment costs.

(2) Chief executives in.amall firms

place greater emphasis on.sxpecting changes

related to a reduction.in per capita persons

nel costs. In addition, they place moder-

ately more emphasis on.the personnel depart-

ment reporting to a higher level and the

personnel department generating its funds

through.interdepartmental charges. 0n the

other hand, chief executives in large firms

place moderately more emphasis on changes
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related to a greater number of personnel

decisions becoming centralized, an increase

in the number of personnel specialties and

an increase in per capita personnel costs.

(3) Operating executives in small

firms place greater emphasis on the number

of personnel specialties increasing. On

the other hand, operating executives in

large firms place greater emphasis on

changes related to a great number of per-

sonnel decisions becoming centralized and

per capita personnel management costs

increasing.

(4) In general, regardless of the size

of firm, personnel executives expect a

greater need for increased resources com,

pared with chief executives and operating

executives. The operating executives in

both sample groups, when compared with both

chief executive groups, anticipate a greater

need for increased resources.

(5) A greater percentage of chief execu-

tives in small firms anticipate a reduction

in per capita personnel costs, compared with

personnel executives and operating execu-

tives. The reverse holds true in.the case
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of large firms, where moderately more per-

sonnel executives and operating executives

expect a reduction in per capita personnel

costs.

(6) When compared with chief executives,

personnel executives and Operating executives

in both size groups report a greater response

to an increase in per capita personnel man-

agement costs. In large firms, operating

executives cite an increase in per capita

personnel management costs with greater

frequency than do personnel executives.

(7) When compared with chief executives

and operating executives in small firms, a

greater percentage of personnel executives

believe that the personnel department will

report to a higher management level. Chief

executives in small firms, when compared with

operating executives in firms of the same

size, respond moderately more to the above

factor. Personnel executives in large firms

are also moderately more Optimistic about

the above factor than are the Operating execu-

tives in large firms.

(8) Personnel executives in small firms,

compared with chief executives and Operating



 l6?

executives in the same sized firms, report

greater belief in more personnel decisions

becoming centralized. In large firms, it

is noted that the personnel executives and

operating executives are more inclined to

mention the above factor than are chief

executives.

(9) That the number of personnel re-

sponsibilities will increase as a conse-

quence of change in the function is men-

tioned more by operating executives in

small firms, compared with personnel execue

tives and chief executives in firms of the

same size. In addition, personnel execu-

tives in small firms indicate a greater

belief in a change in the above factor

than do Operating executives in small firms.

On the other hand, personnel executives in

large firms report more anticipation of an

increase in the number of personnel spe-

cialties than do chief executives and oper-

ating executives in large firms. The oper—

ating executives in large firms, however,

report moderately more awareness of an in-

crease in the number of specialties, com-

pared with chief executives in large firms.
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(10) Personnel executives and operating

executives in large firms, compared with

chief executives in large firms, report mod—

erately higher responses to the personnel

department generating its funds through

interdepartmental charges.

Summary

Regardless of the size of firm, the data show

that most of the executives participating in this

study agree that the pace of change occurring gene

erally in the field of personnel management is gradual,

although.more intensive analysis of their responses

reveals various discrepancies.

In general, there is little disagreement among

the three types of executives, regardless of the size

of firm, regarding the degree of change expected in

‘the activities performed by the personnel department

during the next five years. Between two-fifths and

two-thirds of the various executives, in both small

and large firms, expect moderate change in.most ac-

tivities. Closer examination, however, discloses areas

in.which there are departures from this pattern.

The study also shows that there are a number of

differences between the three types Of executives,

both in.amall and large firms, with respect to their
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opinions about changes in the ratio of personnel de-

partment employees to total company employees during

the next five years.

One important fact that both personnel groups

establiShed in this study is that a large number of

personnel activities have been reassigned during the

past five years. The personnel respondents in both

sample groups report that most of these functions have

been created as new responsibilities or transferred

to the personnel department-~rather than transferred

from the personnel department.

With respect to how changes in the personnel

function.will affect personnel departments in the

future, many of the executives participating in the

study expect that there will be a greater number of

specialties in personnel and an increase in personnel

costs. In addition, a number of executives anticipate

a greater centralization of personnel decisions and a

need for increased resources. When the responses of

the executives are analyzed by size of firm, however,

a number of variances are noted.



CHAPTER VII

SUMMARY

This study investigated selected problem areas

in the administration of the personnel function in

small and large firms. The purpose of the research

was to gain a better understanding of the influence

which the size of an organization may have on these

administrative problem areas by examining and inter-

relating the points of view of the company president,

the personnel executive, and other members of top

management who have some personnel responsibility.

For the purpose of the study, it was assumed

that there are three principal roles involved in the

administration of the personnel function. Two roles

belong to line personnel: (1) the president or chief

executive of the company, and (2) a vice president

heading a major functional department, who therefore

has personnel responsibilities of his own. The third

is that of the vice president, director, or manager

in charge of the personnel department, whose role

interposes him.between the president and the Operating

vice presidents.

170
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It was hypothesized that there are meaningful

differences between personnel executives, company

presidents, and operating (line) executives in small

and large firms with respect to (l) interrelationships

in administering the personnel function, (2) personnel

activities, (3) expectations regarding personnel mans

agement, (4) evaluation of the results and effective-

ness of personnel management, and (5) changes in per-

sonnel management.

The sample for the study was drawn from.United

States and Canadian firms listed in the 1966 edition

Of Poor's Register of Corporations, Directors, and

Executives. Using a disproportional sampling tech-

nique, 300 firms were selected in each of two size

groupings: 500 to 999 employees and over 5,000

employees.

Three interrelated questionnaires were sent to

three categories of executives: (l) the vice presi-

dent, director, Or manager in charge of the personnel

department; (2) the president or chief executive

of the company; and (3) a vice president heading a

major functional department, who therefore has per-

sonnel responsibilities of his own. The functional

executives participating were vice presidents of

manufacturing, marketing, or finance. Throughout the

report they are referred to as "operating executives."
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Thus for each firm invited to participate, one

questionnaire was sent to the personnel executive,

a second to the chief executive, and a third to either

the manufacturing, marketing, or finance executive.

Although the questionnaires were similar, they were

designed Specifically for the three types of

executives .

On the basis of the data collected, the hy-

potheses were not strongly supported. That differences

induced by size do exist in the five problem areas is

undeniable. Caution, however, must be used in drawing

inferences about the differences in order to avoid

exaggerating them.

The more striking findings are summarized below.

In general, the data in this study indicate that

the three types of executives in.1arge firms spend

more time with one another than do the three types of

executives in small firms.

Since the chief executives have authority over

both the personnel function.and the Operating func-

tions, one might expect the personnel executives to

cultivate their relationships with their chief execu,

tives. Hewever, many of the personnel executives

spend more time with their operating executives than

with their chief executives. This condition.exists

regardless of the size of firm.
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The study shows that, regardless of the size of

firm, the Chief executives, compared with the oper-

ating executives, generally spend more of their time

on personnel matters of all kinds. The data indicate,

however, that a greater percentage of operating execu-

tives in large firms spend more time on such matters

than do operating executives in.small firms.

Although the study finds that the personnel

executives in both size groups spend different amounts

of time with their chief executives and operating

executives, additional data show that the types of

activities conducted during their interactions with

their chief executives and line executives are very

similar, regardless of the size of firm. In only two

areas are there any differences--matters related to

policy and economic problems dealing with cost and

efficiency.

The data indicate that there are some major

differences between the chief executives and the Oper-

ating executives in both small and large firms with

respect to what they deal with during the time they

spend.with the personnel executives. However, there

are only two areas in which there are major differences:

personnel procedures and techniques and economic matters

related to cost and efficiency.
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The focus of the various executives in terms of

their joint activities appears to be more on operating

prOblems, such as labor relations, improving personnel

procedures and techniques, etcetera.

The study finds that, regardless of the size Of

firm, the areas mentioned most frequently by both the

chief executives and operating executives as not dele-

gable to personnel executives are matters related to

organization structure and design and wage and salary

decisions. Additional analysis by size of firm, how»

ever, reveals a number of differences.

The study finds that, regardless of the size of

firm, the chief executives consult or seek advice from

the head of personnel on specific activities. The

range of areas on.which chief executives in both small

and large firms consult their personnel manager is

. large. However, the information suggests that the

chief executives, regardless of the size of firm, view

the personnel executive as a source of help on.matters

that are primarily Operational or problemroriented,

rather than broad, strategic, organizational, or

longbterm.matters. I

A.major finding of this study is that, in general,

line—staff conflict in the personnel function is not a

critical issue in either large or small firms.
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The data show that the majority of personnel

respondents in both size groups see relatively little

conflict between their department and other depart—

ments in their company. In addition, most of the

personnel respondents in both sample groups have

favorable views about the changes taking place in

line-staff relations.

The majority of chief executives and operating

executives in both size groups also report experi-

encing little or no conflict in current line—staff

relations. The chief executives in both groups, how-

ever, are more Optimistic about changes taking place

in.1ine-staff relations than are the operating

executives.

The personnel executives in both size groups

indicate that improvements in the attitudes of line

management and top management and a better record of

success on the part of the personnel department are

the main factors which they consider instrumental in

determining the line-staff relations existing in their

firms. Several moderate differences are noted when

their responses are analyzed by size of firm.

For the most part, the chief executives and the

operating executives in both sample groups do not

agree about the factors accounting for relations be-

tween the personnel department and other departments
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in their firms. However, they do agree that one of

the major determinants is the improved attitude of

line management.

When the three types of executives are compared

with respect to the factors accounting for line-staff

relations, there are many differences in both small

and large firms. It isnoted, however, that all of

the executives in both small and large firms agree

that improvement in the attitudes of line management

is an important factor.

The data in this study show that there are no

substantial differences in the distribution of the

personnel executives' current goals by size of firm,

although the personnel executives in small firms are

moderately more interested in establishing better re-

lations with line and top management. Both sample

groups indicate that they are more concerned about

programs than they are about productivity and effi-

ciency, organization planning, personnel policies,

and relationships with line and t0p management.

Although the personnel respondents in both size

groups are in positions to influence top levels of

management, the data provide evidence of the personnel

respondents' concentrated interest in programmatic

goals and their relative disinterest in broader cor—

porate matters, regardless of the size of firm.
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The data in the study {also indicate that the

personnel respondents in both groups appear to be

spending their time on concerns other than those for

which their goals are set. For example, whereas both

sample groups have goals which are concentrated on

programs, most of their time is spent on matters re-

. lated to labor relations, administration of the per-

sonnel department, and personnel techniques--none of

which are. considered major goals by either grOup Of

respondents.

Although a number of personnel activities are

important to all executives, when the data are

analyzed by size of firm, there are considerable

variations in their response patterns. -

The study finds substantial disagreement among .-

the personnel executives, the chief executives, and

the Operating executives in both small and large

firms concerning changes in their expectations during

the past five years. ‘

Regardless of the size of firm, the personnel

respondents, compared with the chief executive and

Operating respondents, report more changes in

their expectations.

,In general, most of the executives whose expec-'

tations changed during the last five years mention

two areas: better understanding, increased
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participation, and more cooperation from the personnel

department as well as better results from the personnel

department.

With respect to improvement in results or ef-

fectiveness of personnel management desired by the

three types of executives for the next five years,

all of the groups express considerable concern for

improvements in the areas of personnel programs and

economic productivity and efficiency, although there

are variations within these general categories. In

contrast, few of the executives express interest in

improving organization planning, personnel policies,

or relationships with top or line management. An

examination of the data by size of firm, however,

reveals a number of differences in.the responses of

the three types of executives.

In general, regardless of the size of firm, the

personnel executives, the chief.executives, and the

operating executives seem to agree more about the

improvements they want in the future than about the

changes they expected in the past.

The study finds that both groups of personnel

executives are sensitive to a number of limitations

on their general effectiveness. Both groups report

that the pressure of details is the major factor
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limiting their effectiveness. Executives in small

firms are moderately more sensitive to a lack of tOp

management support and executives in large firms ex-

press a greater awareness of the lack of well-trained

personnel workers.

In terms of the field of personnel management

in general, regardless of the size of firm, the

greatest criticisms of the field are made by personnel

executives; the next greatest criticisms are made by

chief executives; and the least criticisms are made

by operating executives.

The data indicate that the personnel executives

in both sample groups who are critical provide three

major kinds of criticism.about the personnel field:

weaknesses of the personnel department, lack of recog-

nition or acceptance, and poor public relations.

The major criticism.mentioned by the chief execur

tives in both groups is the personnel executives'

lack of line or general management knowledge. This is

one of the greatest criticisms made.

Only two issues seem.to bother the operating

executives in small and large firms. These are the

weaknesses and limitations of the personnel department

and the lack of line or general management knowledge.
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In comparing the various executives with respect

to their criticisms of the field of personnel manage-

ment, several differences are noted.

When analyzed by size Of firm, the data regard—

ing additional knowledge and training which the three

types of executives feel personnel executives need to

meet present standards and to make significant future

advances show many variations.

The study finds that the chief executives and

Operating executives in both small and large firms

identify a number of strengths which they believe the

personnel executives bring to their work. However,

the data does show that differences of opinion exist

between.the chief executives and the Operating execu~

tives in.both small and large firms. In general, the

respondents in large firms are more aware and appre-

ciative of the personnel head's strengths.

The three types of executives also mention using

many quantitative criteria for evaluating the effec-

tiveness Of personnel management. In general, the

criteria mentioned.most frequently by the three types

Of executives in both sample groups are improved ab-

senteeism, turnover, and safety; savings in labor re-

lations; an adequate supply of manpower; and lower

manpower costs. A detailed analysis by size of firm,

however, reveals some differences in response patterns.
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Regardless of the size of firm, the three types

of executives also use a number of qualitative criteria

to evaluate their personnel departments. The data in-

dicate that two criteria are used most frequently by

the executives. These criteria relate to program

effectiveness and higher employee morale and better

communications. Analysis Of the data by size of firm,

however, indicates several differences in the patterns

of response.

Regardless of the size Of firm, the data show

that most of the executives participating in the study

agree that the pace of change occurring generally in

the field of personnel management is gradual, although

more intensive analysis of their responses reveals

various discrepancies.

In general, there is little disagreement among

the three types of executives, regardless of the size

~ of firm, regarding the degree Of change expected in

the activities performed by the personnel department

during the next five years. Between two-fifths and

two-thirds of the various executives, in.both small

and large firms, expect moderate change in.most ac-

tivities. Closer examination, however, discloses

areas in which there are departures from this pattern.
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One important fact that both personnel groups

established in this study is that a large number of

personnel activities have been reassigned during the

past five years. The personnel respondents in both

sample groups report that most of these functions have

been created as new responsibilities or transferred to

the personnel department.

With respect to how changes in the personnel

function will affect personnel departments in the

future, many of the executives participating in the

study expect that there will be a greater number of

specialties in personnel and an increase in personnel

costs. In addition, a number of executives anticipate

a greater centralization of personnel decisions and a

need for increased resources. When the responses of

the executives are analyzed by size of firm, however,

a number of variances are noted.



Personnel Please return one copy to:

Executive’s American Management Association

Questionnaire Research 8: Information Service

135 W. 50th Street, N.Y., N.Y. 10020

 

MANAGING THE PERSONNEL FUNCTION

Definition. Throughout this questionnaire the term personnel manage ment is used to include all phases of

employee relations, including labor relations. It applies to all levels of managers as well as to rank-and-

file employees. These areas of responsibility are also commonly termed industrial relations, employee

relations, and personnel administration. The terms “personnel department" and “personnel function”

apply to the top staff group discharging the responsibilities of personnel management.

1. How long have you been in your present position? years.

How much time out Of your average work week do you spend with your chief executive on matters relat-

ing to personnel management?

[3 Less than 5% D From 10 to 25%

[:I From S to 10% [1 Over 25%

In what general areas is most of this time spent?

 

How much time out of your average work week do you spend with managers in non-personnel functions

on matters Of personnel management?

[3 Less than 5% D From 10 to 25%

[:I From 5 to 10% [3 Over 25%

In what general areas is most of this time Spent?
 

 

What personnel responsibilities and decisions does your chief executive reserve to himself?

 

 

What do you currently regard as the main basic goals of your department?
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6. Above and beyond the ongoing duties of your department, what important improvements in results or

effectiveness of the personnel function do you desire to bring about within the next 5 years?

 

 

 

7. To perform your work effectively, what additional areas of knowledge or training do you believe you will

have to acquire . . .

0 To meet present standards?
 

 

0 To make significant advances in effectiveness?

 

8. Within the last 2 years, what concerns Of personnel management have occupied the largest blocks of your

personal time? Please choose 5 of the items below. Rank each item according to the relative amount of

time you have spent on it. (1 2 most time spent, 2 2 second most time, etc.)

[3 administration of the personnel department [3 labor relations

[3 personnel policy development [3 negotiations

personnel policy implementation [3 contract administration

organization planning employee benefits

executive and/or professional employment employee services

appraisals of performancemorale building

training wage and salary administration

Q
U
E
B
E
C
]

profit improvement health and safety

[3 individual productivity records and reports

[3 overhead control manpower forecasting, manpower planning

C
l

management development personnel questions in acquisitions

D
D
D
D
U
D
D
D
D

C
l

communications to employees psychological testing 8: counseling

C
l

Upersonnel research other (please describe)
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9. Within the past 5 years, have important duties of personnel management . . .

0 been created as personnel department responsibilities?

E] Yes D NO (If yes, describe briefly)
 

 

0 been transferred to the personnel department from another department?

D Yes [3 NO (If yes, describe briefly)
 

 

0 been transferred from the personnel department to another department?

[3 Yes D No (If yes, describe briefly)
 

 

10. Within the next 5 years, do you believe the ratio of personnel department employees to total company

employees will increase [3 or decrease [j ?

Why?
 

 

11. As a personnel executive, how would you classify the present pace of change occurring generally in

the field of personnel management?

[J Quite slow [:I Rapid

D Gradual [j Revolutionary

12. Which of these possible effects will be consequences of the changes in the function? Check all which

will result.

[:1 Increased resources will be needed.

E] Per capita personnel management costs will be reduced.

[:I Per capita personnel management costs will increase.

[:1 Total personnel management costs will be lower.

C] The personnel department will report to a higher management level.

D A greater number Of personnel decisions will become centralized.

E] The number of personnel specialties will increase.

D The personnel department will generate its funds through interdepartmental charges.
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13. For each of the following responsibilities that may be found in a personnel department, please indicate

(by \/) the degree of change that you expect will occur within your own company, in the next 5 years.

By “change” we mean improvement in techniques for discharging each responsibility. If some of these

responsibilities are not presently assigned to your department, please indicate by “NA”.

Great Moderate Little

improvement improvement improvement

in techniques in techniques in techniques

WITHIN THE NEXT 5 YEARS will occur will occur will occur

 

3) Personnel policy development

 

b) Personnel policy implementation

 

c) Organization planning

 

d) Executive and/or professional employment

 

e) Morale building

 

f) Training

 

g) Individual productivity

 

h) Overhead control

 

i) Management development

 

j) Communications to employees

 

k) Negotiations with labor unions

 

1) Employee benefits

 

m) Employee services

 

n) Appraisals of performance

 

o) Wage and salary administration

 

p) Health and safety

 

q) Psychological testing 8:. counseling

 

r) Manpower forecasting 85 planning

 

5) Personnel research     
Comments:
 



f
l



187

 

 

 

 

 

 

 

 

 

14. How would you describe line-staff relations between your department and other departments in your

company? Check both left and right columns.

E] Little or no conflict is present C The situation is improving

E] Moderate conflict exists [3 The situation is stable

[:l Considerable conflict exists C The situation is getting worse.

15. What factors account for the situation you have indicated in your answers to the last question?

16. Do you have any criticisms or reservations about the field of personnel management in general?

Please comment:

17. How have the expectations of the top Officers of your company changed within the last 5 years, with

respect to personnel management?

18. What factors inhibit your ability to do the best job that you are capable of doing?

19. Please list the most important criteria by which the effectiveness of personnel management in your

company can be measured by the chief executive.

a) Quantitative Criteria:
 

 

 

 

 

 

b) Qualitative Criteria:
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To receive a complimentary COpy of the completed report, please list:

Name 

Company __.______

Street 8i Number 

City State Zip

Please note the following information about your company and self:

0 Number of employees in company:

[3 Over 5000 E] Between 1000 and 5000 2 Under 1000

0 Principal industry classification (5)
 

e To whom do you report? Title:
 

0 Number Of exempts in your department 

0 Number of exempts in personnel function in company as a whole 

  

  

  

0 Your age . Length Of time with present company years.

0 Number of years in staff , and Operating (line) positions.

0 College Major 7, . Degree(s) a

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE
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President’s Please return one copy to:

Questionnaire American Management Association

Research 8r Information Service

135 W. 50 St.,N.Y.,N.Y.,10020

THE PRESIDENT'S VIEW OF THE PERSONNEL FUNCTION

Definition. Throughout this questionnaire the term personnel management is used to include all phases of

employee relations, including labor relations. It applies to all levels of managers as well as to rank-and-

file employees. These areas of responsibility are also commonly termed industrial relations, employee

relations, and personnel administration. The terms “personnel department” and “personnel function"

apply to the top staff group discharging the responsibilities of personnel management.

1. Did you appoint the man who heads your personnelfunction? Yes [3 NO C]

2. What are the main strengths the head of personnel brings to his work?

Graduate degree in business administration.

Background in Operating management.

Legal or collective bargaining experience.

Good planner.

Decision maker and problem solving ability.

Knows what to delegate and what to work on himself.

An effective organizer.

Ability to get things done through people, with minimum wear & tear.

Accepts responsibility and seeks challenge.

A good communicator, able to represent the view of management.

Keeps costs in line.

Strong executive recruiting abilities 8:. good insight into people.

He is profit oriented.

He has a top management view of the company’s business and interests.

D
D
D
D
D
D
D
D
D
D
D
D
D
D
D

Other (please describe)
 

 

3. How much time out of your average work week do you spend with the head of personnel on matters relat-

ing to personnel management?

D Less than 5% D From 10 to 25%

D From 5 to 10% [3 Over 25%

In what general areas is most of this time spent?
 

_
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4. How much time out of your average work week do you personally spend on personnel matters of all kinds?

D Less than 10% D From 25 to 50%

[3 From 10 to 25% [3 Over 50%

In what general areas is most of this time spent? 

 

5. What do you, as president, regard as the major personnel responsibilities and decisions that you cannot

delegate, but must reserve to yourself alone?

 

 

 

6. What is the highest management level for which you have asked the head of personnel to suggest D ,

screen for D , or recruit for [j , men to fill a vacancy?

Title:
 

7. Is the head of the personnel function a regular member of your executive committee? Yes [:1 No r—l

If no, do you expect him to participate in some of the executive committee meetings? Yes D No [_

8. Of which management committees is the head of personnel 3 member?

 

 

 

9. Above and beyond the ongoing duties of the personnel department, what important improvements in

results or effectiveness of personnel management do you desire the department to bring about within

the next five years?

 

 

 
 

10. What additional areas of knowledge or training do you believe the head of personnel will have to

acquire . .

0 To meet present standards?
 

 

0 To make significant advances in effectiveness?
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11. Within the last 2 years, what concerns of personnel management have occupied the largest blocks of

your time in this area? Please choose 5 of the items below. Rank each item according to the relative

amount of time you have spent on it. (1 —‘ most time spent, 2 : second most time, etc.)

C] administration of the personnel department

D
U
D
D
D
D
D

D
U
E
]

personnel policy development

personnel policy implementation

organization planning

executive and/or professional employment

morale building

training

profit improvement

[3 individual productivity

D overhead control

management development

communications to employees

personnel research

F—fi

l

D
D
D
D
D
U
D
D
U

labor relations

fl . .

l negotiations

j contract administration

employee benefits

employee services

appraisals of performance

wage and salary administration

health and safety

manpower forecasting, manpower planning

personnel questions in acquisitions

psychological testing & counseling

other (please describe)

 

12. On which of the following kinds of activities do you yourself normally consult the head of personnel

(among others) before taking action?

Strategic Planning

D Deciding on S-year objectives for the company.

D Identifying business areas for future diversification.

D

(3

Increasing the extent of automated processes within the company.

Choosing new plant locations.

Operational Planning

[:1 Deciding on changes in employee benefit plans.

D
D
D
U
D
D
D

Screening acquisition possibilities.

Preparing agenda for board of directors meetings.

Formulating key objectives or performance standards for your job.

Formulating key objectives or performance standards for other corporate officers.

Deciding on marketing strategy for the year ahead.

Making cost reduction plans.

Laying plans for-improvement of productivity.
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Organization

E] Modifying the corporate organization structure.

[3 Determining boundaries of authority of individual officers or departments.

Control

E] Establishing nonfinancial controls such as staffing ratios.

E] Establishing a company climate for budget preparation.

[:I Controlling growth in number of overhead employees.

[1 Setting policy on expense accounts.

 
Company Relationships

[:1 Appointment of liaison officer between company and Government agencies.

D Amount and placement of corporate contributions, educational and other.

D Deciding where and when to make speeches, in or out of local community.

D Communicating with employees.

Decisions About People

D Promoting, transfering or relocating top executives.

C] Appointments to top management committees.

E] Involuntary resignation or retirement of executives.

[:] Suggesting candidates for directorships or officer-level posts..

E] Setting compensation ranges for top-executive posts.

Collective Bargaining

[3 Determining the company position before negotiations.

E] Selecting those who will negotiate for the company.

E] Deciding on the final contract to be signed.

Are there other activities at a comparable level for which you would seek the consultation of the head of

personnel? Comment;
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13. For each of the following responsibilities that may be found in a personnel department, please indicate

(by V) the degree of change that you expect will occur within your own company, in the next 5 years.

By “change” we mean improvement in techniques for discharging each responsibility. If some of these

responsibilities are not presently assigned to the personnel department, please indicate by “NA”.

Great Moderate Little

improvement improvement improvement

in techniques in techniques in techniques

WITHIN THE NEXT FIVE YEARS will occur will occur will occur

 

a) Personnel policy develOpment

 

b) Personnel policy implementation

 

c) Organization planning

 

d) Executive and/or professional employment-

 

e) Morale building

 

0 Training

 

g) Individual productivity

 

h) Overhead control

 

i) Management development

 

j) Communications to employees

 

Ir) Negotiations with labor unions

 

I) Employee benefits

 

m) Employee services

 

n) Appraisals of performance

 

o) Wage and salary administration

 

p) Health and safety

 

q) Psychological testing & counselling

 

r) Manpower forecasting & planning

 

3) Personnel research     
Comments:
 

 

 



14.

15.

16.

17.

18.

19.
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Within the next 5 years, do you believe the ratio of personnel department employees to total company

employees will increase [3 , or decrease [:1 ?

Why?
 

 

As president, how would you classify the present pace of change occurring generally in the field of

personnel management?

D Quite slow E] Rapid,

E] Gradual ' D Revolutionary

Which of these possible effects will be consequences of the changes in the function? Check all which

will result.

Increased resources will be needed.

Per capita personnel management costs will be reduced.

Per capita personnel management costs will increase.

Total personnel management costs will be lower.

The personnel department will report to a higher management level.

A greater number of personnel decisions will become centralized.

The number of personnel specialties will increase.

D
D
D
D
D
U
D
D

The personnel department will generate its funds through interdepartmental charges.

How would you describe line-staff relations between the personnel department and other departments

in your company? Check both left and right columns.

E] Little or no conflict is present [3 The situation is improving

[3 Moderate conflict exists [3 The situation is stable

[:1 Considerable conflict exists E] The situation is getting worse

What factors account for the situation you have indicated in your answers to the last question?

 

 

Do you have any criticisms or reservations about the field of personnel management in general?

- Please comment.

 

 

20. How have your expectations changed within the last 5 years, with respect to personnel management?
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21. Please list the most important criteria by which the effectiveness of personnel management in your

company can be measured by the chief executive.

a. Quantitative Criteria: 

 

 

 

 

 

b. Qualitative Criteria: 

 

 

 

 

 

To receive a complimentary copy of the completed report, please list:

Name
 

Company
 

Street & Number
 

City State Zip

Please note the following information about your company and self:

0 Number of employees in company:

‘ [:1 Over 5000 D Between 1000 and 5000 D Under 1000

 

0 Principal industry classification(s)

0 To whom does the head of personnel report? Title:
 

  

0 Are you the chief executive officer of the company? Yes E] No D

0 Your age . Length of time with present company years.

0 Number of years in staff , and Operating (line) positions.  

e Number of years as president 

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE
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Operating Please return one copy to:

Executive’s American Management Association

Questioi.. "0 Research 8: Information Service

135 W. 50th Street, N.Y., N.Y., 10020

THE OPERATING EXECUTIVE’S VIEW OF THE PERSONNEL FUNCTION

Definition. Throughout this questionnaire the term personnel management is used to include all phases of

employee relations, including labor relations. It applies to all levels of managers as well as to rank-and-

file employees. These areas of responsibility are also commonly termed industrial relations, employee

relations, and personnel administration. The terms “personnel department” and “personnel function”

apply to the top staff group discharging the responsibilities of personnel management.

1. How long have you known the present head of personnel?______ years.

2. Does the head of personnel report directly to the president? Yes D No C]

3. From your point of view, what are the main strengths the head of personnel brings to his work?

[3 Graduate degree in business administration.

[:I Background in Operating management.

D Legal or collective bargaining experience.

Good planner.~

Decision maker and problem solving ability.

Knows what to delegate and what to work on himself.

An effective organizer.

Ability to get things done through people, with minimum wear & tear.

Accepts responsibility and seeks challenge.

A good communicator, able to represent the view of management.

Keeps costs in line.

Strong executive recruiting abilities & good insight into people.

He is profit oriented.

He has a top management view of the company’s business and interests.

D
D
D
D
D
D
D
D
D
D
D
D

Other (please describe) 
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4. How much time out of your average work week do you spend with a personnel executive on matters of

personnel management?

[:] Less than 5% D From 10 to 25%

D From 5 to 10% D Over 25%

In what general areas is most of this time spent?
 

 

5. How much time out of your average work week do you personally spend on personnel matters?

[:1 Less than 10% I] From 25 to 50%

C] From 10 to 25% [3 Over 50%

In what general areas is most of this time spent?
 

 

6. As the head of a major operating function of management, what do you regard as the important personnel

responsibilities which you must reserve to yourself for action or decision?

 

 

 

7. Within the last 2 years, what concerns of personnel management have occupied the largest blocks of

your time in this area? Please choose 5 of the items below. Rank each item according to the relative

amount of time you have Spent on it. (1 2 most time spent, 2 = second most time, etc.)

[3

D
E
I
D
C
I
C
]

personnel policy development

personnel policy implementation

organization planning

executive and/or professional employment

morale building

training

profit improvement

E] individual productivity

[3 overhead control

management development

communications to employees

[3 other (please describe)

[:I labor relations

D negotiations

[:] contract administration

[3 employee benefits

I: employee services

f
3

appraisals of performance

wage and salary administration

D
U

health and safety

.1

(
_
4

manpower forecasting, manpower planning

I L
i

personnel questions in acquisitions

f
]
.
U

psychological testing & counseling

 



10.

11.

12.

13.
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How has the personnel department assisted you in dealing with these matters?

 

Above and beyond the ongoing duties of the personnel department, what important improvements in

results or effectiveness of personnel management do you desire the department to bring about within

the next five years?

 

 

 

What additional areas of knowledge or training do you believe the head of personnel will have to

acquire . . . .

e To meet present standards?
 

 

e To make significant advances in effectiveness?

 

Within the next five years do you believe the ratio of personnel department employees to total company

employees will increase C] or decrease [Z] ?

Why?
 

 

As an operating executive, how would you classify the present pace of change occurring generally in

the field of personnel management?

E] Quite slow [3 Rapid

E] Gradual i E] Revolutionary

Which of these possible effects do you believe will be consequences of the changes in the function?

Check all which will result.

Increased resources will be needed.

Per capita personnel management costs will be reduced.

Per capita personnel management costs will increase.

Total personnel management costs will be lower.

The personnel department will report to a higher management level.

A greater number of personnel decisions will become centralized.

The number of personnel specialties will increase.

U
C
I
D
D
D
D
C
I
C
I

The personnel department will generate its funds through interdepartmental charges.
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14. For each of the following responsibilities that may be found in a personnel department, please indicate

(by \/) the degree of change that you expect will occur within your own company, in the next 5 years.

By “change” we mean improvement in techniques for discharging each responsibility. If some of these

responsibilities are not, to your knowledge, presently assigned to the personnel department, please

indicate by “NA”.

WITHIN THE NEXT 5 YEARS

Great Moderate

improvement improvement

in techniques in techniques

will occur will occur

Little

improvement

in techniques

will occur

 

8) Personnel policy development

 

b) Personnel policy implementation

 

C) Organization planning

 

d) Executive and/or professional employment

 

8) Morale building

 

Training

 

8) Individual productivity

 

11) Overhead control

 

1) Management development

 

1') Communications to employees

 

k) Negotiations with labor unions

 

1) Employee benefits

 

m) Employee services

 

n) Appraisals of performance

 

0) Wage and salary administration

 

9) Health and safety

 

q) Psychological testing and counseling

 

r) Manpower forecasting & planning

 

8) Personnel research       
Comments:
 

 



p
—
A

'
J
I

16.

17.

18.

19.
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How would you describe line-staff relations between your department and the personnel department in

your company? Check both left and right columns.

B Little or no conflict is present I: The situation is improving

D Moderate conflict exists a The situation is stable

I: Considerable conflict exists [3 The situation is getting worse

What factors account for the situation you have indicated in your answers to the last question?

 

 

Do you have any criticisms or reservations about the field of personnel management in general?

Please comment:

 

 

Are there any areas in which you do not get enough help from the personnel department?

Please comment:

 

 

How have your expectations of the personnel department changed within the last 5 years, with respect

to personnel management?

 

 

Please list the most important criteria by which, in your judgement, the eff..~ctiveness of personnel

management can be measured?

 a) Quantitative Criteria:_

 

 

 

 

b) Qualitative Criteria: 
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Street 8;. Number
 

City_ State__ Zip_____ Us

Please note the following information about your company and self:

0 Number of employees in company:

S Over 5000 E Between 1000 and 5000 B Under 1000

0 Principal industry classification(s)
 

0 To whom does the head of personnel report? Title:
 

0 Title of your department
 

0 Your age . Length of time with present company years.

0 Number of years in staff , and operating (line) positions.

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE

(i



APPENDIX B

CODING SYSTEM

Leggy-h of time personnel executives

ve een in e resen 03 one

The personnel executives were asked to indicate,

in terms of years, how long they have been in their

present positions.

The coding categories used for this structured

question are as follows:

i (l) 1 to 5 years.

(2) 6 to 10 years.

(5) 11 to 14 years.

(4) 15 to 19 years.

(5) 20 years and over.

Leggy-h of time gersonnel executives

ve een e r presen ms

The personnel executives were asked to indicate,

in terms of years, how long they have been employed by

their present companies.

The coding categories used for this structured

question are as follows: .

(1) 1 to 5 years.

(2) 6 to 10 years.
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(3) 11 to 14 years.

(4) 15 to 19 years.

(5) 20 years and over.

Percenta e of work week executives

s an in om re a 10113 ps

The personnel executives were asked to indicate

 

how much time out of their average work week they

spend with the chief executive and managers in nonpar-

sonnel functions on matters of personnel management.

In turn, the chief executives and operating executives

were asked to indicate how much time out of their

average work week they spend with the head of personnel

on matters relating to personnel management.

The coding categories used for this structured

question are as follows:

(1) Less than 5%.

(2) From 5 to 10%.

(3) From 10 to 25%.

(4) Over 25%.

Leggth of time operatiraig executives

ve wn presen ea 0 Jersonne

The operating executives were asked to indicate,

in terms of years, how long they have known the present

head of personnel. 0

The coding categories used for this structured

question are as follows:
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(l) 1 to 4 years.

(2) 5 to 9 years.

(3) 10 to 14 years.

(4) 15 to 20 years.

(5) 20 years and over.

Percentage of work week chief executives

EEL_JflEflg%JEEEEEESEET$Z§§_E§2§L_22:

personne ma ers o a n s

The chief executives and operating executives

were asked to indicate how mmch.time out of their

average work week they personally spend on personnel

matters of all kinds.

The coding categories used for this structured

question are as follows:

(1) Less than 10%.

(2) From 10 to 25%.

(5) From 25 to 50%.

(4) Over 50%.

Types of subjects with which

executives deal’ingjoint’sessions

The personnel executives were asked to indicate

the general areas in which they spend.most of their

time with their chief executive and.managers in.mons

personnel functions. In.turn, the chief executives

and the operating executives were asked to indicate the

general areas in.which they spend most of their time

with the head of personnel.
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The coding categories used for this unstructured

question are as follows:

(1)

(2)

(5)

(4)

(5)

(6)

(7)

(8)

Labor relations problems and

policies.

Personnel procedures and techniques.

Policy matters (excluding labor

relations).

Economic matters (costs and

efficiency).

Organization design and manpower

planning.

Departmental planning and

administration.

Motivation, communication, and

human relations.

Public, community, and government

relations.

Personnel areas chief executives and

gperating executives do not délegate

The chief executives and operating executives

were asked to indicate the major perSonnel responsi-

bilities and decisions that they cannot delegate,

but must reserve to themselves alone.

The coding categories used for this unstructured

question are as follows:

(1)

(2)

(3)

(4)

Organization structure and design.

Final decisions on.major issues

or policies.

wage and Salary decisions.

Labor relations decisions.
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(5) Miscellaneous.

(6) MOrale and motivation problems.

(7) Personnel budgets or cost changes.

Activities about which chief executives

consult head ofPEersonnel

The chief executives were asked to indicate the

activities about which they normally consult the head

of personnel (among others) before taking action.

The coding categories used for this structured

question are as follows:

(1) Strategic planning.

(2) Operational planning.

(5) Organization.

(4) Control.

(5) Company relationships.

(6) Decisions about people.

(7) Collective bargaining.

(8) Other.

Le h of time ersonnel executives have

Speng in operatingIIineipositIons

The personnel executives were asked to indicate

the number of years they have spent in operating (line)

positions.

The coding categories used for this structured

question are as follows:
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(l) 1 to 5 years.

(2) 6 to 10 years.

(3) 11 to 14 years.

(4) 15 to 19 years.

(5) 20 to 29 years.

(6) 30 years and over.

ve 8 en in s : os ons

The personnel executives were asked to indicate

the number of years they have spent in staff positions.

The coding categories used for this structured

question are as follows:

(1) l to 5 years.

(2) 6 to 10 years.

(3) 11 to 1# years.

(4) 15 to 19 years.

(5) 20 to 29 years.

(6) BO years and over.

Conflict in line-staff relations

reportediby‘executives

The three types of executives were asked to _

describe line-staff relations between.the personnel

department and other departments in.their companies in

terms of the existence of conflict.

The coding categories used for this structured

question are as follows:
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(1) Little or no conflict is present.

(2) Moderate conflict exists.

(5) Considerable conflict exists.

Change in line-staff relations

reported‘byexecutives

The three types of executives were asked to

describe line-staff relations between the personnel

department and other departments in their companies

in terms of changes in the situation.

The coding categories used for this structured

question are as follows:

(1) The situation is improving.

(2) The situation is stable.

(5) The situation is getting worse.

Factors accounting for relations

between personnel department and

other departments—in the irm

The three types of executives were asked to

identify factors which they believe account for the

line-staff relations between the personnel department

and other departments in their companies. '

The coding categories used for this unstructured

question are as follows:

(1) Better human relations in the

company.

(2) Improved line management attitudes.

(5) Changes in organization structure.



(4)

(5)

(6)

(7)
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Better record of personnel

department..

Improved top management attitudes.

Personnel function.more important.

Personnel is a new function.

Educational level of personnel executives

The personnel executives were asked to indicate

their educational degree(s).

The coding categories used for this structured

question are as follows:

(1)

(2)

(3)

(4)

Bachelor's degree.

Master's degree.

Law degree.

Doctor's degree.

College major of_personnel executives

The personnel executives were asked to indiCate

their college major.

The coding categories used for this structured

question are as follows:

(1)

(2)

(3)

(4)

(5)

(6)

(7)

Business administration.

VHumanities and education.

Behavioral science.

Engineering.

Law.

Natural science.

Government.
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Reportingprelationships

offpersonfie1 executives

The personnel executives were asked to indicate

to whom.they report.

The coding categories used for this structured

question are as follows:

(1) Chairman of the board.

(2) President.

(5) Executive vice president or group

vice president.

(4) Treasurer, secretary, or controller.

(5) Line vice president.

(6) Staff vice president.

(7) Manager or superintendent.

Chief executives who re ort whether

Head of ersonnel function is reEfiIar

member 0 executive committee

 

The chief executives were asked to indicate

whether the head of the personnel function.is a

regular member of their executive ccmmittee.

The coding categories used for this structured

question are as follows:

(1) Yes.

(2) No.
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Chief executives who e ect head of personnel

function to artIci ate In same of the

executive committee meetings
 

The chief executives were asked, if the head of

the personnel function is not a regular member of their

executive committee, whether they expect him.to parti—

cipate in some of the executive committee meetings.

The coding categories used for this structured

question are as follows:

(1) Yes.

(2) No.

ement committees of which

ersonne ea s a mem er

The chief executives were asked to indicate the

management committees of which the head of personnel is

a member.

The coding categories used for this unstructured

question are as follows:

General management committees:

(1) Executive policy;

(2) Ions-range planning.

(3) President's staff.

Specialized committees:

(4) Salary.

(5) Operations.

(6) Employee benefits.

(7) Human relations.



 
 

  



(8)

(9)

(10)

(11)
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Personnel policy.

Safety.

Public relations.

Finance or budget.

Number of exempts in personnel deflent

The personnel executives were asked to indicate

the number of exempts in their departments .

The coding categories used for this structured

question are as follows:

(1)

(2)

(3)

(4)

(5)

(6)

5 employees or fewer.

6 to 10 employees.

11 to 20 employees.

21 to 50 employees.

31 to 50 employees.

50 or more employees.

Number of exe ts in ersonnel

function 33 film as a wEEIe

The personnel executives were asked to: indicate

the number of exempts in the personnel function in the

comparw as a whole.

The coding categories used for this structured

question are as follows:

(1) 5 employees or fewer.

(2) 6 to 10 employees.

(5) 11 to 20 employees.
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(4) 21 to 50 employees.

(5) 31 to 50 employees.

(6) 50 or more employees.

Current goals of personnel department

The personnel executives. were asked to indicate

what they currently regard as the main goals of their

departments.

The coding categories used for this unstructured

question are as follows:

(1) Manpower development programs.

(2) Human relations programs.

(5) Labor relations programs.

(4) Productivity and efficiency of

company.

(5) Productivity and efficiency of

employees.

(6) Productivity and efficiency of

personnel department.

(7) Organization planning and design.

(8) Personnel policies.

Most time-conspp¥ activities and concerns 2

o execu ves ur pg ES . years 9 ,

The three types of executives were asked to. indi-

cate the concerns of personnel management which occu-

pied the largest blocks of their time during the last

two years. They were asked to select five concerns
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and to rank each concern according to the relative

amount of time they have Spent on it.

The coding categories used for this structured

question are as follows:

(1) Personnel policy development.

(2) Personnel policy implementation.

(5) Organizational planning.

(4) Executive and/or professional

employment.

(5) Morale building.

(6) Training.

(7) Profit improvement.

(8) Individual productivity.

(9) Overhead control.

(10) Management development.

(11) Communications to employees.

(12) Labor relations.

(15) Negotiations.

(14) Contract administration.

(15) Employees benefits.

(16) Employees services.

(1?) Appraisals of performance.

(18) wage and salary administration.

(19) Health and safety.

(20) Manpower forecasting, manpower

planning. _
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(21) Personnel questions in

acquisitions.

(22) Psychological testing and

counseling.

(23) Other (please describe).

Changes in executives' expectations of

personnel management duripg past five years

The personnel executives were asked to indicate

how the expectations of the top officers of their come

panies changed within the last five years, with re-

spect to personnel management. The chief executives

and the operating executives were asked to indicate

how their expectations of the personnel department

changed within the last five years, with respect to

personnel management.

The coding categories used for this unstructured

question are as follows:

(1) Better understanding, respect,

influence, participation, or

cooperation.

(2) More or better results from

department.

(5) More emphasis on or acceptance

of personnel techniques.

(4) No changes perceived.

Im rovements in results or effectiveness

of personnel mana ement de81red 5

executives for neEt five years

The personnel executives were asked to identify

important improvements in results or effectiveness of
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the personnel function which they desire to bring about

'within'the next five years. ‘The chief executives and

operating executives were asked to identify important

improvements in results or effectiveness of personnel

management which they desire the department to bring

about within the next five years.

The coding categories used for this unstructured

question are as follows:

(1) Manpower development programs.

(2) Human relations programs.

(5) Labor relations programs.

(4) Productivity and efficiency

of company;

(5) Productivity and efficiency

of employees.

(6) Productivity and efficiency

of personnel department.

(7) Relations with top or line

management.

(8) Policies.

(9) Organization planning and

design.

Factors that ersonnel executives

EeIIeve inhibit their effectiveness

The personnel executives were asked to identify_

factors which they believe inhibit their ability'to do

the best job they are capable of doing. .

The coding categories used fer this unstructured

question are as follows:
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(1) Pressure of details.

(2) PoorLy trained or insufficient

number of personnel workers.

(3) Lack of access to or acceptance

by top management.

(4) Personal limitations.

(5) Lack of line management acceptance

or understanding.

(6) Bureaucratic factors in.company.

(7) Lack of funds or resources.

Executives' criticisms or reservations

conce . .- -e e . o‘ oersonne u:-=;ement

The three types of executives were asked to

identify any criticisms or reservations they have ‘

about the field of personnel management in general.

The coding categories used for this unstructured

question are as follows:

(1) Department's own weaknesses. '

(2) Lack of recognition and acceptance.

(3) No future for advancement.

(4) Pressure of details.’

(5) Lack of resources.

(6) No basis for evaluating pregress.

(7) Too much emphasis on.techniques.

(8) Poor public relations.‘

(9) Lack of line or general management

knowledge by personnel executives.



218

Areas in which ersonnel de artment assisted

operatingexecutives duringppast two years

The operating executives were asked to identify

areas in which the personnel department assisted them

during the past two years.

The coding categories used for this unstructured

question are as follows:

(1) Advice, counsel, and direct

assistance.

(2) Development of new or current

- personnel policies or programs.

(3) Information, reports, records,

and research.

(4) Manpower acquisition and

development.

(5) wage, appraisal, and benefit

programs.

(6) Labor relations.

(7) Organization planning.

(8) Morale, motivation, human

relations.

Areas in.which operati executives receive -

Weient help from personneI deparfient

The Operating executives were asked to indicate

 

any areas in which.they do not receive enough.he1p from.

the personnel department.

The coding categories used for this unstructured

question.are as follows:

(1) Improving or administering policies,

planning, or research.



(2)

(3)

(4)

(5)

(6)

(7)
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Problems of organization planning

and design. - 4

Employment programs and problems.

Problems of motivation, morale,

and human relations.

Executive development and employee

training and appraisal.

Labor relations,grievances, and

disciplinary action.

Economic problems: wages, salaries,

pensions, and safety.

Additional areas of knowlegge and

r %g nee e y personne

execut ves o mee present standards

The three types of executives were asked to indi-

cate additional areas of knowledge and training they

believe the head of personnel will have to acquire in

order to meet present standards.

The coding categories used for this unstructured

question.are as follows:

(1)

(2)

(3)

(4)

(5)

(6)

Quantitative skills.

Labor relations skills.

Behavioral science knowledge.

Line or general management.

knowledge.

Fringe benefits knowledge.

New personnel techniques.
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Additional areas of knowledge and training

neededfby personnel executives to make

EIEEITiEant advances in eTTECtiveness

The three types of executives were asked to indi-

cate additional areas of knowledge and training they

believe the head of personnel will have to acquire in

order to make significant advances in effectiveness.

. The coding categories used for this unstructured

question are as follows:

(1) Quantitative skills.-

(2) Labor relations skills.

(5) Behavioral science knowledge.

(4) Line or general management

knowledge.

(5) Fringe benefits knowledge.

' (6) New personnel techniques.

Main strengths attributed to head of personnel

pygchieftexecutives and operating executives

The chief executives and operating executives

were asked to identify the main strengths which the~

head of personnel brings to his work.

The coding categories used for this structured

question are as follows:

(1) Graduate degree in business

administration.

(2) Background in operating

management.

(5) Legal or collective-bargaining

experience.



(4)

(5)

(6)

(7)

(8)

(9)

'(10)

(ll)

(12)

(13)

(14)
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Good planner.

Decision.maker and problem-solving

ability.

Knows what to delegate and what to

work on himself. '

An effective organizer.

Ability to get things done through

peOple, with.minimum.wear and.tear.

Accepts responsibility and seeks

challenge.‘

A good communicator, able to

represent the view of management.

Keeps costs in line.

Strong executive recruiting abili-»

ties and good insight into peOple.

He is profit-oriented.

He has a top management view of the

company's business and interests.

gpantitative criteria for evaluating

e e ectiveness of personnel management

The personnel executives and the chief executives

were asked to list the most important quantitative cri-

teria by which the effectiveness of personnel manage-

ment in their companies can be measured.

The coding categories used for this unstructured

question.are as follows:

(1)

(2)

Improved absenteeism, turnover,

and safety.

Savings in labor contract or

grievances handled.’
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(5) Adequate supply of manpower.

(4) Lower per capita personnel costs.

(5) Corporate profit or productivity.

(6) Lower manpower costs.

(7) Number of programs and services.

nglitative criteria for evaluatipg the

e ec veness o personne managemen

The personnel executives and the chief executives

were asked to list the most important qualitative cri-

° teria by which the effectiveness of personnel manage-

ment in their companies can be measured.

The coding categories used for this unstructured

question are as follows:

-(1) Effectiveness of programs in

meeting company objectives.

(2) Higher employee morale, better

communication.

(3) Reduction of labor troubles.

(4) Quality'of personnel policies.

(5) Respect and use of programs

by line.

Pace of c e occurri enerall

1e <_9 personne managemen

The three types of executives were asked to

classify the present pace of change occurring gener-

ally in the field of personnel management.

The coding categories used for this structured

question.are as follows:
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(l) Quite slow.

(2) Gradual.

(5)- Rapid-

(4) Revolutionary.

Degree of change in personnel activities

egpected'by executites during next five years

The three types of executives were asked to indi—

icate the degree of change (great, moderate, little)

that they expect to occur in nineteen personnel activ-

iities performed by the personnel department during the

next five years. For this purpose, change was defined

as improvement in techniques for disCharging each

responsibility. ‘

The coding categories used for this structured

question are as follows:

(1) Management develOpment.

(2) Organization planning.

(5) Training.

(4) Manpower forecasting and planning.

(5) Appraisals of performance.

(6) Communications to employees.

(7) wage and salary administration.

(8) Individual productivity;

(9) Personnel policy development.

(10) Personnel policy implementation.

(11) Overhead control.



(12)

(13)

(14)

(15)

;(15)

(17)

(18)

((19)
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Personnel research.

Executive and/or professional

employment.

Testing and counseling.

Morale building.

Employee benefits.

Negotiations with labor unions.

Health and safety.

'Employee services.

Cpgpges in the ratio of personnel

e men em. 0 ees o tota num.er

of emplpyees in tirm duringneit-five years

The three types of executives were asked to indi-

cate whether within the next five years they believe

the ratio of personnel department employees to total

company employees will change.

The coding categories used for this structured

question are as follows:

(1)

(2)

(3)

Increase.

Decrease.

Remain constant.

Reasons for changes in ratio of personnel

aepartment employees to total number of

4§pp_pyees 1n 1rm duripg next five years

 

The three types of executives were asked to give

Jreasons for changes in the ratio of personnel depart-o

mnent employees to total number of employees in the firm

during the next five years.
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The coding categories used for this unstructured

question are as follows: I ‘

(1) Increased responsibilities.

(2) Increased size or complexity of

- company.

(3) Increased effectiveness or

complexity of techniques.

(4) Better understanding of personnel

functions.

(5) Increased union problems.

(6) Changes in technology, computers

and automation.

(7) New laws or governmental controls.

(8) Departments overstaffed.

Personnel executives who re ort

modifications 5 ersonnel ement

res nsIBiIi'tIes and ersonne? executives

wES 33 not re rt mofifications in

personneI mement resppnsi51'11'ties '

The personnel executives were asked to indicate

 

whether important duties of personnel management have

been created as personnel department responsibilities,

transferred to the personnel department from another

department, and transferred from the personnel depart-

ment to another department.

The‘coding categories used for these structured

questions are as follows:

(1) Yes.

(2) No.

 



225

Modifications in personnel

management responsibilities -

The personnel executives were asked to identify

the important duties created as personnel department _

responsibilities, transferred to the personnel depart-

ment from another department , and transferred from the

personnel department to another department .

The coding categories used for these unstructured

questions are as follows: i

(l) Enployee benefits, insurance, wage

and salary.

(2) Health, safety,and employee

services.

(5) Ehrecutive employment and

development .

(4) Personnel policy making and

- implementation.

( 5) Manpower planning and utilization.

(6) Labor relations and collective

bargaining.

(7) Organization planning and design.

(8) Public relations and government

relations. , a

(9) Record keeping, data processing

and office administration.

Conseqpences of c es

inthe personnef unc 1on

The three types of executives were asked to

identify the possible effects which they believe will be

consequences .of the changes in the personnel function.

1
3
3
‘-

 

_._-—
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The coding categories used for this structured

question are as follows:

(1)

(2)

(5)

(4)

(5)

(6)

(7)

(8)

Increased resources will be needed.

Per capita personnel management

costs will be reduced.

Per capita personnel management

costs will increase.

Total personnel management costs

will be lower.

The personnel department will

report to a higher management

level.

A greater number of personnel

decisions will become centralized.

The number of personnel specialties

will increase.

The personnel department will

generate its funds through

interdepartmental charges.

 

 

 



APPENDIX C

RATIONALE OF THE QUESTIONS El

DEVELOPED FOR THE STUDY

 The analysis in this section is based, in part,

on the information contained in Dalton E. McFarland's

study, Coppany Officers Assess the Personnel Function.l

Interrelationships in Administering

The Personnel Function

The personnel executive, the chief executive,

and operating executives in any business organization

make up a working team that is vital to the personnel

function. Therefore, it is important to examine their

relationships with each other and to focus on those

aspects of these relationships which have a bearing

on the administrative behavior of the three types of

executives. An analysis of these aspects within a

framework of selected organizational problems in per-

sonnel management was made. The analysis consisted of

.five major parts: the amounts of time the three

 

1Dalton E. McFarland, Company Officers Assess

tflie Personnel Function, Ameribanfflanagement Association

Ifiésearch Study,’79 (New York: American Management

Association, Inc., 1967).
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executives spend with each other; the types of work

they perform when they are together; the total amount

of time the chief executives and operating executives

devote to personnel matters of all kinds; the person-

nel activities which the chief executives and oper-

ating executives do not delegate; and the relation-

ships between line and staff in.general.

To 1earn.more about the relationships of the

personnel executives with chief executives and oper-

ating executives, a number of questions were drawn up:

(1) The personnel executives participating

in this study were asked to indicate

how long they have been in their

present position.

This question was designed to indicate whether

the personnel respondents have had sufficient time to

develop firmly established organizational relationships

in their roles as personnel executives. Have they been

in their present positions long enough to establish

' programs and achieve measurable results?

(2) The personnel executives were also asked

to indicate how long they have been

with their present company.

This question.was designed to indicate whether

‘the personnel respondents have been with their company

Zlong enough to develop mature working relationships

sand to establish rapport with other executives in their

organization, in particular their chief executive and

  



250

operating executives. Situations where a personnel

executive and a chief executive or an operating execu—

tive have known each other and worked together for a

long period Of time, may, in part, increase the possi-

"
3
?

V
I

a
t
.
“

,
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bility for better working relations between them and

produce understandings that make the personnel execu-

tive's job less difficult. 3

 (5) The personnel executives were asked to

estimate the percentage of their work-

ing hours which they spend with their

chief executives and with managers of

nonpersonnel functions. Also, the

chief executives and the Operating

executives were asked to estimate the

time they spend with their personnel

managers.

These questions measured the amounts of time

that the personnel executives and chief executives and

personnel executives and operating executives Spend

with one another. The greater the interaction rate

between the personnel executives and the chief execu—

tives and the personnel executives and the Operating

executives, the better the relationships are likely

to be. Further, the amounts of time the various execu-

‘tives spend with each other is important because they

:indicate what opportunities the executives have for

communication, joint planning, and other interactions.

Phareover, these interaction patterns may greatly in—

.flnience the results the personnel executives can ex-

pect to achieve.
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(4) The Operating executives were asked to

indicate how long they have known the

head of the personnel department in

their companies. ,

This question was asked in order to find out

whether the operating executives have known their

personnel managers long enough to develop mature

working relationships between them. Situations where

an Operating executive and a personnel executive have

known each other and worked together for a long time

may increase the possibility for mature working rela—

tions between them.and produce understandings that

make the personnel executive's job less difficult.

(5) The chief executives and Operating

executives were also asked about the

total amount of time they devote to

all types of personnel matters during

a typical work week.

This question.was asked in order to see if the

chief executives and Operating executives report that

a substantial part of their job consists of personnel

- matters. The time spent by chief executives and oper-

ating executives may, in part, reflect the personnel

executive's effectiveness in administering his part

of the function. Also, the chief executives or the

operating executives may allocate more time tO persOn—

1161 matters because they have greater concern for and

nuike greater demands on.the personnel department.

(6) The personnel executives, the chief

executives, and the Operating execu-

tives were asked to indicate the
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areas dealt with during the course of

their interactions.«

In addition to the frequency of interaction, it

is desirable to know something about the subjects the

executives deal with when they work together. Of

specific interest is whether the subjects are related

more to Operating problems or longer-range, broader-

scale problems.

(7) The chief executives and operating

executives were asked to identify

the major personnel responsibilities

and decisions that they believe they

cannot delegate, but must reserve

to themselves alone.

This question was asked in order to Obtain a

broader perspective of the relationships between the

three types of executives. The extent to which various

matters are considered delegable by chief executives

and Operating executives is a factor of great impor-

tance to the personnel function.

(8) The chief executives were asked to

identify the kinds of activities on

which they consult or seek advice

from the head of personnel (among

others) before taking action.

Although chief executives may or may not delegate

:responsibility for specific activities, an attempt was

lnade to see if they consult or seek advice from their

:personnel executives (among others) before taking action

(In them. In addition, information was sought to deter-

nmine if the range of areas on which the chief executives
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normally consult their personnel managers is large,

and whether the chief executives view their personnel

executives as a source of help on matters that are

basically Operational or problemeoriented, rather

than broad, strategic, organizational, or long-term

matters.

From one business firm to another, whether

small or large, the line-and-staff organization

structure is the universal pattern. In nearly every

firm large enough to give explicit recognition to a

personnel function, that function is related to the

total organization through a combined line-and-staff

structure.

Many administrative problems, such as the cost

Of performing personnel work, evaluating the personnel

function, etcetera, relate to the basic decisions Of

accepting the line-and—staff pattern Of organization.

Answers were sought to the following questions: Is

line-staff conflict in the personnel function.in.the

firms studied a critical issue? Where it does exist,

is it improving? Where it is slight, is it stable

:rather than.increasing? In addition, how can line-‘

staff relations be improved?

(9) The perSonnel executives were asked

to indicate the number of years they

have spent in line positions.

  



I"
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This question was asked because actual ex-

perience as a line executive is so Often asserted to

be important for the effectiveness Of staff work.

Having been a former line official during one's career

with a firm.may tend to build rapport in the personnel

executive-Operating executive relationship.

(10) The personnel executives were also

asked to indicate the number of

years they have spent in staff

positions.

This question.was asked because, in.part, the

more experience the personnel executives have in.etaff

positions, the more effective their work will be.

The question was also asked in order to compare the

personnel executives' staff experience with their

line experience. More specifically, are the personnel

executives participating in this study more heavily

staff-oriented than line-oriented?

(11) The three types Of executives were

asked to describe conflict in.1ine-

staff relations.

(12) The three types of executives were

also asked to describe the change

taking place in line-staff relations.

The above questions formed the basis for deter-

mining whether line-staff conflict in the firms is a

critical issue and whether any change is taking place

in line-staff relations.

(15) The three types of executives were

also asked to identify factors which
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they consider instrumental in deter-

mining line-staff relations in their

firms.

The question was asked in order tO examine the

problem of improving line-and-staff relations.

Personnel Activities and Expectations

Regarding Personnel Management

The head of the personnel function occupies a  

strategic position in his relationships with his chief

executive and with all members of top and middle mane

agement. Since the head Of personnel has delegated to

him staff responsibilities that affect the well-being

of employees, he is considered the focal point Of ac-

tivities in which all executives should be greatly

interested.

Because the personnel executive occupies a key

position, his characteristics, his goals, and his ac-

tivities are examined. The personnel activities of the

chief executive and the operating executives are also

examined. In addition, an effort is also made to

identify some Of the personnel areas in which the three

types Of executives feel that changes have taken place

in the past and in.which they would like future changes

to occur.

In order to obtain a better understanding Of the

personnel respondents who participated in this study,

several characteristics are examined. Those that seem
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most important for the issues under consideration are

education, reporting relationships, membership on

executive and.management committees, and supervision.

(l) The personnel executives were asked

to indicate the number of educational

degrees they have.

(2) The personnel executives were also

asked to indicate their college major.

These two questions were asked in order to see

if the personnel executives have a high number Of

degrees and whether their educational backgrounds are

varied. A low number of degrees and a variety of

major subjects may indicate, in part, a lack Of agree-

ment about the requirements of personnel management as

a specialized occupation.

(5) The personnel executives were also

asked to identify by title the indi-

viduals to whom they report.

This question was asked in order to identify the

persons to whom the personnel executives report. By

placing the personnel executive at a high level within

the firm, better company decisions may be promoted by'

requiring all executives to give weight to personnel

.factors in their decision.making. It may also enhance

‘the personnel executive's status, since this positiOn

:reflects the importance the firm attaches to his func-

‘tion, With sufficiently high status, the personnel

executive can urge the establishment of new programs

F‘
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and carry out existing ones more successfully. More—

over, the level tO which a personnel executive reports

may to some extent reveal the closeness of thinking of

the chief executive with the personnel executive.

V
?

u
h

Providing suitable status for executives can help to

stabilize relationships among them,

(4) The chief executives were asked to

indicate whether the head of their -—

personnel function is a regular

member Of their executive committee.
 

(5) The chief executives were also asked

to indicate, if the head of their

personnel function is not a regular

member Of their executive committee,

whether they expect him to partici-

pate in some of the executive

committee meetings.

(6) In addition to the above two ques—

tions, the chief executives were

also asked to identify the manage-

ment committees of which the head

Of personnel is a member.

These questions were asked in order to obtain '

information about the participation of personnel execu—

' tives on executive and management committees. Execu-

tive and management committees are composed of division

heads who sit down and exchange information affecting

line and staff relations. Placing personnel executives

on these committees may, in part, enhance mutual under-

standing and provide more suitable working relationships.

(7) The personnel respondents were asked

to indicate the number Of exempts in

their departments.
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(8) The personnel respondents were also

asked to indicate the number of

exempts in the personnel function in

their company as a whole.

These two questions were used to measure the

size of staff and the span Of supervision and to prO-

vide an indication Of the demands made on the personnel

respondents for supervisory and departmental admini-

strative skills.

(9) The personnel executives were asked

to indicate what they currently re-

gard as the main basic goals of their

department.

The responses to this question are important be-

cause goals will exert some influence over the person-

nel executives so as to activate and steer their be-

havior toward them. It is difficult to say exactly

what the content of these aspirations may be at any

given time since they change as knowledge and experi-

ence are increased. Therefore, a fully accurate de-

pscription of the goals of the personnel respondents

cannot be given. Nevertheless, the above question

should be helpful in Offering a description of these

aspirations which will be useful in discussing later

results.

(10) The three types of executives were

asked to identify the activities of

personnel management which have occu-

pied the largest blocks of their per—

sonal time during the past two years.
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This question was designed to indicate areas that

are of greatest concern to the various executives.

Also, in the case of the personnel executives, the

question should provide some insight into differences,

if any, between the personnel respondents' current

goals and their most time-consuming activity. One

important factor is whether the personnel respondents

are devoting their time and energy to the areas Of

activity for which their goals are set.

(11) The personnel executives were asked

how the expectations of the top

Officers in their companies changed

within the last five years, with re-

spect to personnel management. In

turn, the chief executives and Oper-

ating executives were asked to indi-

cate whether their expectations

changed within the past five years

with respect to personnel management.

These questions were asked in order to gain

greater insight into the role of the personnel depart-

ment in management. The questions were specifically

~ designed to find out whether changes in expectations

have taken place within the past five years and, if so,

to identify the areas in.which the various executives

feel changes have taken place.

(12) The personnel executives were also

asked to identify the future imr

provements they hope to make in

their departments. The other execu-

tives were also asked a similar

question.
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These questions were asked in order to provide

a broad perspective about the paths that personnel

management will follow in the future.

Evaluation of the Results and Effectiveness

Of Personnel Management

“
L
E
.
2
'

An important element Of the interrelationships

among the three types of executives is their evaluation

of themselves and each other. In personnel management,

 

the roles of the personnel executive, the chief execu-

tive, and the Operating executive are highly evaluative.

Although a lack Of objective criteria complicates the

process, these executives evaluate each other and

judge each other's programs, projects, and activities.

In the process, the executives develop attitudes and

opinions about each other.

A number of questions focus on the Opinions of

the three types of executives regarding limitations in

the field of personnel management and Of personnel

managers; criticisms Of the field of personnel manage-

ment and of personnel managers; and criteria for

evaluating the effectiveness of personnel management.

(1) The personnel executives were asked

to identify factors which inhibit

their ability to do the best job

that they are capable of doing.

This question was designed for the purpose of

detecting whether personnel executives are sensitive
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to limitations on their general effectiveness. In

addition, the question was asked in order to identify

specific factors which the personnel respondents be-

lieve inhibit their ability to do the best job they

are capable of doing.

While the personnel respondents' responses about

their own limitations are important, evaluations of

 

personnel executives are perhaps even more significant

to the overall management of the firms studied, as

well as to the field of personnel management itself.

Because chief executives and operating executives

Often evaluate the head of the personnel function, the

personnel department, and the personnel function

simultaneously, an effort was made to Obtain separate

appraisals of the head of the personnel function, the

personnel department, and the field of personnel man-

agement in general.

(2) The three types of executives were

asked to identify any criticisms

they have about the field Of per-

sonnel management in general.

This question was asked for a number of reasons:

.Are there any criticisms to make of personnel manage—

lnent as a field? If so, what are the issues which

seem to bother the executives?

(5) The operating executives were asked

how their personnel departments have

helped them during the past two years.
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This question was asked in order to gain some in-

formation about the major types Of assistance the

Operating executives receive.

(4) The Operating executives were also

asked to indicate the areas in which

they believe they do not get enough

help from their personnel departments.

This question was asked in order to find out

whether there are areas in.which the Operating execu-

tives do not receive sufficient assistance and to

identify the areas. Of specific interest is whether

the areas mentioned are key responsibilities Of a per-

sonnel department. If so, the dissatisfaction of the

operating executives in these areas could be a sig-

nificant problem.

(5) The three types of executives were

asked to identify additional areas

of knowledge or training which they

believe the head of personnel will

have to acquire in order to meet

present standards.

(6) The three types Of executives were

also asked to identify additional

areas Of knowledge or training

which they believe the head Of

personnel will have to acquire in

order to make significant advances

in.effectiveness.

These two questions were asked in order to gain

a.better understanding of what the executives consider

'to be deficiencies in.knowledge and skills Of the per-

sonnel manager, both in terms of meeting present

standards and making significant advances in
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effectiveness. Also, do the executives believe per-

sonnel managers ,need approximately the same kinds of

knowledge for meeting present standards as for im-

proving future performances?

(7) The chief executives and operating

executives were asked to identify

the major strengths that they be-

lieve the personnel managers bring

to their work.

This question was asked in order to find out

whether the chief executives and the Operating execu-

tives are aware and appreciative Ofthe personnel

manager's strengths. -

(8) The three types Of executives were

asked to list the most important

quantitative criteria by which, in

their judgment , the effectiveness

Of personnel management can be

measured.

(9) The three types of executives were

also asked to list the most im-

portant qualitative criteria by

which, in their judgment, the

effectiveness of personnel manage-

ment can be measured.

Many authorities do not believe that Objective

criteria Of known validity exist at the present time.

In fact, some say that such criteria are illusionary

and the search for them is useless. Nevertheless,

executives frequently make judgments about other execu-

tives and their functions on the basis of approximate

or rule-Of-thumb criteria. These judgments may be

used in making decisions that affect mutual Objectives.
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Thus, the two questions listed above are used in order

to obtain a better understanding of the criteria

involved.

Change in Personnel Administration

Today, as never before, personnel management is

facing a critical turning point. Changes in economic

patterns, technological changes, expanding markets,

and increasingly complex laws and regulations are

creating new problems for the personnel manager and

other executives who are concerned with the personnel

function. i

If the personnel function is to adapt success-

fully tO such changes, it is necessary for the execu-

tives who have the responsibility for it to recognize

the changes and understand the effects they will have.

Should executives not recognize these changes, the per-

sonnel function may assume a relatively unimportant

role in the firm, and other departments may assume its

responsibilities. On the other hand, if the personnel

executives, chief executives, and operating executives

agree on the effects of change and on the adaptations

needed, the personnel function may become innovative

and creative, and acquire greater status.

To learn more about whether the executives who

share responsibility for the personnel function
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are aware of the forces of change and its demands for

the future, the views of the personnel executives, the

chief executives, and the operating executives on

change in personnel administration are examined. Also,

in order to develop some insight about the changes

anticipated and their impact on management, the three

types of executives were asked for their Opinions about

the pace and degree of change, as well as its nature

and the problems it creates for firms in carrying out

their personnel activities.

(1) The three types Of executives were

asked to classify the present pace

of change occurring generally in the

field of personnel management.

Information about the pace of change is considered

significant because uncertainty about the pace at which

changes will occur may serve as a pressure on executives

involved in decision making. Discrepancies in percep-

tions among the three types of executives regarding

change may produce both hesitation and conflict in the

planning and executing of various personnel programs,

projects, and other activities.

The speed at which changes take place in the

.field Of personnel management is influenced by a nume

'ber of factors. One important factor is the improve-

ments in personnel techniques. This factor is examined

in greater detail.
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(2) The three types of executives were

asked to indicate the de ree of change

(great, moderate, little that they

expect to occur in nineteen personnel

activities performed by the personnel

department during the next five years.

Change was defined as improvement in

techniques for discharging each

responsibility.

This question was asked in order tO gain a better

understanding Of changes, in terms of improvements in

personnel techniques, taking place in the field of

personnel management. Of particular interest is

whether the degree of change expected in the nineteen

areas of responsibility varies by type of executive.

In order to develop additional insight into the

nature of change in the personnel function, three ad-

ditional factors were examined: changes in the per-

sonnel ratio, modification of responsibilities, and the

consequences of changes.

(5) The three types of executives were

asked to indicate whether they be-

lieve the ratio of personnel depart-

ment employees to total company ems

ployees will increase, decrease, or

remain constant during the next five

years.

(4) For those executives who answered

the above question, an explanation

was sought relating to why they

anticipate an increase, a decrease,

or no change in the personnel ratio.

These questions were asked in order to obtain a

laetter understanding of the expectations of the three

txypes of executives concerning probable changes in the



,
1



247

personnel ratio. Are there substantial differences

among the three types of executives? In addition,

it is considered important to Obtain reasons from the

three types Of executives for any changes, or lack of

  

changes, in the personnel ratio. Are there differences g?

in why the three types of executives believe the num-

ber of employees will, or will not, change during the ‘

next five years? i

The allocation of personnel activities among the

various organizational units of a business firm has

been a continuous and perplexing problem. While there

can be no way in which a firm can quickly attain an

ideal organization structure for the personnel func-

tion, a systematic guiding rationale is important.

Indifference to the matters of careful alloca-

tion of personnel activities may result in considerable

waste of time, particularly in the case of personnel

executives. In addition, it may create elements Of

disagreement between the three types of executives.

(5) The personnel executives were asked

to indicate whether important duties

of personnel management have been

created as personnel department re-

sponsibilities within the past five

years. If so, they were asked to

describe the duties.

(6) The personnel executives were also

asked to indicate whether important

duties of personnel management have

been transferred to the personnel
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department from another department.

If so, they were asked to describe

the duties.

(7) In addition, the personnel executives

were also asked whether important

duties of personnel management have

been transferred from the personnel

department to another department.

If so, they were asked to describe

the duties.

These questions were asked in order to find out

whether important personnel activities have been re-

assigned during the past five years. If so, have most

of these activities been created as new responsibilities

or transferred to the personnel department from other

departments--rather than transferred from the personnel

to other departments? In addition, the questions were

asked for the purpose of identifying the specific ac—

tivities created as new responsibilities; the specific

activities transferred to the personnel department

from other departments; and the specific activities

transferred from the personnel department to other

departments.

(8) The three types of executives were

asked to identify the possible effects

which will be consequences of the

changes in the personnel function.

This question was asked in order to obtain more

jknowledge about what will result from changes that have

‘been made in the personnel function and how the changes
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will affect personnel departments in the future. Of

specific interest is whether there is close agreement

among the various executives.



APPENDIX D

RELATIVE DISCREPANCY INDEX TABLES

Length of time personnel executives

have‘been in their present positions

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the number of

years they have been in their present positions?

Executive comparisons by size of firm

(1) Personnel executives in small firms, com?

pared with personnel executives in.1arge firms, indi-

cate a moderately higher response to being in their

present positions for between one and five years

(EEEH - RDI 6.0).

Length of timegpersonnel executives

have been with their present firms

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the length of

time they have been with their present firms?

Executive comparisons by size of firm

(1) Personnel executives in small firms indicate

a.greater response to having spent between one and five

:years with their present company(PSP1 - RDI 31.9).

(In the other hand, personnel executives in large firms
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indicate a greater response to having spent twenty

years or over with their present company (PSP1 - RDI 55.1).

Table D.l Length of time personnel execu-

tives have been in their present

positions, by size of firm

 

 

 

PsPl

1-5 Years PS(6.O)

6-10 years --

ll-l4 years --

15-19 years ‘ -_

'20 years and over i --

 

Table D.2 Length of time personnel execu-

tives have been with their

present firms, by size of firm

 

 

 

~PsP1

1-5 years . PS(31.9)

6-10 years -_

ll-l4 years _-

15-19 years --

20 years and over Pl(35.l)
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Percentage of work week executives

spendfiin jOint relationships

(la) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the amount of

time they spend with their chief executive in

joint sessions?

(lb) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the amount of

time they spend with their operating execu-

tives in joint sessions?

 

(2) What differences, if any, are there

among the chief executives in small and large

firms with respect to the amount of time they

spend with their personnel head in joint

sessions?

(3) What differences, if any, are there

among the operating executives in small and

large firms with respect to the amount of

time they spend with their personnel head in

joint sessions?

(4a) What differences, if any, are there

between the three types of executives in.small

firms when their responses are compared with

respect to the amount of time they report

spending with each other?

(4b) What differences, if any, are there

between.the three types of executives in large

firms when their responses are compared with

respect to the amount of time they report

spending with each other?

Executive comparisons by size of firm

(1) Personnel executives in small firms report a

moderately higher reSponse to spending less than five

percent of their time with their chief executive in

joint sessions compared to personnel executives in

large firms (PSP1 - RDI 5.9). Personnel executives
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in small firms also indicate a moderately higher re-

sponse to spending less than five percent (PsPl - RDI 7.5)

and between five and ten percent of their time (PSP1 -

RDI 9.4) in joint sessions with Operating executives

compared to personnel executives in large firms.

Personnel executives in large firms, when compared with

the personnel executives in small firms, report a

greater response to spending over twenty-five percent

of their time with operating executives in joint

sessions PsPl - RDI 14.2).

(2) When compared with chief executives in large

firms, chief executives in small firms report a greater

response to spending less than five percent of their

time in joint sessions with their heads of personnel

(Cscl - RDI 17.6). On the other hand, chief executives

inflarge firms report a moderately higher response to

spending between five and ten percent (0801 - RDI 9.5)

_and ten to twenty-five percent of their time (0801 -

RDI 8.5) in joint sessions with their personnel _-

executives.

(5) operating executives in.small firms indicate

a moderately higher response to spending less than five

percent (0801 - RDI 5.5) and between five and ten.per-

cent of thEir time (0801 - RDI 5.5) in joint sessions

with their personnel—executives compared to operating

executives in large firms. Operating executives in
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large firms report a greater response to spending be-

tween ten and twenty-five percent of their time in

joint sessions with their personnel executives

Table D.3 Percentage of work week executives spend in

joint relationships, by size of firm

 

 

Executive Comparisons by Size of Firm

PsPl PsPl Csol Osol

(With (With

chief operating

executive) executives)

 

 

Less than

5 percent P5( 5.9) P8( 7.5) 03(17-6) OSC 5.5)

5—10 percent -- -- Cl( 9.5) 08( 5-5)

lO-25 percent -- P8( 9.4) Cl( 8.3) 01(lO.9)

Over 25 percent -- P1(l4.2) -- 2 --

 

IExecutive interaction comparisons

(1) Regarding small firms, operating executives

report a greater response to spending less than five

percent of their time in joint sessions compared with

personnel executives (PSOs - RDI 32.4).

With reference to large firms, more operating

executives report spending less than five percent of

their time in joint sessions than chief executives and

gpersonnel executives (P101 - RDI 54.2, C1 1 - RDI 7.2).

{The personnel executives do, however, place greater
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emphasis on spending less than five percent of their

time in joint sessions compared with chief executives

(P101 — RDI 10.9).

_—- (2) Operating executives in small firms place

more emphasis on spending between five and ten percent

of their time in joint sessions compared with personnel

executives and chief executives (Psos - RDI 29.2,

0808 - RDI 8.0). Chief executives 32 large firms in-

dicate a higher response to spending between five and

ten percent of their time in joint sessions than do

personnel executives and operating executives (P101 -

RDI 10.2, Clol - RDI 6.8). Operating executives;—-

when compared with the personnel executives, report a

greater response to spending between five and ten per-

cent of their time in joint sessions (P101 — RDI 21.2).

(5) Personnel executives report a greater re-

sponse to spending between ten and twenty-five percent

of their time in joint sessions compared with operating

executives (P80S - RDI 57.7, P101 - RDI 17.4).

(4) Personnel executivesjreport a greater re-

sponse to spending over twenty—five percent of their

time in jClDt sessions compared with operating execu—

tives (P005 - RDI 23.8, E101 — “I 58.0).
3
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Length of time operatingpexecutives

have known present head ofipersonnel

(1) What differences, if any, are there

among the operating executives in small and

large firms with respect to how many years

they have known the head of personnel?

Executive comparisons by size of firm

(1) A greater percentage of Operating executives

in.emall firms, compared with operating executives in

large firms, report knowing the head of their per-

sonnel function for 5 to 10 years (0801 - RDI 22.2)

and 11 to 14 years (0801 - RDI 14.5): On the other

hand, a greater number of operating executives in

large firms indicate knowing the head of the personnel

function for 15 to 19 years (0801 — RDI 18.2) and for

20 years or over (OS 1 - RDI 17.2).

Table D.5 Length of time operating execu-

tives have known present head of

personnel, by size of firm

 

 

 

s 1

1—5 years —-

5-lO years 05(22.2)

11-14 years 05(14.5)

l5-l9 years 01(18.2)

20 years and over 01(17.2)

 

‘
L
.

e
'
.
~
'

.
f

r
-
i
J

 

 



258

Percentage of work week chief executives

and o erati? executives s end on

personnel maéters of all kinds

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to the amount of time they

spend on personnel matters of all kinds? F7  
(2) What differences, if any, are there

among the operating executives in small and 5

large firms with respect to the amount of %

time they spend on personnel matters of all ‘na 
kinds?

(3a) What differences, if any, are there

between the chief executives and operating

exacutives in small firms when their responses

are compared with respect to the amount of

true they spend on personnel matters of all

kinds?

(5b) What differences, if any, are there

between the chief executives and operating

executives in large firms when their responses

are compared with respect to the amount of

time they spend on personnel matters of all

kinds?

Executive comparisons by size of firm ,

(l) Moderately more chief executives in small

A firms estimate that they Spend between 10 and 25 per-

cent of their time on personnel matters of all kinds

compared with chief executives in large firms

(2) A greater number of Operating executives in

small firms report Spending less than 10 percent of

their time on all kinds of personnel matters than Oper—

ating executives in large firms do (0801 - RDI 50.2).

More Operating executives in large firms estimate
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’ spending between 10 and 25 percent (0801 -‘- RDI 21.2)

and between 25 percent and 50 percent (080:L - RDI 9.0)

of their time on personnel matters of all kinds.

hecutive interaction comparisons
.'J

O

(1) More Operating executives spend. less than 10

percent of their time on personnel matters of all kinds

compared with chief executives (CSOS - RDI 42.0,.

(2) More chief executives, when compared with

Operating executives, estimate spending between 10 and

25 percent of their time on personnel matters Of all

kinds (csso -RDI 56.3,Clol-RDI6.8).

(3) When compared with Operating executives in

small firms, moderately more chief executives estimate

that they spend between 25 and 50 percent of their time

on personnel matters of all kinds (Csos -— RDI 5.8). 2

es of sub ects with which

execu ves - a o 11 sessions

(1a) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the subjects they

_deal with when they work together with their

chief executive?

(1b) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the subjects they

. deal with when they work together with their

operating executives?
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Table D.6 Percentage of work week chief executives and

operating executives spend on personnel

matters of all kinds, by size of firm

 

 

Executive Comparisons by Size of Firm

 

and
Executive Interaction Comparisons f,

CBC1 0801 0303 0101

Less than

10 percent —- 03(50.2) 05(42.O) 01( 9.1)

10-25 percent Cs( 8.5) 01(2l.2) 08(56.3) C1( 6.8)

25-50 percent --

Over 50 percent -—

°1( 9.0) cs( 5.8) --

 

(2) What differences, if any, are there

among the chief executives in small and large

firms with respect to the subjects they deal

with when they work together with their per-

sonnel executive?

(5) What differences, if any, are there

among the operating executives in.amall and

large firms with respect to the subjects they

deal with when they work together with their

personnel executive?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to the subjects they deal with when

they work together?

(4b) What differences, if any, are there

between the three types of executives in large

firms when their reSponses are compared with

respect to the subjects they deal with when

they work together?
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Executive comparisons by size Of firm

(1) Personnel executives in small firms indicate

that they Spend moderately more time with their chief

executives on human relations problems (P8Pl — RDI 6.8)

and departmental planning and administraEEOn (PSPl -

RDI 5.7), whereas personnel executives in largeffirms

reported moderately more devotion to economic matters

(P5Pl - RDI 6.5) and executive development

(PsPl - RDI 5.1).

-— (2) Operating executives in small firms indicate

that they devote moderately more time to motivation,

communication, and human relations problems (0801 —

RDI 9.9), labor relations (OSOl - RDI 8.2), and de—

partmental planning and administration (OSOl - RDI 7.4)

compared to Operating executives in large—firms, who

report spending moderately more time on organization

design and manpower planning (OSOl - RDI 9.9), Per-

sonnel procedures and techniques (OSOl - RDI 9.4) and

economic matters (OSOl - RDI 7.8).

Executive interaction comparisons

(l) The Operating executive group in small firms

reports spending moderately more time with labor rela—

tions problems and policies than the chief executive

group in the same sized firm does (CSOS - RDI 6.1).

The reverse holds for large firms (C101 - RDI 5.0).
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(2) The personnel executive group and the chief

executive group in small firms indicate they spend more

time dealing with personnel procedures and techniques

than does the Operating executive group (P808 - RDI 10.5,

Csos - RDI 9.5). In addition, personnel extcutives in

large firms report Spending moderately more time with

personnel procedures and techniques than chief execu—

tives in large firms do (P101 - RDI 5.5).

’ (3) When compared with Operating executives,

chief executives in general report spending moderately

more time on policy matters (CSOs - RDI 9.#,

3101 - RDI 6.2). '—

(4) Operating executives in small firms indicate

that they spend moderately more time on economic matters

‘than do chief executives (CSOs — RDI 8.1). In addition,

Operating executives in large—firms report that they

Spend a greater amount of time discussing economic mat-

‘ters, compared to personnel executives and Operating

executives in the same sized firms (P10l - RDI 11.6,

c101 - RDI 14.2).

__- (5) Personnel executives and chief executives in

small firms report Spending moderately more time deal-

ixu; with organization design and manpower planning than

operating executives in small firms do (P8053 - RDI 7.6,

CSOS — RDI 6.5). In large firms, chief executives re-

port spending moderately more time dealing with
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organization design and manpower planning than per—

sonnel executives do (P10l - RDI 6.5).

(6) When compared to personnel executives and

Operating executives in small firms, Operating execu—

tives in the same sized firms indicate that they spend

moderately more time dealing with departmental planning

and administration (PSOS - RDI 7.2, 0808 - RDI 7.9).

The personnel executive—group in small—firms reports

spending moderately more time with departmental planning

and administration than the chief executive group in

small firms does (PSCS - RDI 5.1).

(7) Chief exzzutives in large firms report that

they devote moderately more time to motivation, communi-

cation, and human relations problems than personnel

executives in large firms do (P101 - RDI 5.7).

Personnel areas chief executives and

operating executives do not delegate

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to personnel responsibilities

and decisions which they feel they can not

delegate?

(2) What differences, if any, are there

among the operating executives in small and

large firms with respect to personnel respon—

sibilities and decisions which they feel they

can not delegate?

(5a) What differences, if any, are there

between the chief executives and the Operating

executives in small firms when their responses

are compared with respect to personnel reSpon-

sibilities and decisions which they feel they

can not delegate?
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(5b) What differences, if any, are there

between the chief executives and the Operating

executives in large firms when their reSponses

are compared with respect to personnel respon-

sibilities and decisions which theyfeel they

can not delegate?

Executive comparison by Size of firm

(1) Chief executives in small firms are moderately

more unwilling to delegate in the area of human rela-

tions (CBC1 - RDI 7.1), while chief executives in large

firms indicate greater reluctance to delegate on matters

related to organization planning (Cscl - RDI 15.4).

(2) Operating executives in.sm;l1 firms express

moderately more hesitancy in delegating matters related

to wage and salary (OSO1 - RDI 8.8) and labor relations

(0301 - RDI 6.1). On_the other hand, operating execu-

tives in large firms indicate greater reluctance to

delegate organization planning (0801 - RDI 11.0).

Executive interaction comparisons

(1) Chief executives in small firms are moder-

ately more unwilling to delegate matters involving

major issues or policies (CSOS - RDI 7.0) and morale

and motivational problems (0808 - RDI 7.4). On the

other hand, operating executives in small firms are

Inoderately more reluctant to delegate matters relating

'to organization structure and design (0808 — RDI 5.0)

zxnd wage and salary decisions (CSOS - RDI 9.1).
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Table D.9 Personnel areas chief executives and Operat-

ing executives do not delegate, by size of

firm

 

Executive Comparisons by Size of Firm

and ‘

Executive Interaction Comparisons

0301 0801 CBCs 0101

 

Organization

structure '

and design 01(13.4) 01(ll.O) OSC 5-0) '-

Final decisions

on.major is-

sues or

policies -¢ -- Cs( 7.0) --

Wage and salary.

decisions -- OBC 8.8) 08( 9.1) --

Labor relations

decisions -- os( 6.1) -_ -_

Morale and

motivational

problems C ( 7.1) -— CS( 7.4) -_

Personnel

budgets or

cost changes —- -- -- --

‘Miscellaneous -- -- -- __

 

Activities about which chief executives

consult Head of personnel

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to the kinds of activities

about which they normally consult the head of

personnel (among others) before taking action?
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Executive comparison by size of firm

(1) Chief executives in large firms are moder-

ately more-inclined to consult their perSonnel execu-

tives on.matters concerning decisions about people than

are chief executives in small firms (Cscl - RDI 8.1).

Table D.lO Activities about which chief

executives consult head of

personnel, by size of firm

 

 

 

 

Operational planning . --

Decisions about peOple Cl( 8.1)

Labor relations --

Company relationships ~-

Strategic planning --

Control decisions --

Organization design ——

Other --

 

Personnel executives who report

having line experience and

personnel executives who report

no Ving, ine experience

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to those who report

having line experience compared with those

who report not having line experience?
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Executive comparisons by size of firm

(1) Personnel executives in small firms are

moderately more inclined not to have line experience

(PsPl - RDI 8.7), whereas personnel executives in large

fiPms are moderately more inclined to have line experi-

ence (P§E£.— RDI 8.7).

Table D.ll Personnel executives who report

having line experience and per-

sonnel executives who report

not having line experience, by

size of firm

 

 

P P

 

s 1

Line experience P1( 8.7)

NO line experience Ps( 8.7)

 

Length of time personnel executives

have spent in Operating (linejfpositions

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the number of

years they have spent in Operating (line)

positions?

Executive comparisons by size of firm

(1) Personnel executives in small firms are more

inclined to report spending from 1 to 5 years (PsPl -

.RDI 18.5) and from 6 to 10 years in operating pOSitions

(P8P1 - RDI 6.4). On the other hand, personnel execu-

‘bives in large firms are more inclined to report

 

 



270

spending from 11 to 14 years (PsPl - RDI 12.1) and from

20 to 29 years (PSPl - RDI 9.5) in operating positions.

Table D.l2 Length of time personnel execu-

tives have Spent in operating

(line) positions, by size of

 

 

 

firm

PSP1

1-5 years PBCIB-E)

6-10 years Ps( 6-4)

ll-l4 years . _ P1(l2.l)

15-19 years --

20-29 years P1( 9.5)

50 years and over --

 

Length of time_personnel executives

‘Eave Spent in Staffipositions

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the number of

years they have Spent in staff positions?

Executive comparisons by Size Of firm

(1) Personnel executives in.amall firms have more

of a tendency to report spending between 1 and 5 years

(P8P1 - RDI 16.0) and 11 and 14 years (P8P1 - RDI 8.5)

:in.staff positions. 0n the other hand, personnel

executives in large firms have a greater tendency to
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report spending between 20 and 29 years in staff posi-

tions (PsPl - RDI 21.5).

Table D.13 Length of time personnel execu-

tives have spent in staff posi-

tions, by size of firm

 

 

 

 

PsPl

1—5 years Ps(l6.0)

6-10 years
__

ll-l4 years ' Ps( 8.5)

15-19 years --

20-29 years Pl(2l'5)

50 years and over --

 

Conflict in line-staff relations

(1) What differences, if any, are there

among personnel executives in small and large

firms with respect to their descriptions of

line-staff conflict?

(2) What differences, if any, are there

among chief executives in small and large

firms with respect to their descriptions of

line—staff conflict?

(5) What differences, if any, are there

among operating executives in small and large

firms with respect to their descriptions of

line-staff conflict?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to their descriptions of line-staff

conflict?



 

 

O

\
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(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to their descriptions of line-staff

conflict?

Executive comparisons by size of firm F?

(1) When compared with operating executives in I

small firms, a moderately higher percentage of operat-

 ing executives in large firms see little conflict in

(0801 - RDI 9.6). On the other hand, a greater per-

centage of operating executives in small firms see

moderate conflict (OSQl - RDI 11.6).

Table D.l4 Conflict in line-staff relations, by size

of firm

 

 

Executive Comparisons

by Size of Firm

 

P8P1 Cscl 0301 .

Little or no conflict in

‘ current relations ' —- -- Ol( 9.6)

Moderate conflict in

current relations -- -- 08(ll.6)

Considerable conflict in

current relations -- -- --

 

JExecutive interaction comparisons

(1) Chief executives and operating executives,

«compared with personnel executives, in general have a

(greater tendency to see little conflict (PSCS - RDI 12.7,



 

I

\
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P892 - RDI 14.1, P - RDI 10.2, Pl 1 - RDI 22.8).
1 l

The operating executives in large firms place greater

emphasis on little conflict than do chief executives in

large firms (0101 - RDI 12.6). '

(2) Personnel executives, in general, place more

emphasis on.moderate conflict than do chief executives

and operating executives (PSCs - RDI 14.2, Psos -

RDI 12.4, P101 - RDI 9.2, E01 9- RDI 23.8).—In the

case of large firms, chief—Executives place greater

emphasis on.moderate conflict compared with operating

executives (Clol - RDI 14.6).

Chagge in.1ine-staff relations

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to their descrip-

tion of change in line-staff relations?

(2) What differences, if any, are there

among the chief executives in.emall and large

firms with respect to their description of

change in line-staff relations?

(3) What differences, if any, are there

among the operating executives in.emall and

large firms with respect to their descrip-

tion of change in line-staff relations?

(4a) What differences, if any, are there

between the three types of executives in.amall

firms when their responses are compared with

respect to their description of change in

line-staff relations?

(4b) What differences, if any, are there

between.the three types of executives in large

firms when their responses are compared with

respect to their description of change in

line-staff relations? '
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Executive comparisons by size of firm

(1) Personnel executives in large firms are

moderately more inclined to believe that the situation

is improving (PsPl - RDI 6.9), whereas personnel execu-

tives in small firms are moderately more inclined to

feel that the situation is stable (PSPl - RDI 6.0).

Table D.16 Change in line-staff relations, by size

 

 

 

of firm

Executive'Comparisons

by Size of Firm

P3Pl Cscl 0801

Situation improving P1( 6.9) —— --

Situation stable P3( 6.0) -- -—

Situation getting worse -- -- -_

 

Executive interaction.comparisons

(1) In small firms, chief executives, compared

with personnel executives and operating executives,

place more emphasis on.a situation that is improving

(Pscs - RDI 8.2, 0308 - RDI 21.7). Personnel execu-

tiv;; place greater emphasis on the situation.improving,

however, than do operating executives (P80£3 - RDI 13.5).

IIn.large firms, personnel executives anarchief execu-

‘tives, compared with operating executives, place
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greater emphasis on a situation that is improving

(2) In general, a greater percentage of operat-

ing executives, compared with personnel executives and

chief executives, report that they feel the situation

is stable (P§2§.- RDI 11.3, Cfigfi - RDI 17.4, P101 -

RDI 19.9, 0101 - RDI 18.4). In small firms, personnel

executives place moderately more emphasis on a stable

situation than do chief executives (Pscs - RDI 6.1).

Factors accounting_for relations between

thegpersonnel department and other

departments in the firm

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to factors which

they believe account for relations between

their department and other departments in

their company?

(2) What differences, if any, are there

among the chief executives in.small and large

firms with respect to factors which they be—

lieve account for relations between the per—

sonnel department and other departments in

their company?

(3) What differences, if any, are there

among the operating executives in small and

large firms with respect to factors which

they believe account for relations between

the personnel department and their depart-

ment in the company?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to factors accounting for relations

between the personnel department and other

departments in the company?
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(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to factors accounting for relations

between the personnel department and other

departments in the company?

Executive comparisons by size of firm

(1) Personnel executives in small firms place

moderately more emphasis on an improvement in.line

management attitudes (PSPl - RDI 8.4). On the other

 

hand, personnel executives in large firms place moder-

ately more emphasis on changes in organization struc-

ture (PsPl - RDI 5.7).

(2)—Chief executives in small firms place moder-

ately more emphasis on improvement in top management

attitudes (CSCl - RDI 8.5), whereas chief executives

in large firms place moderately more emphasis on.come

pany attitudes (CSCl - RDI 8.6) and changes in organi-

zation structure (CgCl — RDI 5.3).

(3) Operating executives in.amall firms place

moderately more emphasis on improved human relations

(OSO1 - RDI 8.2), whereas operating executives in

Ilarge firms place moderately more emphasis an.improve-

Inent in top management attitudes (Osol - RDI 7.8) and

21 better record of the personnel department

(0831- - RDI 6.0).
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Table D.18 Factors accounting for relations between

the personnel departmentand other depart-

ments in the firm, by size of firm

 

 

Executive Comparisons

by Size of Firm

 

 

PsPl Csol 0801

Company attitudes -- Cl( 8.6) --

Improved human relations -- -- Os( 8.2)

Improved line management

attitudes Ps( 8.4) -- --

Improved top management

attitudes -- CS( 8.5) 01( 7.8)

Better record of

personnel department -— -- 01( 6.0)

Changes in organization

structure P1( 5.7) Cl( 5.5) --

Personnel is a new

function -- -— --

Personnel function is

more important —- -- --

 

Executive interaction comparisons

(1) Chief executives in large firms place moder-

ately more emphasis on the attitude of the company

(PlC1 - RDI 6.5, 0101 - RDI 8.6) than do personnel

executives and operating executives in large firms.

(2) Chief executives, compared with personnel

executives and Operating executives, generally indicate

more emphasis on improvement in human relations
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(Psis- - RDI 15.5, 3308 - RDI 7.7, Pl“-l - RDI 18.4,

$0

mention human relations moderately more than do per-

1 - RDI 16.2). In small firms, operating executives

sonnel executives (Psos - RDI 7.8).

(3) Personnel executives in.1arge and small firms,

compared with chief executives and operating executives,

place more emphasis on improvement of line management

attitudes (3.3.03 - RDI 16.1, 3508 - RDI 13.6, £01 -

RDI 11.8, P101 - RDI 8.2).

(4) In small firms, personnel executives and

chief executives place greater emphasis on improvement

in the attitude of top management than do Operating

executives (P303 - RDI 11.4, 0303 - RDI 10.3). In

large firms ,jersonnel executives place more emphasis

on improvement of top management attitude, compared with

chief executives and operating executives (P101 -

RDI 12.6, P101 - RDI 6.6). Operating executives, how- ,

ever, are moderately more inclined to mention this

. factor than are chief executives (0101 9- RDI 6.0).

(5) Operating executives in both size groups place

greater emphasis on a better record of the personnel

department than do personnel executives and chief execu-

tives (P80s - RDI 19.4, 0808 - RDI 28.2, P101 -

RDI 24.6, Clol - RDI 29.8). Personnel executives in

both size groups, however, cite this factor moderately
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more frequently than do chief executives (PSCS -

RDI 8.8, P101 - RDI 5.2). ._-

(6)fIn small firms, chief executives place mod-

erately more emphasis on changes in organization

structure than personnel executives and operating

executives do (Pscs - RDI 5.3, Csos - RDI 5.1). In

 

large firms, more emphasis is placed on this factor

by personnel executives and chief executives, compared

with operating executives (P101 — RDI 7.7, c101 -

RDI 12.6). _ '—

(7) Chief executives in.amall firms place moder-

ately more emphasis on the fact that the personnel

function is new than do personnel executives and Oper-

ating executives (PSCS - RDI 5.3, 0808 - RDI 5.1).

Educational level of personnel executives

(1) What differences, if any, are there .

among the personnel executives in small and

large firms with respect to the educational

degrees they have?

Executive comparisons by size of firm

(1) A greater number of personnel executives in

small firms, compared with personnel executives in

large firms, report having only a bachelor's degree

(P8P1 - RDI 12.8). On the other hand, a greater numr

ber of personnel executives in large firms report hav-

ing a law degree (PSP1 — RDI 13.2).
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Table D.2O Educational level of personnel

executives, by size of firm

 

 

P P

 

s l

Bachelor's degree A Ps(l2.8)

Master's degree --

Law degree Pl(13.2)

Doctor's degree --

 

College major of personnel executives

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to their major in

college?

Executive comparisons by size of firm

(1) The personnel executives in small firms re—

port a greater response to the behavioral sciences

(PSPl - RDI 21.4), whereas the personnel executives in

large firms report moderately higher responses to busi-

ness administration (PsPl - RDI 7.5), law (PSPl -

RDI 6.9), government (PgPi - RDI 6.l), and engineering

(P€E£,- RDI 5.1). .-

_Beportingrelationships of

Apersonnel executives
 

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to whom.they report?
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Table D.2l College major of personnel

executives, by size of firm

 

 

 

 

PSPl

Business administration ‘ P1( 7.5)

Humanities and education —-

Behavioral science PS(21.4)

Engineering P1( 5.1)

Law P1( 6.9)

Natural science - --

Government ~ P1( 6.1)

 

Executive comparisons by size of firm

(1) Personnel executives in large firms have more

of a tendency to report to the chairman of the board

(PS 1 - RDI 8.8) and to the president (PS 1 - RDI 14.6),

whereas personnel executives in small firms have more

of a tendency to report to an executive vice president

or group vice president (PSPl - RDI 10.4) or a manager

or superintendent (PSPl ajEDI 5.9).

Chief executives who report whether

‘Eead of personnel is a regular

member of the executive committee

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to whether they report the

head of the personnel function is a regular

member of their executive committee?
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Table D.22 Reporting relationships of

personnel executives, by size

 

 

 

of firm

PsPl

Chairman of the board P1( 8.8)

President Pl(l4.6)

Executive vice president or

group vice president PS(lO.4)

Treasurer, secretary, or

controller --

Line vice president --

Staff vice president —-

manager or superintendent PS( 5.9)

 

Executive comparisons by size of firm

(1) A moderately higher percentage of chief

executives in small firms report that the head of per-

sonnel is a regular member of the executive committee

(CSCl - RDI 6.6), whereas a moderately higher percent-

a;: of chief executives in large firms report that the

head of personnel is not a regular member of the execu-

tive committee (CSCl - RDI 6.6).

.
m
n
v
-
«
fl

 

_
W
v
-

'
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Table D.23 Chief executives who report

whether head of personnel is a

regular member of the executive

committee, by size of firm

 

 

 

 

Cscl F“

Yes , Cs( 6.6)

No 01( 6.6)

 

f
i
.
’
f

.
7
.

.
‘
J
'

'

‘
_

Chief expcutives who egpect head of

personne unc on 0 par c pa e .

some 0 e execu ve co ee mme i s

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to whether they expect the

head of their personnel function to partici-

pate in some of the executive committee

meetings?

Executive comparisons by size of firm

(1) A greater percentage of chief executives in

large firms expect the head of personnel to participate

in some of the executive committee meetings (CSCl -

RDI 26.8), whereas a greater percentage of chief execu-

tives in small firms do not expect the head of per-

sonnel to participate in some of the executive commit-

tee meetings (CSCl - RDI 26.8).
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Table D.24 Chief executives who expect

head of personnel function to

participate in some of the

executive committee meetings,

by size of firm

 

 

 

 
 

Csol

YeS' 01(26.8)

No 08(2e.s) L

 

management committees of which

ea 0 personne is a member

(1) What differences, if any, are there

among the chief executives in small and large

firms with respect to the management commit-

tees which they report the head of personnel

is a member?

Executive comparisons by size of firm

(1) The chief executives in.small firms, comp

pared.with the chief executives in large firms, re- ‘

spond more to committees related to salary (CSCl -

RDI 11.6), executive policy (0301 - RDI 8.3), and

safety (CSC1 - RDI 6.8). In contrast, the chief ex-

ecutives in large firms respond more to committees re-

lated to employee benefits (CSC1 — RDI 18.2), human.re-

lations (CSCl - RDI 8.4) and public relations

(033$ - RDI 5.4).
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Table D.25 Management committees of which

head of personnel is a member,

by size of firm

 

 

 

CsCl

General management

Executive policy Cs( 8.3)

Long-range planning --

President's staff. --

Specialized

Salary _ Cs(ll.6)

Operations --

Employee benefits C1(l8.2)

Human relations Cl( 8.4)

Personnelpolicy --

Safety Cs( 6.8)

Public relations Cl( 5.4)

 

Number of exempts in personnel department

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the number of

exempts in.their department?

Executive comparisons by size of firm.

(1) There is a greater tendency for personnel exr

ecutives in small firms to have less than 5 exempts in

their department (PSPl - RDI 76.5). On the other hand,
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there is more of a tendency for personnel executives

in large firms to have between 6 and 10 exempts (PsPl -

RDI 27.0), 11 and 20 exempts (PSPl — RDI 19.1), 21 23d

30 exempts (P8P1 - RDI 18.0), an3731 and 50 exempts

(Psi-BMW)

Table D.26 Number of exempts in personnel

department, by size of firm

 

 

 

 

PsPl

5 employees or fewer P8(76.5)

6 to 10 employees Pl(27’0)

11 to 20 employees Pl(l9.l)

21 to 30 employees Pl(18.0)

31 to 50 employees P1( 7.9)

51 to 75 employees --

76 to 100 employees -- .

More than 100 employees _-

 

Number of exempts in personnel

function in firm as a whole

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to the number of

exempts in the personnel function in their

firm as a whole?
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Executive comparisons by size of firm

(1) There is a greater tendency for personnel

executives in small firms to have less than 5 exempt

employees in the personnel function in their company as

a whole (PSP1 - RDI 81.7). On the other hand, there is

more of attendency for personnel executives in large

firms to have between 11 and 20 exempts (P8P1 -

RDI 18.7), 21 and 30 exempts (PsPl - RDI 13:3), 31 and

50 exempts (PSPl - RDI 19.3), 51‘2na 75 exempts (PsPl —

RDI 10.8), 76 ;;d 100 exempts (P8P1 - RDI 6.6), and—-

over 100 exempts (PSPl — RDI 9.8):-

Table D.2? Number of exempts in personnel

function in firm as a whole, by

size of firm

 

 

 

PSPl

5 employees or fewer Ps(81.7)

6 to 10 employees --

11 to 20 employees P1(18.7)

21 to 30 employees P1(13.3)

31 to 50 employees P1(l9.3)

51 to 75 employees P1(10.8)

76 to 100 employees P1( 6.6)

More than 100 employees P1( 9.8)
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Current goals of personnel department

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to what they cur-

rently regard as the main basic goals of

their department?

Executive comparisons by size of firm

(1).Personnel executives in small firms are

moderately more interested in improving relationships

with top management as a goal than are the personnel

executives in large firms (PsPl - RDI 5.3).

Table D.28 Current goals of personnel

department, by size of firm

 

 

 

Programs

Manpower development

Human relations

Labor relations

Economic: productivity

and efficiency

Firm

Employees

Personnel department

Organization planning and design

Personnel policies ‘

Improve relationships with top

management
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Most time—consuming activities

and7concerns 6f the executives

duringgthegpastttwogyears

- (1) What differences, if any, are there

among personnel executives in small and large

firms regarding the personnel activities

which have taken the greatest amounts of

their time?

(2) What differences, if any, are there

among chief executives in small and large

firms regarding the personnel activities

which have taken the greatest amounts of

their time?

(3) What differences, if any, are there

among Operating executives in.small and large

firms regarding the personnel activities

which have taken the greatest amounts of

their time?

(4a) What differences, if any, are there

between the three types of executives in

small firms when their responses are compared

with respect to the personnel activities

which have taken the greatest amounts of

their time?

(4b) What differences, if any, are there

between the three types of executives in

large firms when their responses are compared

with respect to the personnel activities

which have taken the greatest amounts of

their time?

Executive comparisons by size of firm

(1) Personnel executives in small firms spend

:moderately more time with activities related to ad-

ministering the personnel department (PSP1 - RDI 8.5)

.and.personne1 policies (PSP1 - RDI 5.7). On the other

Ihand, personnel executives in large firms indicate that

'they Spend moderately more time on matters related to
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organization planning (PSPl — RDI 8.8) and labor rela-

tions (P8Pl - RDI 5.1). ._—

(2)—Chief executives in small firms indicate that

they spend a greater amount of time on labor relations

(CSCl - RDI 12.2) and moderately more time with other

mitcellaneous activities (CSCl - RDI 9.7) compared

with chief executives in latge firms. The latter

group reports spending a greater amount of time dealing

with personnel techniques (CSCl - RDI 15.2) and moder-

ately more time on organizatigg planning (CSCl —

RDI 6.6) and personnel policies (CSC1 - RDI 670).

(3) Operating executives in small firms spend

moderately more time in the area of labor relations

(OSOl - RDI 9.0), while operating executives in large

firms indicate that they spend a greater amount of time

on organization planning (OSOl — RDI 10.0).

Executive interaction comparisons

(1) Personnel executives in general spend a

greater amount of time on labor relations matters than

chief executives and operating executives do (PSCS -

101 ‘1 1
RDI 10.8, P c - RDI 28.1, PSOS - RDI 19.8,

RDI 33.9). Chief executives in general devote moder—

ately more time to labor relations than Operating ex-

ecutives do {SECS - RDI 9.0, 0101 - RDI 5.8).

(2) Personnel executives in general indicate

spending a greater amount of time on administrative
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Table D.29 Most time-consuming activities and concerns

of the executives during the past two

years, by size of firm

 

 

Executive Comparisons

by Size of Firm

 

PsPl CsCl Osol

Labor relations P1( 5.1) 08(12.2) OS( 9.0)

Departmental

administration PS( 8.5) -- --

Personnel techniques -— 01(15,2) __

Personnel policies PS( 5.7) ClC 6.0) --

Organization planning

and design P1( 8.8) Cl( 6.6) 01(lO.O)

Human relations and

employee welfare —— -_ __

Economic problems of

company —- -- _-

Other -- Cs(9'7) --

 

matters related to the personnel department, when com-

pared with chief executives and operating executives

(PSCS - RDI 25.0, PlCl - RDI 14.4, 3.8.03 - RDI 25.0,

P10 - RDI 16.5).

*

l

(3) Operating executives in general devote a

greater amount of time to personnel techniques than do

'chief executives and personnel executives (PSOS -

EDI 42.4, 0583 — RDI 59.7, Pl-l — RDI 34.7, Clol -

IRDI 17.8). Chief executives in large firms report
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spending a greater amount of time on personnel tech—

niques than personnel executives in large firms do

(PLO; - RDI 16.9).

(4) Personnel executives in small firms spend

moderately more time on matters related to personnel

policies than chief executives and operating execu-

tives in small firms do (PSCs - RDI 6.9, PSOs -

RDI 8.9). — _-

(5) Chief executives and operating executives in

general spend a greater amount of time on organization

planning than do personnel executives (PsCs — RDI 19.3,

PSOS - RDI 19.4, Pl 1 - RDI 14.6, P10l - 231 18.1).

——' (6) Chief exetttives in small firms spend moder—

ately more time on matters related to human relations

and employee welfare than operating executives do

(CSOS - RDI 6.5).

-- (7) Chief executives in small firms indicate

spending a greater amount of time on economic problems

of the company than do personnel executives and operat-

ing executives (PSCS — RDI 11.2, Csos - RDI 12.9). In

large firms, the chief executivesjteport devoting moder-

zately more time to economic problems than do the per-

:sonnel executives (P10l — RDI 7.3).

(8) Chief executzves in small firms indicate that

‘they spend.moderately more time with other miscella-

Iueous activities when compared to personnel executives
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and Operating executives in the same size group (PSCS -

RDI 6.4, CSOS - RDI 9.7).

Changes in executives'expectations

3T personnel management durifig

thegpaSt’five‘years

(1) What differences, if any, are there

among personnel executives in small and large

firms regarding how they feel the expecta-

tions of their tOp executives changed within

the last five years with respect to personnel

management?

(2) What differences, if any, are there

among chief executives in small and large

firms with respect to changes in their ex-

pectations of personnel management during

the past five years?

(3) What differences, if any, are there

among operating executives in small and large

firms with respect to changes in their exr

pectations of personnel management during

the past five years?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to changes in expectations of per-

sonnel management during the past five years?

(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to changes in expectations of per-

sonnel management during the past five years?

Executive comparisons by size of firm

(1) Personnel executives in small firms have a

greater tendency not to perceive any changes in their

expectations (PSP1 - RDI 17.1), whereas personnel ex-

ecutives in large firms have a greater tendency to
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expect changes in the results of the personnel depart-

ment (PS 1 - RDI 16.2).

(23—Chief executives in small firms have a

greater tendency to expect changes in personnel tech-

niques than do chief executives in large firms (Cscl -

RDI 10.2). They also report a moderately highetjte-

Sponse to better understanding, respect, influence,

participation, and COOperation (CSCl - RDI 5.2). In

turn, chief executives in large Ezrms provide a moder-

ately higher response to expecting better results from

the personnel department (CSCl - RDI 9.3) and no

changes in their expectations-_(CSCl - RDI 6.5).

(3) Operating executives inftmall firms report

a greater response to no changes (OSO1 - RDI 17.0),

whereas operating executives in latge firms indicate

a greater response to expecting better understanding,

respect, influence, participation, and OOOperation

(032l - RDI 11.3).

Executive interaction comparisons

(1) Personnel executives in small firms place

:moderately more emphasis on expecting better under-

standing, respect, influence, participation, and coop-

eration than do chief executives and operating execu?

tives in small firms (PSCS - RDI 9.8, PSOS - RDI 5.5).

.At the same time, personnel executives and Operating

executives in large firms place greater emphasis on
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Table D.3l Changes in executives' expectations of

personnel management during the past five

years, by size of firm

 

 

Executive Comparisons

by Size of Firm

 

PSP1 CsCl 0801

Better understanding,

respect, influence,

participation, or

cooperation -- , Cs( 5.2) 01(11.3)

More or better results

from department Pl(l6.2) Cl( 9.3) --

More emphasis on or

acceptance of per-

sonnel techniques -- CS(lO.2) --

No changes perceived Ps(l7.l) Cl( 6.5) 08(17.O)

 

the above change in expectations than chief executives

in large firms do (P101 - RDI 15.9, C1 1 - RDI 20.8).

(2) Personnel executives in general report

more response to expecting more and better results

from the personnel department when.compared with chief

executives and operating executives (PSCs - RDI 16.1,

Operating executives in small firms place moder-

ately more emphasis on the above change in.expectations

than.chief executives in small firms do (CSOS -

RDI 6.2).
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(5) Chief executives in small firms report a

greater response to expecting changes in the acceptance

of personnel techniques than do personnel executives or

operating executives in small firms (PSCS - RDI 11.2,

3308 - RDI 13.0). --

(4) When compared to personnel executives, a

greater percentage of chief executives and operating

executives in both small and large firms report no

changes in their expectations (PSCS - RDI 14.4, Psos -

RDI 17.1, P101 - RDI 38.0, P101 JjHBI 17.2). Chief-

executives it-large firms indEEate a greater response

to no changes in expectations than do Operating execu,

tives in large firms (010l — RDI 20.8).

Improvements in results or effectiveness

ofppersonnel management desired by

executives fer the next—five years

(1) What differences, if any, are there

among personnel executives in small and large

firms with respect to improvements in the

personnel function which they want to make

in the future?

(2) What differences, if any, are there

among chief executives in small and large

firms with respect to improvements in the

personnel function which they want the per-

sonnel department to make in the future?

(3) What differences, if any, are there

among Operating executives in small and large

firms with respect to improvements in the

personnel function which they want the per-

sonnel department to make in the future?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with
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respect to improvements in the personnel

function which they want to make in the

future?

. (4b) What differences, if any, are there

between the three types of executives in

large firms when their responses are com-

pared with respect to improvements in the

personnel function which they want to make

in the future?

mecutive comparisons by size of firm

(1) Personnel executives in small firms are

moderately more concerned about improving economic

productivity and efficiency in general (PsPl - RDI 6.2)

and improving productivity and efficiency of employees

in particular (PSPl - RDI 7.8) than are the personnel

executives in large firms. On the other hand, person-

nel executives in large firms indicate moderately more

interest in improving manpower develOpment programs

(P3P:L - RDI 7.1) and organization planning (PsPl -

RDI 5.4).

(2) Chief executives in small firms express

moderately more concern for improving the area of or-

ganization planning than do chief executives in large

firms (CsCl - RDI 6.4). Chief executives in large

firms, on the other hand, are moderately more inter-

ested in improving relationships between the personnel

department and line and t0p management (C8 1 - RDI 6.5).

(3) When compared with Operating executives in

large firms, operating executives in small firms

_
“
m
r
u
'
. I
;

_
-

E
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indicate greater interest in the improvements of per- ,

sonnel programs in general (0301 - RDI 11.3). In par-

ticular, they are moderately-more concerned about im-

proving programs related to manpower development

(0801 - RDI 5.3). The operating executives in large

firms are moderately more interested in improving

 

economic productivity and efficiency in general (Osol -

RDI 6.4), and especially the productivity and effi-_

ciency of the employees (030:L - RDI 5.3). They also

express moderately more cont-am for making improve-

ments in the area of organization planning (0301 -

RDI 5.4). '—

Executive interaction comparisons

(1) In general chief executives and operating

executives indicate more response to seeking improve-

ments in personnel programs than do personnel execu-

tives (PSCS - RDI 15.2, PSOS - RDI 23.6, P101 -

. RDI 15.5,“1;l l - RDI 9.7) ._In addition, operating

executives ill—small firms express moderately more con-

cern for improving personnel programs than chief execu-

tives in small firms do (0808 - RDI 8.4). Conversely,

chief executives in large fit-ms are moderately more

interested in inproving personnel programs than are the

operating executives in large firms (clol — RDI 5.8).

(2) Chief executives and operating executives in

general express greater interest in seeking improvements
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Table D.33 Improvements in results or effectiveness of

personnel management desired by executives

for the next five years, by size of firm

 

 

Executive Comparisons

by Size of Firm

 

'PsPl Csol Osol

Programs . -- -- 08(11-3)

Manpower development P1( 7.1) -- Os( 5.3)

Human relations -- -- --

Labor relations -- 4-- --

Economic: productivity

and efficiency P8( 6.2) -— 01( 6.4)

Firm —- -- -_

Employees PS( 7.8) -- 01( 5.3)

Personnel department -- -- --

Organization planning

and design P1( 5.4) CS( 6.4) 01( 5.4)

Personnel policies -- -- --

Improved relationships

with top management -- Cl( 6.5) --

 

in.manpower development programs than personnel execu-

1
tives do (PSCs - RDI 15.4, P32§.- RDI 24.3, PlC -

LRDI 10.9, Pl 1 — RDI 11.9). At the same time, Operat-

ing executives in.small firms are moderately more con-

cerned about improving manpower programs than chief

executives are (CSOS - RDI 8.9).
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(3) Chief executives in large firms exhibit modere

ately more concern about improving human relations

programs than do Operating executives in the same sized

firms (0101 - RDI 5.0).

(43 Personnel executives in small and large firms :3

indicate more response to improving economic produc-

 tivity and efficiency in general than chief executives 3

and Operating executives in.small and large firms do '

P101 - RDI 9.3). Also, chief executives in.small

firms, when compared with operating executives in the

same sized firms, are moderately more interested in

seeking improvement in economic productivity and effi-

ciency (CSOs - RDI 7.4).

(5)—Personnel executives and chief executives in

small firms report greater interest in improving the

economic productivity and efficiency of employees than

operating executives in small firms do (Psos - RDI 13.4,

CSOS - RDI 10.0).

-—_ (6) Personnel executives in small firms express

more interest in improving the economic productivity

and efficiency of the personnel department compared

‘with chief executives and Operating executives (PSCs -

.IRDI 11.2, Psos - RDI 5.0). Operating executives—in

small firm;: however, are moderately more concerned

tabout improving the personnel department than the chief
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executives in small firms are (CSOS — RDI 6.2).

Personnel executives in large firms exhibit moderately '

more concern for improving the personnel department

than do chief executives in large firms (PlCl -

RDI 8.1). _-

(7) Chief executives in small firms are moderate-

ly more concerned about improving organization planning

and design than are personnel executives and Operating

executives (PSCS - RDI 5.4, CSOs - RDI 6.4). The re-

verse holds true for large firms (PlCl — RDI 6.4,

0101 — RDI 5.4). _-

'_- (8) Operating executives in large firms express

moderately more interest in.1mproving personnel poli—

cies than do personnel executives and chief executives

in large firms (P10l - RDI 5.6, 01 l - RDI 5.9).

(9) Personnel-executives in gmall firms, when

compared with chief executives in the same sized firms,

display a greater interest in improving relationships

‘with top management (PSCS - RDI 16.5). Personnel ex-

ecutives in large firm; are moderately more interested

in improving relationships with tOp management than are

operating executives in large firms (P101 - RDI 5.4).

Factors that personnel executives

“BElieve inhibit their effectiveness

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to factors which

they believe inhibit their effectiveness?
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Executive comparisons by size of firm

(1) Personnel executives in small firms place

greater emphasis on poorly trained personnel workers

(PsPl - RDI 12.3), whereas personnel executives in

large firms place moderately more emphasis on lack of

access to or acceptance by top management (PsPl -

RDI 7.2).

Table D.35 Factors that personnel execu—

tives believe inhibit their

effectiveness, by size of firm

 

 

 

Pressure of details
--

Poorly trained or insufficient

numbers of personnel workers PS(12.3)

Lack of access to or

acceptance by top

management
P1( 7.2) .

Personal limitations
—-

Lack of line management

acceptance or understanding --

Bureaucratic factors in firm —-

Lack of funds or resources --

 

Executives who are critical of the

field oftpersonneI management and

executives who are not critical of

the field of personnel management

(1) What differences, if any, are there

among the personnel executives in.small and

large firms regarding those who are critical
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of the field of personnel management compared

with those who are not critical of the field

of personnel management?

~(2) What differences, if any, are there

among the chief executives in small and large

firms regarding those who are critical of the

field of personnel management compared with

those who are not critical of the field of

personnel management?

(3) What differences, if any, are there

among the operating executives in small and

large firms regarding those who are critical

of the field of personnel management compared

with those who are not critical of the field

of personnel management?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to those who are critical of the field

of personnel management and those who are not

critical of the field of personnel management?

(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to those who are critical Of the field

of personnel management and those who are not

critical of the field of personnel management?

Executive comparisons by size of firm

(1) The personnel executives in small firms

gave a greater response to not being critical (PsPl -

RDI 11.6), whereas the personnel executives in Inge

firms gave a greater response to being critical (P8P1 -

RDI 11.6).

Executive interaction comparisons

(1) In general, personnel executives are more

critical of the field of personnel management than are
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Table D.36 Executives who are critical of the field of

personnel management and executives who are

not critical of the field of personnel

management, by size of firm

 

 

Executive Comparisons

by Size of Firm

 

PsPl CsCl 0801

Critical Pl(ll.6) -- __

Not critical PS(11.6) -- --

 

chief executives and operating executives (Pscs -

RDI 6.9, 3303 - RDI 22.3, 3101 - RDI 18.0, E01 -

RDI 31.2). HOwever, chief executives generally dis-

play greater criticism of the field than operating

executives do (CSOS - RDI 15.4, C10l - RDI 13.2).

(2) In general, chief execttives and operating

executives are more reluctant to make any criticisms

of the field of personnel management (Pscs - RDI 6.9,

P322 - RDI 22.3, Plgl - RDI 18.0, PLO; — RDI 31.2).

Operating executives, however, generally diaplay greater

reluctance to make any criticisms of the field (CSOS -

RDI 15.4, c o

.1
1 - RDI 13.2).

Criticisms or reservations of the

Tttld ofgpersonnel management

madetby executives

 

(1) What differences, if any, are there

among the personnel executives in small and

large firms regarding criticisms of the field

of personnel management?
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(2) What differences, if any, are there

among the chief executives in small and large

firms regarding criticisms of the field of

personnel management?

(3) What differences, if any, are there

among the Operating executives in small and

large firms regarding criticisms of the field .

of personnel management? F1

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with ,

respect to their criticisms of the field of t

personnel management? ~,h

 

(4b) What differences, if any, are there '

between the three types of executives in large

firms when their responses are compared with

respect to their criticisms of the field of

personnel management?

Executive comparisons by size of firm

(1) Personnel executives in small firms express

greater criticism over lack of recognition and accept-

ance (P8P1 - RDI 12.4) and moderately more criticism

concerting the pressure of details (PSPl - RDI 5.9),

whereas personnel executives in largg-firms are moder-

ately more critical of too much emphasis on techniques

(PS 1 - RDI 6.8).

-_'(2) When compared with chief executives in large

firms, chief executives in small firms exhibit greater

criticism over inadequate resources (CSC - RDI 15.0)
1

and moderately more criticism over lack of recognition

and respect (CSCl - RDI 7.1). On the other hand, chief

executives in large firms display greater criticism
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over lack of line or general management experience on

the part of personnel managers (CSC1 - RDI 11.6).

(3) Operating executives in ;;all firms indicate

greater criticism over pressure of details (0301 -

RDI 10.0) and moderately more criticism over—lack of

recognition or acceptance (OSO1 - RDI 6.0). Operating

executives in large firms at; moderately more critical

of too much emphasis being placed on techniques

(egg; - RDI 8.0).

Executive interaction comparisons

(1) Personnel executives and operating executives

in general express greater criticism.about weaknesses

of the personnel department compared with chief execu-

tives (PSCS - RDI 23.2, CSOS - RDI 25.7, PlCl —

RDI 28:3: C1 1 - RDI 30.4)T_ “_—

(2) Pattennel executives in general indicate

greater criticism over lack of recognition and reSpect

than do chief executives and Operating executives

{SECS - RDI 22.9, SECS - RDI 20.0, PlC1 - RDI 17.6,

P101 - RDI 13.6).

(3) When compared to chief executives in small

firms, personnel executives and operating executives

in the same sized firms show greater criticism over

pressure of details (PSCS — RDI 10.0, Csos - RDI 10.0).

(4) Chief executives in general exptess greater

criticism over inadequate resources than personnel

.-
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Table D.38 Criticisms or reservations of the field of

personnel management made by executives,

by size of firm

 

 

Executive Comparisons

by Size of Firm

P Pl 0801 0801

 

Department's own

weaknesses -— -- —-

Lack of recognition

and acceptance Ps(l2.4) C ( 7.1) O ( 6.0)

No future for

advancement —- -_ -_

Pressure of details P5( 5.9) -- 08(10.O)

Lack of resources -— Cs(15‘0) --

No basis for

evaluating progress -- -_ -_

Too much emphasis on

techniques P1( 6.8) -— 0

Poor public relations -- -- -_

Lack of line or

general management

knowledge by per—

sonnel executives -- Cl(ll.6) '-

 

 

executives and Operating executives do (PSCS - RDI 28.6,

(5) Chief executives in small firms are moder-

ately more critical about too much emphasis on tech—

niques compared with personnel executives and operating
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executives in small firms (PSCS - RDI 7.1, CSOS -

RDI 7.1).

.(6) When compared with chief executives and

Operating executives, personnel executives, in general,

display greater criticism over poor public relations

(PSCS — RDI 20.0,330S - RDI 20.0, P101 - RDI 24.3,

(7) In general, chief executives and Operating

executives report greater criticism concerning lack of

line or general knowledge by personnel executives than

personnel executives do (PSCS - RDI 42.9, PSOS -

RDI 40.0, P C
1 1

tion, chief executives in large firms diSplay greater

- RDI 54.5, P10l - RDI 40.0). In addi-

criticism over this factor than operating executives

in the same sized firms do (0101 - RDI 14.5).

Areas in which personnel department

assiSted’qperating»executives

during the past two_years

(1) What differences, if any, are there

among the Operating executives in small and

large firms with respect to how they believe

the personnel department has assisted them

in dealing with concerns of personnel manage-

ment which have occupied most of their time

within the last two years?

Executive comparisons by size of firm

(1) Operating executives in small organizations

place moderately more emphasis on receiving assistance

from the personnel department on matters related to
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wage and salary administration (OSOl - RDI 7.7),

whereas operating executives in large firms place

greater emphasis on receiving advice, counsel, and

direct assistance (OSOl - RDI 15.2).

H
Table D. 40 Areas in which personnel de- ‘

partment assisted operating

executives during the past two

years, by size of firm

 
 

 

 

Advice and counsel 01(15.2)

Information and research --

Manpower acquisition and

development —~

Labor relations --

Human relations problems -—

Wages, salaries, benefits OS( 7.7)

Improving and developing

policies --

Organization planning --

 

Operating executives who report that

there are areas in which they are not

gpttinggsufficient_help from their

personneitdepartments and operating

executives Who report that'there are

no areas it Which they want more help

from theirpersonnel departments

(1) What differences, if any, are there

among Operating executives in small and large

firms with respect to those who report there

are areas in which they are not getting
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sufficient help from their personnel depart-

ments compared with those who report that

there are no areas in which they want more

help from their personnel departments?

Executive comparisons by size of firm

(1) Operating executives in small firms are

moderately more inclined to report that there are no

areas in which they want more help (0801 - RDI 9.1),

whereas operating executives in large firms are moder-

ately more inclined to report that there are areas in

which they are not getting sufficient help (0801 -

RDI 9.1). '—

Table D.4l Operating executives who report

that there are areas in which

they are not getting sufficient

help from their personnel de-

partments and operating execu-

tives who report that there are

no areas in which they want more

help from their personnel de-

partments, by size of firm

 

 

0 0

 

s 1

Areas 01( 9.1)

No areas 08( 9.1)

 

Areas in which operating executives

receive insufficient help from

their_personnel departments

(1) What differences, if any, are there

among operating executives in small and large

firms with respect to any areas in which they
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believe they do not receive enough help from

their personnel department?

Executive comparisons by size of firm

(1) Operating executives in small firms place mod-

erately more emphasis on not receiving enough help from

the personnel department in the areas of motivation,

morale, and human relations (OSOl - RDI 16.2), whereas

operating executives in large—firms place moderately

more emphasis on problems of organization planning and

design (0801 - RDI 7.9), employment programs and prob-

lems (0301—: RDI 9.9), and labor relations (0301 -

RDI 5.3)-.— _-

Table D.42 Areas in which operating executives receive

insufficient help from their personnel

departments, by size of firm

 

 

 

Improving or administering policies,

planning, or research --

Problems of organization planning and design 01( 7.9)

Employment programs and problems 01( 9.9)

Problems of motivation, morale, and

human relations 03(16.2)

Executive development and employee

training and appraisal _-

Labor relations, grievances, and

disciplinary action ' 01( 5.3)

Economic problems: wages, salaries,

pensions, safety --
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Additional areas of knowle e and

tra nee e ,personne

execu ves o mee _present standards

'(1) What differences, if any, are there

among personnel executives in small and large

firms regarding additional knowledge and .

training they feel they need to meet present

standards?

 

(2) What differences, if any, are there

among chief executives in small and large

firms regarding additional knowledge and

training they feel personnel executives

need to meet present standards?

(3) What differences, if any, are there

among Operating executives in small and large

firms regarding additional knowledge and

training they feel personnel executives need

to meet present standards?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to additional knowledge and training

they feel personnel executives need to meet

present standards?

(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to additional knowledge and training

they feel personnel executives need to meet

present standards?

Executive comparisons by size of firm

(1) Personnel executives in.small firms place

greater emphasis on acquiring more knowledge about 1a-

bor relations (P8P1 - RDI 13.0), whereas personnel exr

ecutives in large firms mention with greater frequency

the need for quantitative skills (PsPl - RDI 11.2).
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(2) Chief executives in small firms place

greater emphasis on having personnel executives improve

their understanding of new personnel techniques (0801 -

RDI 15.9) and moderately more emphasis on gaining-zddi-

tional information about labor relations (CBC1 -

RDI 7.6). - '—

Chief executives in large firms provide greater

emphasis on personnel executives developing more in?

sight into the behavioral sciences (CBC1 - RDI 15.6)

and moderately more concern about acquiting additional

line or general management experience (0801 - RDI 6.4)

and fringe benefits knowledge (CSC1 - RDI-3.3).

(3) Operating executives infgmall firms display

greater concern for personnel executives acquiring

knowledge about labor relations (OSOl - RDI 21.2) and

new personnel techniques (OSOl - PSI 17.6), and.moder-

ately more concern for acqtiring behavioral science

knowledge (OSOl - RDI 7.7).

Operating executives in large firms place greater

emphasis on personnel executives acquiring more line or

general management experience (0801 - RDI 36.9).

Executive interaction comparisons

(l) The need for personnel executives to have

more knowledge about quantitative skills is mentioned

moderately more often by chief executives in.small
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Table D.43 Additional areas of knowledge and training

needed by personnel executives to meet

present standards, by size of firm

 

 

Executive COmparisons

by Size of Firm

 
 

 

PsPl CsCl osol

Quantitative skills Pl(ll.2) -- --

Labor relations skills Ps(l3.0) Cs( 7.6) Os(21‘2)

Behavioral science

knowledge -- 01(15.6) Os( 7.7)

Line or general

management knowledge -- Cl( 6.4) 01(36.9)

Fringe benefits

knowledge -- cl( 5,3) --

New'personnel

techniques -- CS(15.9) 08(17.6)

 

firms than personnel executives and operating execur

tives in the eerie sized firms (PSCS - RDI 6.6, (:80,3 -

. RDI 8.3). Personnel executives i;_large firms Etress

the above factor moderately more than chief executives

and Operating executives in large firms do (P101 -

RDI 8.4, P O - RDI 8.1). -—-
1 1

(2) Operating executives in small firms express  greater concern over personnel executives acquiring

1

additional knowledge about labor relations than do 4

personnel executives and chief executives in small
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(5) Chief executives in small firms express more

concern than personnel executives and operating execu-

tives about the need for personnel executives to have

a better understanding of the behavioral sciences

(PSCS - RDI 5.8, 0808 - RDI 13.1). Personnel execu-

 tives in small firms place moderately more stress on

this factor than do operating executives in small firms

(PSOS - RDI 7.5). The same results are noticed in

large firms (PLS; - RDI 21'1’.E$91 — RDI 36.4,.El91 -

RDI 15.0).

 

(4) The personnel executives' need for additional

line or general management experience is stressed mod-

erately more by chief executives in.small firms comp

pared with personnel executives and operating executives

in small firms (PSCS - RDI 9.1, CSOS - RDI 5.4).

In large firms, operating executives place greater

emphasis on the above factor than personnel executives ‘

and chief executives do (P101 - RDI 38.2, 0101 -

RDI 25.1). Chief executives in large firms indicate

greater concern about additional line or general man-

agement experience than do personnel executives in

large firms (P101 - RDI 15.1).

(5) Compa;;d to Operating executives in small

firms, personnel executives and chief executives ex-

press more concern about personnel executives having
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a better understanding of fringe benefits (PSOS —

RDI 10.0, 0508 - RDI 8.5). -_-

That—personnel executives should have greater

knowledge about the above factor is stated moderately

more by chief executives in large firms than personnel 5?

executives and Operating executives in large firms Ele

(PIEl — RDI 6.5, $01 - RDI 8.8).

 (6) The need for personnel executives to have 31

I

more knowledge about new personnel techniques receives i '

greater attention from personnel executives and oper-

ating executives in small firms than from chief execu—

tives in the same size firms (PSCS - RDI 16.7, CSOS -

RDI 21.2).

Personnel executives in large firms place greater

emphasis on the above factor compared with chief execu—

tives and operating executives in large firms (PlCl —

RDI 54.4, P101

firms display greater concern over this matter than

- RDI 14.9). Chief executives in large ‘

operating executives do (0101 - RDI 19.5).

Additional areas of knowledge and

training needed bywpersonnel

executives to make significant

adVanced in effectiveness

(1) What differences, if any, are there

among personnel executives in small and large

firms regarding additional knowledge and

training they feel they need to make signifi—

cant future advances? ‘

(2) What differences, if any, are there

among chief executives in small and large
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firms regarding additional knowledge and

training they feel personnel executives

need to make significant future advances?

(3) What differences, if any, are there

among operating executives in small and

large firms regarding additional knowledge

and training they feel personnel executives

need to make significant future advances?  
(4a) What differences, if any, are

there between the three types of executives

in small firms when their responses are com-

pared with respect to additional knowledge

and training they feel personnel executives

need to make significant advances in

effectiveness?

 

(4b) What differences, if any, are

there between the three types of executives

in large firms when their responses are

compared with respect to additional knowl-

edge and training they feel personnel ex~

ecutives need to make significant advances

in effectiveness?  
Executive comparisons by size of firm

(1) Personnel executives in.small firms emphasize

greater concern for acquiring additional line or general .

management experience (PSPl — RDI 11.8) and moderately

more concern for gainingjmore information on labor re-

lations (PsPl - RDI 8.9) and fringe benefits (PSPl -

RDI 7.1):—70n the other hand, personnel executives in

large firms place greater emphasis on areas related

to new personnel techniques (PSPl — RDI 12.4) and be-

havioral science (PsPl — RDI ldtgb.

(2) The need £3; the personnel executive to have

more line or general management experience receives

greater attention from chief executives in small firms
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(0801 - RDI 15.5). They also are moderately more con-

cerned about the labor relations area (C50

1

- RDI 6.4) 0

That personnel executives need to acquire more

knowledge about new personnel techniques is stated

with greater frequency by chief executives in large

firms (0801 - RDI 26.0).

(3) Operating executives in small firms report

a greater response to having personnel executives learn

more about the behavioral sciences (0301 - RDI 27.0)

compared with Operating executives in large firms who

express greater concern.with the area of new personnel

techniques (OSO1 - RDI 15.4).

Table p.45 Additional areas of knowledge and training

needed by personnel executives to make

significant advances in effectiveness, by

size of firm

 

 

Executive Comparisons

by Size of Firm

 

PsPl CsCl osol

Quantitative skills -- -- --

Labor relations skills P8( 8.9) CS( 6.4) --

Behavioral science

knowledge Pl(10.8) -- 03(27'0)

Line or general

management knowledge PS(ll.8) CS(15.5) --

Fringe benefits

knowledge PS( 7.1) -- --

New personnel techniques P1(l2.4) 01(26.O) 01(15.4)

 

 
9?
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Executive interaction comparisons

(1) That personnel executives should improve their

quantitative skills is stated moderately more by per-

sonnel executives and chief executives in small firms

than operating executives in small firms (P303 - RDI 7.0,

0,308 - RDI 5.7).

_ The improvement of quantitative skills is stressed

moderately more by personnel executives in large firms

compared with chief executives and operating executives

in the same 312. firms (P101 - RDI 9.0, 2101 - RDI 7.8).

(2) The operating executives in laEg-e firms place

moderately more emphasis on the need for the personnel

executive to gain additional knowledge about labor re-

lations compared to personnel executives and chief ex-

ecutives in large firms (P101 — RDI 9.6, 0101 -

RDI 8.3). — ' _-

(3) The need for personnel executives to acquire

knowledge about the behavioral sciences is given

greater attention by chief executives and operating

executives in small firms than personnel executives

in the same size firms (Pscs - RDI 10.}, P308 -

RDI 17.3). Operating executives in small firms are

moderately more concerned about this factor than are

chief executives (Csos - RDI 7.0).

Personnel executives. and chief executives in

large firms place greater emphasis on the behavioral
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sciences compared to Operating executives in the same

firms (P10 - RDI 20.5, 0101 - RDI 18.8).
1

(4) The need for personnel executives to gain

additional line or general management experience re-

ceives moderately more attention from chief executives

in small firms than personnel executives in small firms

(PSC8 - RDI 9.7), and greater attention from chief exp

ecutives in small firms compared with operating execu,

tives in the same size firms (Csos ; RDI 15.1).

Personnel executives in small firms are moderately

more concerned about this factor than are operating

executives in small firms (PSOs - RDI 5.4).

Chief executives and Operating executives in

large firms respond more to the need for more line or

general experience than do personnel executives in

large firms (PlCl - RDI 6.0, P101 — RDI lO.3).

(5) The personnel executive's need for additional

information about fringe benefits is emphasized moder-

ately more by personnel executives in small firms, come

pared with chief executives and Operating executives

in the same size firms (PSCs - RDI 5.4, PSOS - RDI 7.2).

(6) Operating executives in general place more

emphasis on personnel executives acquiring information

about new personnel techniques than do personnel execu-

tives and chief executives (PSOS - RDI 5.5, 0305 -

RDI 17.4, P1 1 - RDI 8.5, C1 1 — RDI 6.8). Personnel

 
 

 



T
a
b
l
e

D
.
4
6

A
d
d
i
t

t
o
m
a
k
e

s
i
g
n
i
f
i
c
a
n
t

i
o
n
a
l

a
r
e
a
s

o
f
k
n
o
w
l
e
d
g
e

a
n
d
t
r
a
i
n
i
n
g
n
e
e
d
e
d
b
y
p
e
r
s
o
n
n
e
l

e
x
e
c
u
t
i
v
e
s

a
d
v
a
n
c
e
s

i
n

e
f
f
e
c
t
i
v
e
n
e
s
s
,

b
y

s
i
z
e

o
f

f
i
r
m

  Q
u
a
n
t
i
t
a
t
i
v
e

s
k
i
l
l
s

L
a
b
o
r

r
e
l
a
t
i
o
n
s

s
k
i
l
l
s

B
e
h
a
v
i
o
r
a
l

s
c
i
e
n
c
e

k
n
o
w
l
e
d
g
e

L
i
n
e

o
r

g
e
n
e
r
a
l

m
a
n
a
g
e
m
e
n
t

k
n
o
w
l
e
d
g
e

F
r
i
n
g
e

b
e
n
e
f
i
t
s

k
n
o
w
l
e
d
g
e

N
e
w
p
e
r
s
o
n
n
e
l

t
e
c
h
n
i
q
u
e
s

E
x
e
c
u
t
i
v
e

I
n
t
e
r
a
c
t
i
o
n

C
o
m
p
a
r
i
s
o
n
s

P
s
o
s

P
s
<

7
.
0
)

0
3
(
1
7
-
5
>

P
8
(

5
.
4
)

P
8
(

7
.
2
)

°
.
<

5
.
5
)

C
s
o
s

°
s
<

5
.
7
)

0
.
<

7
.
0
)

C
S
(
I
S
.
1
)

0
8
(
1
7
.
4
)

'
P
C
1

1

P
1
(

9
.
0
)

P
O

1
1

P
1
<

7
.
8
)

°
1
<

9
.
6
)

P
1
(
2
O
.
5
)

0
1
(
1
0
.
3
)

0
1
(

8
.
5
)
 

 
A

n
i
l
-
A
v
5
“

331



552

executives in small firms place greater emphasis on

new personnel techniques than chief executives do

(SECS - RDI 12.1).

Main strengths attributed to head I:

of personneI"by chief executives I?

and*operatingrexecutives

(1) What differences, if any, are there

among the chief executives in small and large ;

firms with respect to what they consider to :

 be the main strengths the head of personnel i I

brings to his work?

(2) What differences, if any, are there

among the operating executives in small and

large firms with respect to what they con-

sider to be the main strengths the head of

personnel brings to his work?

(5a) What differences, if any, are

there between the two types of executives

in small firms when their responses are

compared with respect to what they consider

to be the main strengths which the head of

personnel brings to his work?

(3b) What differences, if any, are

there between the two types of executives ‘ .

in large firms when their responses are

compared with respect to what they consider

to be the main strengths which the head of

personnel brings to his work?

Executive comparisons by size of firm

(1) The chief executive group in large firms re-

ports a greater response rate to t0p management view

of the company (CSC1 - RDI 26.6), accepts responsi-

bility and seeks challenge (CSCl - RDI 15.1), decision-

making and problem.solv1n8 (Gail - RDI 23.6), back-

ground in operating management (0501 - RDI 24.4), and
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knows what to delegate (CSC1 - RDI 14.1). This group

also reports moderately mo;e emphasis on profit oriented

(CSCl - RDI 7.6). In turn, the chief executive group

in small firms places moderately more emphasis on legal-

collective bargaining experience (0801 - RDI 5.6) and

getting things done through peOple_with.minimum.wear

and tear (CSCl - RDI 7.1).

(2) Operating executives in large firms, when

compared with operating executives in small firms,

place greater emphasis on legal or collective bargainr

ing eXperience (OSOl — RDI 11.9), knows what to dele-

gate (OSOl - RDI égté), effective organizer (OSOl -

RDI 13.3): accepts responsibility and seeks challenge

(OSOl - RDI 16.0), good communicator (OSO1 — RDI 13.4),

strong executive recruiting abilities andfgood insight

into people (0801 - RDI 20.6), profit oriented (OSO1 -

RDI 15.3) and t3; management view of company‘s busi:'

ness and interests (OSOl - RDI 17.8). In addition, the

operating executives inflarge firms place moderateky

more emphasis on background in operating management

(0801 - RDI 9.0), good planner (OSO1 - RDI 9.1),

ability to get things done throughjpeople with.minimum

wear and tear (OSO1 - RDI 8.2), and other miscellaneous
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Executive interaction comparisons

(1) In general, the operating executives place

more emphasis on the personnel executive having a back-

ground in Operating management (CSOS - RDI 24.4, 0101 -

RDI 9.0). — _

(2) Legal or collective bargaining experience

(0808 - RDI 8.9, Cl 1 - RDI 8.6), an effective organiz-

ar—(CSOS - RDI 7.3;_Cl 1 - RDI 7.1), and one who has the

ability to get things done through peOple, with minimum

wear and tear (CSOS - RDI 6.4, 0101 - RDI 8.9) are

strengths mentianed moderately more frequently by chief

executives in small firms compared with Operating execu-

tives in small firms. Similar findings are noted for

operating executives in large firms when compared with

chief executives in the same size firms.

(3) When compared with operating executives,

chief executives mention more frequently those strengths

related to strong executive recruiting abilities and

good insight into people (0808 - RDI 27.1, C 01 -

RDI 8.7) and profit orients; (CSOS - RDI 14. , C O -

RDI 6.7).

(4) The operating executives in small firms re-

port a greater response to decision-making as a strength,

compared to the chief executives in small firms (CSOS -

RDI 12.3). The reverse is indicated for chief
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executives in large firms, compared to operating ex-

ecutives in the same sized firms (0101 - RDI 12.9).

(5) Chief executives in small—firms report a

greater response to good communicator as a strength

than Operating executives in the same size firms do

(CSOS - RDI 12.3) and moderately more response to being

a—EOOd planner (CSOS - RDI 7.4).

(6) The chEEf executives in large firms place a

greater emphasis on their personnel executives having

a top management point of view than.cperating execu—

tives in large firms do (C101 - RDI 11.5).

(7) When compared with chief executives in large

firms, operating executives in large firms place greater

attention on knowing what to delegate as a strength

(C101 - RDI 18.9) and moderately more emphasis on

"other" miscellaneous strengths (ClOl - RDI 5.6).

Quantitative criteria for evaluating

‘the effectiveness of personnel management

 

(1) What differences, if any, are there

among personnel executives in small and large

firms regarding the quantitative criteria

which they believe chief executives can use

to measure the effectiveness of personnel

management?

(2) What differences, if any, are there

among chief executives in small and large

firms regarding the quantitative criteria

they use for evaluating the effectiveness of

personnel management?

(3) What differences, if any, are there

among Operating executives in.small and large
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firms regarding the quantitative criteria

they use for evaluating the effectiveness

of personnel management?

(4a) What differences, if any, are

there between the three types of executives

in small firms when their responses are com?

pared with respect to quantitative criteria

for evaluating the effectiveness of per-

sonnel management?

(4b) What differences, if any, are

there between the three types of executives

in large firms when their responses are come

pared with respect to quantitative criteria

for evaluating the effectiveness of per-

sonnel management?

Executive comparisons by size of firm

(1) Personnel executives in small firms make

moderately more use of lower per capita personnel

costs as a criterion compared with personnel execu-

tives in large firms (PSPl - RDI 6.4).

(2) Chief executives in.small firms tend to men?

tion the use of criteria such as improved absenteeism,

turnover, and safety moderately more than chief execu?

tives in large firms do (CSCl - RDI 7.9). The latter

group indicates moderatelyfmore use of lower manpower

costs (0801 - RDI 8.0) and corporate profit or pro-

ductivityfz'CSCl — RDI 7.1) as criteria.

(3) Operating executives in.small firms indicate

moderately more use of criteria such as improved ab-

senteeism, turnover, and safety (0301 - RDI 9.1) and

corporate profit or productivity (OSOl - RDI 8.0),

"a
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whereas operating executives in large firms make

greater use of an adequate supply of manpower as a

criterion (OSOl - RDI 10.7).

Table D.48 Quantitative criteria for evaluating the F1

effectiveness of personnel management, by

size of firm

 

 

 

 

Executive Comparisons i

by Size of Firm fl

PSPl Cscl 0501

Improved absenteeism,

turnover and safety -- CS( 7.9) OS( 9.1)

Savings in labor

contract or

grievances handled -— -- --

Adequate supply of

manpower —- -- Ol(lO.7)

Lower per capita

personnel costs PS( 6.4) -— -+ .

Corporate profit or

productivity -- C1( 7.1) OS( 8.0)

Lower manpower costs -- Cl( 8.0) --

Number of programs

and services -— -- --

 

Executive interaction comparisons

(l) The use of criteria such as improved absen-

teeism, turnover, and safety is cited.moderately more

by operating executives in small firms compared with

 

 



340

personnel executives and chief executives in firms of

the same size (PSOS — RDI 9.2, 0803 - RDI 6.0).

(2) The use of savings in labor relations as a

criterion is mentioned moderately more by chief execu-

 

ta

tives in small firms than personnel executives in the g

same sized firms (PSCS - RDI 7.4). Similar findings

are noted for chief executives in large firms when they i

are compared with operating executives in large firms g

(0101 - RDI 6.2).

-_- (3) Personnel executives and chief executives in

small firms, when compared with Operating executives

in the same sized firms, report more use of adequate

supply of manpower as a criterion (PSOS - RDI 5.4,

CSOS - RDI 10.2). _—'

__- (4) Personnel executives and operating executives

in small firms make moderately more use Of lower per

capita personnel costs as a criterion than chief execu—

tives in small firms do (PSCS - RDI 8.0, CSOS — RDI 6.0).

Operating executives in la;ge firms report more use of

the above factor than do personnel executives and chief

executives in firms of the same size (P101 - RDI 6.1,

(5) Corporate profit or productivity as criteria

are mentioned moderately more by Operating executives

in small firms than by chief executives in small firms

(CSOS - RDI 6.0). On the other hand, personnel
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executives and chief executives in large firms cite

the above factors moderately more than operating execu-

tives in large firms do (P10l - RDI 8 5’.3291 —

RDI 9.1).

ualitative criteria for evaluatinggthe

e fectiveness of_personnel management

(1) What differences, if any, are there

among personnel executives in small and large

firms regarding the qualitative criteria

which they believe chief executives can.use

to measure the effectiveness of personnel

management?

(2) What differences, if any, are there

among chief executives in.small and large

firms regarding the qualitative criteria

they use for evaluating the effectiveness of

personnel management?

(3) What differences, if any, are there

among operating executives in small and large

firms regarding the qualitative criteria

they use for evaluating the effectiveness of

personnel management?

(4a) What differences, if any, are there.

between the three types of executives in small

firms when their responses are compared with

respect to qualitative criteria used for eval-

uating the effectiveness of personnel

management?

(4b) What differences, if any, are there

between.the three types of executives in large

firms when their responses are compared with

respect to qualitative criteria used for

evaluating the effectiveness of personnel

management?

Executive comparisons by size of firm

(1) Personnel executives in small firms report

moderately more use of higher employee morale and better
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communication (PsPl - RDI 6.7) as criteria, whereas

personnel executives in large firms indicate moderately

more use of effectiveness of programs in meeting com-

pany objectives (P3Pl - RDI 7.4) and respect and use

of programs by line-executives (P8151 - RDI 5.6).

(2) Respect and use of programs by line execu-

tives as criteria are cited moderately more by chief

executives in large firms compared with chief execu-

tives in small firms (C801 — RDI 9.7).

(3) Operating executives in small firms make

moderately more use of reduction of labor trouble as a

criterion (OSOl - RDI 9.3) , whereas operating execu-

tives in large firms indicate greater use of effective-

ness of programs in meeting company objectives (0801 -

RDI 15.0) and high employee morale and better comm-1:1-

cation as criteria (OSOl - RDI 11.1).

Executive interaction comparisons

(1) When compared with personnel executives in

small firms, chief executives in small firms make mod-

erately more use of the effectiveness of programs in

meeting company objectives as a criterion (Pscs -

RDI 7.8). Operating executives in large fin:-report

greater use of the criterion mentioned above compared

with personnel executives and chief executives in large

firms (P131- - RDI 11.7, 0101 - RDI 11.3).
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Table D.50 Qualitative criteria for evaluating the

effectiveness of personnel management, by

size of firm

 

 

Executive Comparisons

by Size of Firm

Cscl Osol

 

Effectiveness of

programs in meeting

company objectives P1( 7.4) -- Ol(lS.O)

Higher employee morale,

better communication PS( 6.7) -- Os(ll.l)

Reduction of labor

troubles -- -- Os( 9.3)

Quality of personnel

policies -- —- —-

Respect and use of

programs by line P1( 5.6) C1( 9.7) --

 

(2) Chief executives and operating executives in

small firms indicate moderately more use of high ems

ployee morale and better communication as criteria than

do personnel executives in firms of the same size

(PSCS - RDI 9.6, PSOS - RDI 6.6). In large firms, the

criteria mentioned abOVe are used with greater fre-

quency by chief executives than personnel executives

and operating executives (P10l - RDI 14.7, 0101 —

RDI 12.5). — _-

(3) The reduction of labor troubles as a criterion

is mentioned more by personnel executives and operating
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executives in small firms than by chief executives in

small firms (PSCS - RDI 6.3, CSOS - RDI 10.3). The

above criterion is also mentioned moderately more by

personnel executives in large firms compared with chief

executives in large firms (PlCl - RDI 6.7).

(4) Personnel executives in small firms mention

respect and use of programs by line as criteria moder-

ately more than chief executives and operating execu-

tives in small firms do (PSCS - RDI 8.3, PSOS - RDI 9.8).

The above criteria are also cited more by-personnel ex-

ecutives and chief executives in large firms compared

with Operating executives in large firms (P101 — RDI 11.4,

Pace of chggge occurringggenerally

in t e 1e 0 qpersonnel management

(1) What differences, if any, are there

among personnel executives in small and large,

firms with respect to their perceptions of

the pace of change in personnel management?

 

(2) What differences, if any, are there

among chief executives in small and large

firms with respect to their perceptions of

the pace of change in personnel management?

(3) What differences, if any, are there

among Operating executives in.small and large

firms with respect to their perceptions of

the pace of change in personnel management?

(4a) What differences, if any, are there

between the three types of executives in

small firms when their responses are compared

with respect to their perceptions of the pace

of change in personnel management?
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(4b) What differences, if any, are there

between the three types of executives in

large firms when their responses are compared

with respect to their perceptions of the pace

of change in personnel management?

Executive comparisons by size of firm

(1) When compared with personnel executives in

large firms, personnel executives in small firms indi-

cate moderately more response to a slow pace of change

(PsPl - RDI 5.7) and a greater response to a gradual

page of change (PSPl - RDI 16.7). Personnel executives

in large firms indicate a greater response to a rapid

change (PSPl - RDI 19.0).

(2) Afmoderately higher percentage Of chief exp

ecutives in large firms, compared with chief executives

in small firms, believe that the pace of change will be

gradual (CsCl - RDI 7.7).

(3) Operating executives in small firms report a

moderately higher response to a slow pace of change

(0801 - RDI 8.7), whereas operating executives in large

firms indicate a moderately higher response to a

gradual change (0801 - RDI 5.3) and a change which.is

rapid (OSO1 - RDI‘ET7).

Executive interaction comparisons

(1) More chief executives and Operating executives

in small firms report that the present pace of change

is slow compared to personnel executives in firms of
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Table D.52 Pace of change occurring generally in the

field of personnel management, by size of

 

 

 

 

firm

Executive Comparisons

by Size of Firm

PsPl CsCl Osol

Quite slow PS( 5.7) —- OS( 8.7)

Gradual Ps(16.7) Cl( 7.7) 01( 5.3)

Rapid Pl(l9.0) -- 01( 6.7)

Revolutionary -- -- --

 

the same size (PSCS - RDI 5.8, Pace - RDI 10.0).

Similar findings are noted for large firms (PlCl -

RDI 7.0, Pl 1 - RDI 7.0).

(2) A_greater percentage of chief executives and

operating executives in large firms report that they

believe the present pace is gradual compared with.per-

sonnel executives in large firms (P101 - RDI 24.0,

P - RDI 22.0).
1 1

(3) A rapid pace of change is reported more by

personnel executives and chief executives in small firms

than by operating executives in firms of the same size

(PSOS - RDI 11.7, CSOS - RDI 8.0). In addition, per-

sonnel executives Z; large firms place greater em-

phasis on a rapid change compared with chief executives
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and Operating executives (P101 - RDI 26.0, P101 -

RDI 24.0). _ _-

(4) When compared with chief executives and oper-

ating executives in large firms, personnel executives

in large firms indicate moderately more response to a

revolutionary change in pace (PlCl - RDI 5.0, P101 -

RDI 5.0). _'

Degree of change in personnel

activities expectedfby executives

dufing the next:fiveyears

(1) What differences, if any, are there

among personnel executives in small and large

firms regarding the degree of change they

expect to occur in personnel activities per-

formed by the personnel department?

(2) What differences, if any, are there

among chief executives in small and large

firms regarding the degree of change they

expect to occur in personnel activities

performed by the personnel department?

(3) What differences, if any, are there

among Operating executives in small and large

firms regarding the degree of change they

expect to occur in personnel activities per-

formed by the personnel department?

(4a) What differences, if any, are there

between the three types of executives in

small firms when their responses are come

pared with respect to the degree of change

they expect to occur in personnel activities

performed by the personnel department?

(4b) What differences, if any, are there

between the three types of executives in

large firms when their responses are compared

with respect to the degree of change they exe

pect to occur in personnel activities per-

formed by the personnel department?
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Executive comparisons by size of firm

(1) Moderately more chief executives in small

firms expect great improvements in personnel techniques

(CSC1 - RDI 7.1), whereas a greater number of chief

executives in large firms anticipate moderate improve-

ments (CSCl - RDI 12.0).

(2)—Operating executives in small firms respond

moderately more to little improvements in personnel

techniques compared with operating executives in large

firms (OSO1 - RDI 7.2). The latter group reports

moderately more emphasis on great improvements (OSO -
1

RDI 5.5).

Table D.54 Degree of change in personnel activities

expected by executives during the next

five years, by size of firm

 

 

 

Executive Comparisons

by Size of Firm

PSPl C301 0 O

 

s 1

Little -- -- OS( 7.2)

Moderate -- 01(12-0) ‘—

Great -- CS( 7-1) 01( 5-5)

 

Executive interaction comparisons

(1) Chief executives and operating executives

in small firms indicate a moderately higher response
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to little improvement in personnel techniques than do

personnel executives in small firms (PSCs - RDI 5.6,

PSOS - RDI 7.6).

-_' (2) When compared with chief executives in small

firms, moderately more personnel executives and oper-

ating executives in small firms indicate that improve-

ments in personnel techniques will be moderate (Pscs -

RDI 9.4, 0308 — RDI 9.5).

(3) When compared with operating executives in

small firms, personnel executives and chief executives

in firms of the same size respond more to a great imp

provement in personnel techniques (PSOs - RDI 7.7,

CSOs - RDI 11.5). In the case of large firms, the

personnel executive group indicates a moderately

higher response to a great improvement than do the

chief executives and operating executives (P101 -

RDI 7.1, P101 - RDI 6.0).

Changes in the ratio of_personnel department

employees to total number of empIOyees in

the firm during the next five years

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to whether they be-

lieve the ratio of personnel department ems

ployees to total company employees will in?

crease, decrease, or remain.constant?

(2) What differences, if any, are there

among the chief executives in small and large

firms with respect to whether they believe

the ratio of personnel department employees

to total company employees will increase,

decrease, or remain constant?
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(3) What differences, if any, are there

among the operating executives in small and

large firms with respect to whether they

believe the ratio of personnel department

employees to total company employees will

increase, decrease, or remain constant?

(4a) What differences, if any, are there

between the three types of executives in small

firms when their responses are compared with

respect to whether they believe the ratio of

personnel department employees to total come

pany employees will increase, decrease, or

remain constant?

(4b) What differences, if any, are there

between the three types of executives in large

firms when their responses are compared with

respect to whether they believe the ratio of

personnel department employees to total com?

pany employees will increase, decrease, or

remain constant?

Executive comparisons by size of firm

(1) A greater percentage of the personnel re—

spondents in small firms believe that the ratio will

increase (PsPl - RDI 19.7), whereas a greater per-

centage of—the personnel respondents in.1arge firms-

believe that the ratio will remain the same (PSP1 -

RDI 15.7). _-

Executive interaction comparisons

(1) When compared with chief executives and oper-

ating executives in small firms, more personnel execup

tives in small firms agree that there will be an inr

crease in the ratio (P508 4 RDI 32.0, PSOS - RDI 5.8).

A greater percentage of operating executives in small
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Table D.56 Changes in the ratio of personnel depart—

ment employees to total number of employees

in the firm during the next five years, by

size of firm

 

 

Executive Comparison

by Size of Firm

 

PsPl Csol osol

Increase Ps(l9.7) —- --

Decrease --' - -- --

Remain constant . Pl(15.7) —- --

 

firms respond to an increase in.the ratio than.do chief

executives in.the same sized firms (0808 - RDI 26.2).

In large firms, a greater percentage of operating

executives, compared with personnel executives and

chief executives, believe that the ratio will in?

crease (P101 - RDI 12.5, C1 - RDI 27.8). The per-
1

sonnel executives in large firms express greater op-

timism about an increase in the ratio than.do chief

executives in firms of the same size (P101 - RDI 15.3).

(2) Chief executives in.small firms indicate more

response to a decrease in the ratio compared with.per-

sonnel executives and operating executives in small

firms (PSCS - RDI 10.6, 0808 - RDI 8.6). In large

firms, a mederately highs; percentage of chief
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executives, compared with operating executives, believe

that the ratio will decrease (PICl - RDI 5.1).

(3) Chief executives in bethrsmall and large

firms place greater emphasis on the ratio not changing,

compared with personnel executives and operating execu-

tives in small and large firms (PSCS - RDI 21.5, Csos -

RDI 17.7, P1 1 - RDI 10.2, 0101 - RDI 23.1). Persdnnel

executives in large firms cite no change in the ratio

with greater frequency than operating executives in

firms of the same size do (P101 - RDI 12.9).

Personnel executives who report

modifications in personnel management

responsibilities and personnel executives

‘Who do not report modifiCatiOns in

personnel management responsibilities

(1a) What differences, if any, are there

between personnel executives in small and large

firms with respect to whether they report that

important duties of personnel management have

been created as personnel department .

responsibilities?

(1b) What differences, if any, are there

between personnel executives in small and large

firms with respect to whether they report that

important duties of personnel management have

been transferred to the personnel department

from other departments?

(1c) What differences, if any, are there

between personnel executives in small and large

firms with respect to whether they report that

important duties of personnel management have

been transferred from the personnel department

to other departments?
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Executive comparisons by size of firm

(1) A moderately higher percentage of personnel

executives in small firms report that important duties

of personnel management have been transferred to the

personnel department from another department (PsPl -

RDI 7.2), whereas a moderately higher percentage of

personnel executives in large firms report that im-

portant duties of personnel management have not been

transferred to the personnel department from another

department (PsPl - RDI 7.2).

(2) A,mo3;rately higher percentage of personnel

executives in large firms report that important duties

of personnel management have been transferred from the

personnel department to another department (PSPl -

RDI 9.6), whereas a moderately higher percentage of

personnel executives in small firms report that im—

portant duties of personnel management have not been

transferred from the personnel department to another

department (PSPl - RDI 9.6).

Modifications in personnel

management responsibilities

(1) What differences, if any, are there

among the personnel executives in small and

large firms with respect to what they report

as important duties of personnel management

which have been created as personnel depart-

ment responsibilities within the past five

years?
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Table D.58 Personnel executives who report modifica-

tions in personnel management responsibil-

ities and personnel executives who do not

report modifications in personnel manage-

ment responsibilities, by size of firm

 

 

Duties Duties Duties

Created as New Transferred Transferred

Responsibilities Into Department From Department

 

PSP1 PSPl PSP1

Yes -- Ps( 7.2) P1( 9.6)

No -— P1( 7.2) Ps( 9.6)

 

(2) What differences, if any, are there

among personnel executives in small and large

firms with respect to what they report as im-

portant duties of personnel management which

have been transferred to the personnel de-

partment from other departments?

(3) What differences, if any, are there

among personnel executives in small and large

firms with respect to what they report as im-

portant duties of personnel management which'

have been transferred from the personnel de-

partment to other departments?

Executive comparisons by size of firm

(1) A greater percentage of personnel respondents

in small firms report that health, safety, and employee

services (PSPl - RDI 18.7) and personnel policy making

and implementation (P8Pl — RDI 12.8) are newly created

personnel department responsibilities. 0n the other

hand, more personnel respondents in large firms report

that organization planning and design (PsPl — RDI 21.3),
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executive employment and development (PsPl - RDI 6.2),

and public relations and government relatiOns (PSP1 -

RDI 5.0) are newly created personnel department -_

responsibilities.

Table D.59 Newly created personnel department

responsibilities, by size of firm

 

 

 

PSPl

Employee benefits, insurance, wage

and salary __

Health, safety, and employee services PS(18.7)

Executive employment and development P1( 6.2)

Personnel policy making and

implementation PS(12.8)

Manpower planning and utilization --

Labor relations and collective

bargaining -—

Organization planning and design Pl(2l.3)

Public relations and government

relations P1( 5.0)

Record keeping, data processing and

office administration ——

 

(2) A greater percentage of personnel respondents

in small firms report that health, safety, and employee

services (PvPl - RDI 13.6) are responsibilities trans-

ferred to the personnel department from other depart-

ments. On the other hand, a moderately higher percentage



361

of personnel respondents in large firms report that

public relations and government relations (P8P1 -

RDI 8.3) and organization planning and design (PSPl -

RDI 5.0) are responsibilities transferred to the per—

sonnel department from other departments.

Table D.60 Responsibilities transferred to the per-

sonnel department from other departments,

by size of firm

 

 

 

Employee benefits, insurance, wage

and salary --

Health, safety, and employee services Ps(l3.6)

Executive employment and development --

Personnel policy making and

implementation --

Manpower planning and utilization --

Labor relations and collective

bargaining --

Organization planning and design P1( 5.0)

Public relations and government

relations P1( 8.3)

Record keeping, data processing, and

office administration -—

 

(3) More personnel executives in small firms re-

port that labor relations and collective bargaining

(PSP1 - RDI 33.3), health, safety, and employee services
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(PSP1 - RDI 33.3) and employee benefits (PSPl - RDI 5.6)

a}; responsibilities transferred from the—personnel de-

partment to other departments. In contrast, more per-

sonnel executives in large firms report that record

keeping, data processing and office administration

(PsPl - RDI 22.2), public and government relations

(PS 1 - RDI 22.2), executive employment and develOpment

(PsPl
RDI 5.6), manpower planning and utilization

(PS 1 - RDI 5.6), and organization planning and design

(PS 1 - RDI 5.6) are transferred from the personnel de-

partment to other departments.

Consequences of changes in

the personnel functiOn

(1) What differences, if any, are there

among personnel executives in small and large

firms with respect to what they perceive as

consequences of changes in the personnel

function?

(2) What differences, if any, are there

among chief executives in small and large

firms with respect to what they perceive as

consequences of changes in the personnel

function?

(3) What differences, if any, are there

among operating executives in.small and large

firms with respect to what they perceive as

consequences of changes in the personnel

function?

(4a) What differences, if any, are there

between the three types of executives in.small

firms when their responses are compared with

respect to what they perceive as consequences

of changes in the personnel function?
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Table D.6l Responsibilities transferred from the per-

sonnel department to other departments, by

size of firm

 

 

 

d
g
x
n
a
w
r

 

 

PsPl

Employee benefits, insurance, wage

and salary Ps( 5.6)

Health, safety, and employee services PS(33.3)

Executive employment and development P1( 5.6)

Manpower planning and utilization P1( 5.6)

Labor relations and collective

bargaining P8(33-3)

Organization planning and design P1( 5.6)

Public relations and government

relations P1(22.2)

Record keeping, data processing and

office administration P1(22.2)

(4b) What differences, if any, are there'

between the three types of executives in large

firms when their responses are compared with.

respect to what they perceive as consequences

of changes in the personnel function?

Executive comparisons by size of firm

(1) A greater percentage of personnel executives

in small firms expect the personnel department to re-

port to a higher level of management (P8P1 - RDI 22.9),

whereas a greater percentage of personnel executives in

large firms indicate that they are moderately more

aware of the need for increased resources (P3P1 -
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RDI 9.0) and a reduction in per capita personnel manage-

ment costs (PSP1 - RDI 8.7) as consequences.

(2) Chief—executives in small firms place greater

emphasis on consequences related to a reduction in.per

capita personnel costs (CSCl — RDI-18.4). In addition,

they place moderately more emphasis on the personnel

department reporting to a higher management level

(0801 - RDI 7.6) and the personnel department generating

its funds through interdepartmental charges (CSC1 -

RDI 7.4). On the other hand, chief executives-in

large firms place moderately more emphasis on.conse-

quences related to a greater number of personnel deci-

sions becoming centralized (CSCl - RDI 9.9), an.inr

crease in the number of person;;l specialties (CBC1 - '

RDI 7.4) and an increase in.per capita personnel 66sts

(Ca ln' RDI 5.4).

(3) Operating executives in.small firms place

greater emphasis on the number of personnel specialties

increasing (OSO1 - RDI 12.5). On.the other hand, operb

ating executives in.1arge firms place greater emphasis

on a greater number of personnel decisions beccming

centralized (0801 - RDI 17.1) and.per capita per-

sonnel management costs increasing (0801 - RDI 15.3).
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Table D.62 Consequences of changes in the personnel

function, by size of firm

 

 

Executive Comparisons

by Size of Firm

PsPl
Csol

 

Increased resources will

be needed

Per capita personnel

management costs will

be reduced

Per capita personnel

management costs

will increase

Total personnel manage-

ment costs will

be lower

Personnel department will

report to higher

management level

Greater number of per-

sonnel decisions will

become centralized

Number of specialties

will increase

Personnel department will

generate its funds

through interdepart-

mental charges

Plc 9.0)

Pl< 8.7) 08(18.4)

cl( 5.4)

Cs< 7.6)

cl( 9.9)

Cl( 7.4)

cs< 7.4)

01(17.l)

08(12.5)

 

Executive interaction comparisons

(1) In general, more personnel executives expect

a need for increased resources than chief executives

and operating executives do (PSCS
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- RDI 35.0, P101 - RDI 19.9). A greaterRDI 7.3,_l:l;Cl

percentage of operating executives in both groups, when

compared with the chief executives in both groups, also

expect a need for increased resources (Csos - RDI 18.6,

C1 1 - RDI 15.1).

(2) A greater percentage of chief executives in

small firms anticipate a reduction.in.per capita per-

sonnel costs compared with personnel executives and

operating executives (PSCS - RDI 20.1, Csos - RDI 17.7).

The reverse holds true infthe case of large firms,

where moderately more personnel executives and operating

executives expect a reduction in per capita personnel

costs (PlCl — RDI 7.0, Cl_l,- RDI 5.6).

(3) When compared with chief executives, per-

sonnel executives and operating executives, in general,

report a greater response to an increase in per capita

personnel management costs (PSCS — RDI 15.0, Csos -'

RDI 12.7, P101

firms, operating executives cite an.increase in.per

capita personnel management costs with greater fre-

quency than personnel executives do (P101 - RDI 12.6).

(4) When compared with chief executives and oper-

ating executives in small firms, a greater percentage

of personnel executives in small firms believe that the

personnel department will report to a higher manage-

ment level (PSCS - RDI 19.3, Psos - RDI 28.2). Chief
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executives in small firms, when compared with operating

executives in firms of the same size, respond moder-

ately more to the above factor as a consequence of the

changes in the function (CSOS - RDI 8.9). Personnel

executives in large firms—are also moderately more op- Ira

timistic about the above factor compared with operating ‘"5

executives in large firms (P101 - RDI 6.1).

(5) Personnel executives in small firms, compared

 with chief executives and operating executives in the i}

same sized firms, report greater belief in more per- —

sonnel decisions becoming centralized (PSCS - RDI 21.1,

PSOS - RDI 19.2). In large firms, it is-noted that the

personnel executives and operating executives are more

inclined to mention the above factor than chief execu-

tives (P10l — RDI 13.0, c — RDI 9.1).
l l

(6) That the number of personnel specialties will

increase as a consequence of changes in the personnel

function is mentioned more by operating executives in  
small firms, compared with personnel executives and

chief executives in firms of the same size (P80S -

RDI 5.0, CSOS - RDI 29.5). In addition, persdnnel exe

ecutives in_;mall firms indicate a greater belief in

the above factor than do Operating executives in small

firms (PSOS - RDI 24.5). .On the other hand, personnel

executives in large firms report more anticipation of

an increase in the number of personnel specialties than
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do chief executives and operating executives in large

firms (PlCl - RDI 17.0, P101 - RDI 8.2). The operating

executiv;s in large firms: however, report moderately

more awareness of an increase in the number of special-

ties, compared with chief executives in large firms

(Clo1 - RDI 8.8).

'_— (7)Personne1 executives and operating executives

in large firms, compared with chief executives in large

firms, report moderately higher responses to the per-

sonnel department generating its funds through interde-

partmental charges as a possible effect (P101 - RDI 9.0,
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