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The followiné is a report of a study made as a basis
for a Master's problem. It is noted that this is in the
area of assembling information relative to produce
management personnel at retail level. This information is
available to anyone, especially those in produce super-
marketing. However, any application, interpretation or use
is solely at the discretion and responsibility of those

using it and not that of the University of Missouri staff

or the author.
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CHAPTER I - SITUATION
A. THE BACKGROUND

For the preéent, and the foreseeable future, people
must depend on supermarkets to secure their supply of food,
From the supermarket shelves the consumers pick and choose
the items they need or desire. As the population centers
have grown, the number of food centers have, of necessity,
increased. In the small city of Columbia, Missouri, the
supermarket industry increased in numbers by over one hundred
per cent from 1960 to 1971, 1In the city of St. Louis,
Missouri, one chain doubled the number of their stores in the
twelve years ending in 1971, According to a supermarket
personnel director, "This increase in number of stores has
put a tremendous amount of pressure on management to fill
supermarket departments with qualified personnel. This is
especially true of the position of department manager,” 1
The reason for this lack of department managers was that these
qualified individuals had been moved into new stores, as they
opened, as store managers. Higher level personnel were needed
at a rate greater than that at which they wére being produced.

This lack of qualified persomnel had led both to the
"stealing" of personnel from each other and to the recruitment
of college students and graduates. As this change took place

within a short span of time, few, if any, in the supermarket

1. From a perscnal interview,

y
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industry had made plans to alleviate the resultant shortages,
Collezes and universities wore also caught ofl enard, and had
nol been ot much help in supplyinge Lhe necoseary quatilied
persomnels b peneral, Lhen, Lhis had tet o Lhe supermiarkel:s
wilh having Lo promole trom wilhin Lheir own ranks,  CThie

had proven disappoinling for some supcermarkels, since some
employees had beeu in the employment of the supermarkets for
only a short time, and they lacked experience and knowledge

of the industry. 'The securing of new employees had also been
discouraging, for many of the prospective young men were either,
1) in the armed forces, 2) in college, or 3) gainfully employed
elsewhere,

Why were desireable people cmployed clsewhere? Why
had Lhey nol. inquired into the supermarkel industry for employ-
ment? This problem is not deall with in this paper; however,
it is important to note here that the supermarket industry,
besides having a management problem, had an image problem.

This image problem, although expounded upon by several industry
leaders such as Mr., Ed Schnuck, President of Schnucks Stores,
and J.T. Wyman, President of Super Valu, is best illustrated
by the following chart. The source of this chart is a thesis
paper entitled, "Why MBA's Do Not Select a Career in Retailing"

presented to the llarvard Business School in April, 19065,

-~
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TWO VIEWS OF RETATELING 2

Retail executives rated MBA studentg rated

| Characteristics

retailing for listed
characteristics as
follows:

retailing for
listed character-
istics as follows:

image and status Changing, but still Low
fairly low
Family Becoming less of a High
domination factor
Importance of 'The more retailing Of little
education progresses, the more importance
the requirement for
sophisticated
techniques
High, -ereat neced for Low

Advancement

qualified people

Salaries

Comparable at some
schools, lower than
average at others

Lower than school
average, lower than
other fields

wWork nights/

A person must work

Would expect to

Saturdays hard to get to the work as hard at
top any other job
Opportunities High Low

for creativity
and initiative

2. "The Crisis in Management Development," Food Topics, XXII,1
(January, 1967)9 Pe 12,
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Mhis beiays true, then ther identification of managemoent people
already within the industry was of real impm'tancé.

The management of the produce dcpér‘l;mvnl; was more
critical than that of some of the other departments of a
supermarket, because of the perishability of the items handled.
It was necessary that these managers apply good judgment to
prevent spoilage from mishandling, faulty storage, or improper
trimming., Since they ordered produce usually once a week, they
needed to be cognizant of consumer shopping habits, the effects
of seasons, and the occurrence of holidays so that there was
no loss due to overages and that customers were not leflt
without because of shortages. 'The manager's knowledge of
quality versus price was critical to maintainin: p»roduct flow.
The ability to reason through the department hi~torical data

in projecting weekly and monthly sales was necessary to the

produce manager, David Bartz, in the February, 1970 issue of

Supermarketine listed the four parts of sales projecting as:

"1, Assemble the historical sales data., »

L LI ]

2. Make the sales forecast.

~ gt e T T

"3, Audit the forecast by comparing the sales forecast
with actual sales.

"4, Study the results and measure degrees of varience
between the estimate and actual sales.” 3

From the dimensions mentioned above, it was obvious

B T T I

that a produce manager needed to possess the abilities to

e i oy

3. David BRartz, "Projecting Produce Sales," Supermarketing,
XXV, 2 (February, 1970), p. 55.

14




tenson dednebively, ase mathematicos, and commmicate, 1t
might be noted here that one supermarXet chain had drawn tive
cempany vice=presidents from their produce managers in the

fitteen yeavrs prior to the writing ot this paper.
B THE PROBLEWN

One quickly obeserves Lhat people who were gualilicd
lor muiagement pogsilions were not easily identified or
procured, fdentifying these pcople was the weakest 1ink in
pr'l:a]l]il'lg replacement personnel for management positions, 1In
the supermarket industry were found the small, individually
owned store and the huge national chain store organization,
with several variations in between, Mos.'.:' atores did not have

; a personnel department which could help with employee evaluation

i atd training, A survey of the stores in Columbia, Missouri,

revealed only four of the fifteen major supermarkets with
personncl departments within Lheir organization; in this case
these were the four major chain stores in the city. Even where
these personnel departments did exist, the selection of persons
3 for positions was not easy. The problem was: there existed few,
and in most cases no, criteria for selecting employees from

within department ranks for managerial training programs where

decisions were made upon short time exposure to the employece,
C. THE OBJECTIVES

I'he over-all objective of this study was to develop

criteria that would indicate an employeec's abilities in
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teaderehip, communications, malhematlics, and 'jl.ldgm(—:nl,. Those
areas were agreed on by one supermarket chain owner, three
personnel department heads, and seven store managers as being
importanf in the selection of employees for training programs
and advancement,

urther Objectives,

1, To establish Tiffin-lawshe Adaptability Test score norms
{for local produce department managers.,

2., To provide a meaningful and reliable tool for supermarket
owners, store managcrs, and personnel departments to use in
the selection of employees for training programs,

3. To provide data as a basis for new Extension programming
with supermarket businesses on local and/or regional and/or'
statewide levels, It would appear that these indicators
would apply to any ousiness as long as the desired variables
were the same as in this report., This would broaden con-
tiderably Lhe possible Extension audience,

Iy 'I'o serve as o basis trom which Lo develop employee braining
programs tfor Lhe supermarkel industry Lo strenglhen identified
weak areas in communications, mathematical ability, and
judgment (deductive reasoning ability). Again, other
industries might also be included.,

5. To learn application of scientific principles and method-
ology through the employment of a research instrument and

the execution of a research project.




CHAPTER 11 = REVIEW OF LITERATURIY,

HYPOTHEGIY, AND ASRGHMET TON::
Ao UTUDY VARIABLES

'he need for criteria had been pointed out by several
people., George L, Baker, Jr., Director of Education for

Supermarket Institute said in Food Topics, January, 1967,

".ss and the young people must buy a.pie-in-the-sky because
supermarket companies in general offer little specific formal
training beyond the store manager level, Generally such
training as there is is not too meaningful - Lhere are no
job degeriptions, no performance evaluations, no recognition,”
I.|| the same avlicle, David Siiverborye, Genoral Manager ol
Wakoelern Foods said, "The preal challenpe Lo ng ags Lrainers
(is to) attracl and develop greal numbers ol capable people
from the school =--- aﬁd train talented people in our own
ranks," 5 A vice-president of National Foods once pointed out
that if he looked at a company and their'management at all
levels came primarily from outside, they did not have good
selection standards and had not been able to develop the
people they needed,

Probably W.,N. Mitchell in an article entitled, "What

Makes a Business Leader" said it best, "Everyone in a position

L, "The Crisis in Management Development," Food Topics, XXII,1
(January, 1967), p. 12.

5. Ibid.. P 1L".

Ly
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of authority muslk judye people and Lheir potential for growth
as a part of their job; administrators perforce are always
sizing up subordinates in hiring staff, in fixing compensation
levels, in recognizing progress by promotions. Unfortunately
these administrators have few truely objective standards to
guide them." 6

The need for this kind of criteria was a present one
with nearly every supermarket organization across the country.
A check with Columbia, Missouri, supermarkets substantiated
this fact. Since several of the large supermarkets had
training programs, early detection of a person with management
abilities would help in two ways. First, it would get these
individuals started up the management ladder, thus preventing
their loss due to stagnation and discouragement. Second,
training was expensive; why train everyone when, if criteria
were available, those with potential only could be trained?
And why train in all areas when, with criteria, the weak areas
could be isolated?

It criteria were to be useful, the factors to be
included were those upon which store owners and managers
agreed to be important, understandable, and useful to them.
Many variables were considered:

1. Goals - personal and company
2, Leadership ability

3. Business ability

6. WeN, Mitchell, "What Makes a Business Leader?." Personnel,
May-June, 1968, p. 55,
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I, Zommunications

5, Attitude

e PPersonality

7. Mental abilily

8, Mental capacity

9, Creativity
From this list two variables were selected for study. These
two variablas were leadership ability and mental 2bility.
These were chosen for two reasons. First, neither leadership
ability nor mental ability were casily assessed by interview.
gecond, the results of tests given to determine the extent of
these abilities could also give indications of strength or

weakness in other areas.
B, LEADERSNHIP

As in any organization, if it is to function
efficiently, effectively, and profitably, the supermarket
business must have people with leadership ability. C.A. Gibb
said, "..s it may be said that leadersaip is a concept applied
to the structure of a group to descrive the situation when
some personalities are so placed in the group that their will,
feeling, and insight are perceived to direct and control
others in the peréuit of common ends." 7 One might liken the

produce manager to any person involved in a leadership role

of an extra-curricular activity in high school or college.,

7, C.A., Gibb (ed.), Leadership (Bungay: The Chaucer Press,
1969), p. 214,
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They were chosen as leaders for many reasons., They also had
characteristics which were agrecd upon by a number of
authorities, Percey E, Arthur, 8 George C, iBellingrath, Y
and C.A. Gibb 10 agreed on the following characteristics:
moral character, self-discipline, éelflésness. self-sacrifice,
tolerance, enthusiasm, sense of responsibility, humaneness,
dignity, intelligence, honesty, alertness, self-confidence,
motivation, industriousness, likeability, agressiveness, and
adaptability. The last seven items were statistically sig-

nificant.
C, LEADERSHIP HYPOTHESIS

‘Pherefore, if a produce manager was, in essence, a
team leader, then the hypothesis concerning leadership
stated: There is a positive correlation between a person’s
attaining the position of produce manager and that person's
shown leadership attainment in high school or college sports

and/or extra-curricular activilies.

D. ASSUMPTIONS

The above hypothesis was based on the following

assumptions:

1. That all produce department managers would have a

8. Percey E. Arthur, You Are The Captain (Austin: the Steck
Co., 1963): PP. 6-20,

9, George C, Bellingrath, Qualities Associated with Leadershi
in the Extra-Curricular Activities of the High School (New

York: Columbia University Press, 1930), pp. 16-17.
10, Gibb. Op.Cito’ P 311.
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minimam of Lthroe yeare of hicsh school education, and
Lhat some managscer: would have one o more years ol
hivher educnlion,

Je That the produce department was o team of which the
department manager was the team leader, A team was
considered as a group of two or more people,

3. That since produce managers were team leaders, they
had acquired their leadership skill by participating
in school sports or extra-curricular activities,

4, That produce managers were not born leaders, but had

learned these qualilies over a period of time,
I5e MENTAL ABLLITY

The sccond variable chosen was mental ability., 1In
attempting to define mental ability, one does best to list

the primary mental abilities., According to Thurstone these

were:

"1, Verbal ability, reflected in facility with words and
language.,

"2, Numerical ability, required in the simple arithmetic
operations, but not in the more complex reasoning

types of situations,

"3, Memory ability, characterized by recall of recently

learned, rote memory material,

"4, Visualizing ability, required in the performance of

tasks involving space relationships.
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"5« Mental fluence, required in the making of rapid
| responces or adjustments to abstract tasks.
;
| ", Pereeptual speod, required in Lhe rapid ddenlitieation

ol ditterences in visunl patlerns,

"7¢ Induclive veasoning abilily, vrequired in the discovery
and application of some rule or principle %hat is'
operating in a situation,

"8. Deductive reasoning ability, representing what is
most often popularly referred to as reasoning ability."® 1

Through the same process as for leadersiip avility, it was

determined that verbal ability, mathemati~al ability, and

deductive reasoning ability were the most important variables

to be considered for the position of produce manager., Mr. R.W

Adams in his book, ''he Complele Employee, also pointed oul that

beiny able lo express oneself with the correcl words influences

one's ability teo think more accurately. e Certainly part of
§ gelting this team to work was motivation and education; if the
manager could not express himself accurately through written

or verbal communication, the team would fail to function

efficiently.

Mathematical ability is the ability to use numbers

as a language. In most cases the produce business has been

et e

a game of numbers, Orders are filled, prices determined,

time sheets validated, balance sheets kept, other jobs

11, Charles H. Lawshe, Jr., Princibles of Personnel Testing
(New York: McGraw-Hill Book Co., 1948), p. 55.

12, Robert Winthrop Adams, The Complete Employee (Chicago:

Public Administration Service, 1959), p. 2.
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necessitated, all completely or partially related to the use
of numbers, A supermarket personnel director pointed out
that, "A person can learn ﬁathematics. However, there must
be the ability within a person to work with numbers.” 13 1In
two subjective émployee evaluation sheets being used in produce
departments at the writing of this paper, five of the items
were either directly or indirectly associated with mathematicai
abilitys The criteria developed in this program were to
measure the area of mathematical ability in terms of objectivity,
not subjectivity as was being done at this time,
Deductive reasoning ability was probably one of the
more important factors, The rapidity of change and the quick
Judgments that were needed made the ability to reason essential,
Charles W, Lytle listed three points as important when dealing
with people: judgment, ability to develop subordinates, and
personal efficiency. 14 Frank E, Weakly also stressed that
the ability to reason in an orderly fashion was essential, and
that the only real way of determining this was through testing. 15
Many tests existed for determining mental ability, but
one secmed to be most applicable to the produce manager, This
was the Adaptability Test developed by Joseph Tiffin and
C.H, Lawshe, Jr. It was a short test - fifteen minutes - and
it did an adequate job of indicating a person's mental

abilities, especially those previously outlined. This test

13, From a personal interview.

14, Charles W, Lytle, Job Evaluation Methods (New York: The
Ronald Press Co., 1946), pp. 84-87,

15, Frank E, Weakly, Applied Personnel Procedure (New York:

McGraw-Hill Book Co., 1923), p. 26,

13
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“ Anastasi and Marion Bills, in the Mental Measurement Yearbook

1“.

Bad been nged in the Navy eleclrician progsram guile necessially,
™he Army had used it in the past as a sclection method for
personnel for specific jobs. A relationship had been found
between an individual's score on this test and his position

two and one-half years after the test was taken. 16 Anne

wrote that the Adaptability Test was a good instrument in
helping to identify persoﬁs who should be placed in jobs
requiring rapid learning and/or the development of independent’
judgment. 17 This test had been validated extensively, and |

a score criteria set up for other industries.
F. MENTAL ABILITY HYPOTHESIS

Based on the scoring system in use at the time this

paper was written for the Adaptability Test, the hypothesis
concerning mental ability stated: That present produce
managers, based on the norms of similar positions in other
industries, will score eighty per cent or greater on the

Tiffin-Lawshe Adaptability Test.
G. ASSUMPTIONS

The above hypothesis was based on the following

assumptions.,

16, Marion A. Bills, "Relation of Mental Alertness ‘est Scores
to Position and Permanancy," Journal of Appliec Psychology
XXVII, 1943, pp. 154-156.

17. Oscar Buros (ed.) The Third Mental Measuremer.t Yearbook,

Vol. 3 (New Brunswick: Rutgers University Press, 1935),
p. 294, :
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That it a produce manager could nol ¢xpress himselt
verbally to his superiors, his supply ~eople, his
customers, and the employees under him, ’is department
would reflect this in producing less than his expected
share of the per cent distribution for that department,
That since all produce managers did some or all of the
product oidering, pricing of produce, setting of
department employees' work schedules, keeping of product
flLow sheels, ay well as staying within set budget:s, it
was necessary that they have a working knowledge of
numbers,

That since the produce department manager was respon-
gible for the activities of his department, it was
necessary that he be able to reason rapidly through
problems based on the conditions that existed, and to

reach equable decisions,

2%
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CHAPTER Ul = DEFINITIONS

1t would be well to define scveral terms as they

relate to this paper.

Team leader - That person hired, elected, or appointed as the

one to direct the activities of a group of people. 1In

this paper the produce manager is defined as a team

leader,

Fxtra-curricular acltivilies - Those organized and school-
ifceognized aclivilies Lhat are joined inlo for non-
credil during a person's school lite, These would

include such activities as class officers, science
clubs, math clubs, Future Farmers of America, music
groups, etc. It does not include groups or activities

outside the school such as 1lodges, community service

clubs, etc.

Produce Department Manager - That person who has been hired

by a supermarket firm to be responsible for, and to
direct the activities of, that department and the
employees thereof in a manner that will be economically

profitable for the employing firm.

Working knowledge - That level of acquired knowledge that

allows a person in a given position to work efficiently

and accurately.
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Mathematical ability - The capacity to use numbers as a

language.,

Verbal ability - The ability reflected in facility with words

and language, whether spoken or written,

Deductive reasoning ability - That ability rcpresenting what
is most often referred to as reasoning ability, or

consecutive logical thinking.

Leadership - For this paper the definition used is C.A. Gibb's,

see it may be said that leadership is a concept

applied to the structure of a group to describe the
situation when some personalities are so placed in a
group that their will, feeling, and insight are perceived
to direct and control others in the persuit of common

ends." (see footnote page 9)

supermarket - A departmentalized retail market, where a
management oirganization exists and each department
has an identifiable person in charge of its operations,

this person having the title of department manager.

* Thercfore, "Mom and Pop" stores and the "Quick" or "24 Hour

Quick Shops" are excluded,




CHA'ER TV = RECSEARCH SCOPE AND DECITGN
Ao THLE POPULATION

One hundred per cent of the produce managers from
t : one hundred per cent of the supermarkets in Columbia, Missouri,

were included in the project., This included fifteen super-

markets and their produce managers, Columbia, Missouri, was

unique in that it contained nearly every type of supermarket -
the individually owned single store, the small chain store,

and the large national chain store. O0f the three types of

supermarkets, no one group, by sheer numbers, was over or under

represented. The population and location of Columbia were also

important, as only a metropolitan area could offer the complete

industry representation.

B, DESIGN OF INSTRUMENTS

Two instruments were used, a questionnaire and a timed

standard test. Both were designed to be short while covering

the area of interest adequately.,

The Questionnaire, The questionnaire had two sections. The

RS TR PRI S-SR B SN
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first ten questions dealt with personal and job background.
The last four questions covered activities participated in by
the managers during their years of formal education.,

It will be noted that only sophomore, junior, and

senior years of high school and college were included. There
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were three reasons for this differentiation:
1. Generally the frcshman year was a weeding-out year,
The student was beginning a phase in hig 1ife in which

he encountered real competition. lie soon recognized
whe ther or -not he could participate in extra-curricular
activities and sports while achieving his education,
The student who could not, generally did not engage in
many sports or join in many extra-currucular activities
after his freshman year. |

2. Varsity sports held more prestige, and freshmen were
not allowed to play varsity sports.

J. Generally the freshmen in an organization were not
allowed to hold an office. Office holding and leadership
qualities were equaled,

This questionnaire was pre-tested on twenty graduate
students at the University of Missouri, Columbia. This group
approximated the age range ol the produce managers. The
questionnaire was then re-worked and printed. A copy is

included in the Appendix.

The Standard Test, The Adaptability Test was developed by
Joseph Tiffin, PhD and C.H. Lawshe, PhD. Since it was known
to indicate strengths and/or weaknesses in the areas concerned
in this project, it was not pre-tested.

The Adaptability Test was chosen over other possible

tests for two reasons:

1. It had reliability and validity in the three areas of

interest, a) verbal communications, b) mathematics, and




c) deductive reasoning,

2, 1t was short, ‘The maximum time allowed a participant
was fifteen-minutes, 'Time was critical in gathering the
required material, since managers participated on
company time, Also, most managers were under Christmas

rush pressure; therefore, they had more work scheduled

than normal,

A copy of the Adaptability Test will be found in the Appendix,
C. COLLECTION OF DATA

The collection of data required a minimum of two steps,
and a maximum of three steps, depending on the supermarket
; involved., The two step process, which was the most frequent,
included: 1, Meeting the store manager and explaining the

program, its purposes, and its ultimate goals.

After securing his cooperation, a date was set

with the produce manager for the administration

of the test,

2, Administering the questionnaire and the timed

ey b+ SoRRe e At ST d 4 8

exercise to the produce manager.,

In the cases where thrce steps were involved in the process,
the firsf and thifd stéps remained the same, The second step
required obtaining permission from the head of the personnel
department of the company.

Past Cooperative Extension programsfcohducted by the
Retail and Wholesale Economist on the Agriculture Economics
staff at the University of Missouri, Columbia were of great

help. The personnel of stores which had never participated

g
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in Extension programs were hesitant, and several mectings were

necessary before permission was obtained,

"‘''he author personally conducted the colleclion ot
data from all participants. The collection was accomplished
during the sccond weeks of December and January., The collection
of data required a minimum of one-half hour of time, The
procedure was as follows:

1, Five minutes - devoted to an explanation of the prbgram,
its purposes, and the relation of the questions to the

future of the supermarket industry.

N
.

Five minutes - completion of the questionnaire,

J. veventeen minutes - administration of the timed exercise,
This included a two minute explanation at the beginning
of the test.

L4, Following the completion of the timed exercise, time

was available for the discussion of the questionnaire
and test or for a discussion of produce problems in

general,
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CHAPTER V= GENERATL CHARACTERILTICH OF THIE POPULATLON

In order that the reader might better understand
the population involved, and thus the results obtained in
this study, a general description follows, The total

population of produce managers equaled fifteen (N=15),
A, AGE

The age range was from nineteen to sixty, with a
mean age of 34.5 years and a median of twenty-nine years,

In this report the median gave a truer picture than did Lhe

mean,
Table 1
Number and Percentage of Respondents
Classified by Age
Age Range in Years Number Percent
19-29 8 53.33
30-40 2 13.33
b1 -60 5 33.33
Total 15 100,00

B, EDUCATION

The years of formal education completed by the

produce managers ranged from nine to sixteen. The mean

number of years was 12,2 and the median was 12,0,




Table .

Number and Percentaye of Respondents

Classified by Years of iducation

Years of bducation Number Percent
16 2 13.33

14 2 13.33

13 2 13.33

12 b 26,08

11 2 13.33

9 3 20,00

Total 15 100,00

C. YEARS AS PRODUCE MANAGER

Members of the group studied had been produce
managers from one month (1/12 year) to 27.5 years. The mean
was 5,13 years, and the median was 2 years., Again, the median
gave a truer picture of the situation that did the mean,

There were nine participants who had been produce managers

two years or less,

D. YEARS ASSOCIATED WITH PRODUCE BUSINESS

The number of years that the participants had been
associated with the produce business ranged from one month

(1/12 year) to 27.5 yé;rb. The mean was 7,82 years, and the

median was 7.0 years,
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There were only two managers whose rathers had been
in the grocery business; none had been directly connected
with the produce business. Therefore, the population came from
family backgrounds other than that of the produce business.
The family backgrounds included a grain farmer, truck drivers,

postal clerks, and mechanics,
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CHAPTER V1 - FINDINGS

25,

A. RESULTS OBTAINED ON TIVFIN-LAWSHE ADAPTABILITY TEST

The first comparison made was between established

ditficualty norms for the Tiffin-Lawshe Adaptability Test

and the results obtained from the study population. The

tollowing chart illustrates that the study pcpulation

consistently did not do as well on any group °f questions

as the established norm,

Table 3

Average D-Values and Difficulty Levels for Adaptability Test

Form A
Part oi Test Average Average % Produce
D-Value Answercd Managers %
Correctly Answered
Correctly

First 10 Questions 0.9 86 78,66
First 20 Questions 1.0 75 64,33
First 30 Questions. 1.0 el 55.06
Total 35 Questions 1.0 55 47.45

| reryerema e g tesa

The norms cf this test had been established by

testing a wide range of people and occupations. Some of

the occupations involved were Navy trainees, clerical

workers, route salesmen, engineers, industrial superintendents,

female and male factory workers, general office employees, and

top and middle management.

]
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ir, Carl wWillis, Coordinator ot testing and Couanseling,
University of Missouri, Columbia, based on his professional
opinion, indicated what each question on the Tiifin-Lawshe
Adaptaoility Test had been designed to measure - communication
ability, mathematical ability, or deductive reasoning ability,

The following chart represents the rssults obtained
in this study as to total score, and to each area that was
represented, It will be noted that as the test scores decrease,
individual scores on communications, mathematics, and deductive
reasoning tend to fluctuate and do not follow a straight line,
This difference in scores on the various areas of the test
supports the ability of the instrument (Adaptability Test)
to indicate weak areas, 1f the scores on the individual areas
:iad remained steady, without fluctuation, it could be reasoned

that this test could not differentiate between mathematics,

communications, and deductive reasoning,
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Table 4
Reasults Obtained on Tiffin-Lawshe Adaptability Test
Test Math % Cowmm, % Ded. %
Score Score Correct Score Correct Reason, Correct
| Score
29 & 100,00 13 86,67 10 71,43
24 5 83.33 11 73433 8 57.14
2 5 83.33 11 73.33 7 50,00
22 5 83.33 10 60,67 7 50.00
21 3 50.00 11 73.33 7 50,00
19 5 83.33 8 53.33 6 L2,86
19 3 50.00 10 66,67 6 L2,86
17 5 83.33 7 L6,67 5 35.71
17 L 66,67 9 £0,00 L 28.57
Lé 2 33433 7 L6.,67 7 50,00
13 2 33.33 7 Lé6,67 b 28,57
— 10 1 16,67 5 33.33 N 28,57
' 8 2 33.33 3 20,00 3 21.43
6 2 23.33 2 13.33 2 14,29
5 2 33.33 2 13.33 1 7.14

The mean score of this group was 16,é, which was
equal to 47,7 per cent of the questions answered correctly.
Therefore, the mental ability hypothesis was not supported.
The produce managers did not score eighty per cent or greater

2 on the Adaptability Test. The mean of 16,6 is nearly

identical to the norm mean established for the lowest level of

Y
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the “"Trades and Professions” category. Based on past
experience, those scoring sixteen plus or minus five were best
adapted to a route salesman type position., The score of sixteen
also denoted people who, "may be placed on jobs requiring
little opportunity for independent thinking, and average
adaptability to a new situation., This group includes the
average cmployee,” 18

Based on the norms established over a period of thirty
years and the nearly exact fit of produce managers in this
study to the established norms, those scoring sixteen or
better had the ability to be department managers or better,
Taking the standard deviation into account, 1.6 for mathe-
matical ability, 3.5 for communication ability, and 2.4 for
deductive reasoning ability, those scoring thirteen, fourteen,
or fifteen had the ability to be assistant managers, but
probably no better than department managers, Those scoring
five to twelve, according to the Examiner's Manual, "may be
placed on jobs which are mostly routine and do not require
independent thinking, Persons in such jobs frequently are
below average in ability to understand directions and need
step by step instruction for most tasks," 19

At the other end of the scoring scale, those scoring

twenty-four Jhrough twenty-nine, "“may be placed on jobs

requiring some independcnt thinking, Persons in such jobs

18, Joseph Tiffin and C,H., Lawshe, Examiner Manual for the
Adaptability Test (Chicago: Science Research Associates,

1954), P 8.
19, Ibid,
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danally learn quiesly amd understang ineueagtions regdity,” ¢

This rronp tucluded sapervisory positions,  taking Into
cotnsideration ctandard deviation 1or ecach area as wmentioned
carlier, a score of twenfy-nine meaut, "all other things being
equal, =mch persons may be placed on jobs orferins opportunity
for originality and independent thinking, ‘Those in this
bracket tend to be superior on jobs involving verbal and

" 21

numerical facility. This group included executives and

junior executives,
3, RESULTS OBTAINED ON LEADERSHIP QUESTIONNAIRE

Questions ten through fourteen on the Leadership
Juestionnaire were evaluated on a weighted points scale
basis, The points were distributed as follows:

0 - no participation

1 - participation only

2 - attainment of any office other than vice-president,

co-captain, president, or captain

3 - attainment of otfice of vice-president or co-captain

4 - attainment of office of president or captaih
'The total possible points for the highest level of attainment
(captain or president) over the longest period of educational
time (six years) equaled twenty-four points per activity,
Since the nature of the activity was not pertinent, so long
as it was recognized by the institution, quick tabulation

resulted, The following was the matrix used for leadership

20, Ibid,
21, Ibid.
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evaluation.

Pable 5

Yatrix for Leadership Evaluation

Level of Attainment Years Participated

1 2 3 L 5 €
No participation 0 0 0 0 0 0
Participation only 1 2 3 4 5 6
iteld office other than 2 b 6 8 10 12

vice-president
co-captlain
president
captain

Held office of 3 6 9 12 15 18
vice-president
co-captain

Held office of L 8 12 16 20 24
president gy
captain

There was a posilive relationship between leadership
points and years of educalion. Those cxposed to more years
ot oducation tended to gather more points, liowever, this

was also effected by age, The following chart illustrates

this point,




3L,

Tabtie o

KRelationship ot Leadership Poeints Lo Years ot Hducation and Age

Years ot bducation Activity Points Age
9 0 55
9 0 Le
9 0 4s

11 0 60
11 1 39
12 2 50
Le 1l 29
12 8 19
13 6 34
13 17 29
13 17 : 22
14 8 21
14 18 23
16 20 24
Lo ot 27

Therefore, the Leadership Hypothesis was supported.
There was a positive correlation between a person's shown
leadership attainment in high school and college sports
and/or extra-curricular activities,

A possible explanation for the occurrence of more
leadership points among the younger managers could be

directly related to the availability of activities during

3 b}




-
2
32

their school years, Thne number of activities had increased
over the years with the increase in size of high schools ani
universities, Also Lhose persons who were l'ort;v years old
or older wore more tikely to have had acotinite home respon-
Sibilitics daring Lheir school year:d Lhan were Lhose younseoer
meny such rosponuibilities wmight have lett little time tov
oxtra school activities, The absence of leadership points
was not to be taken as lack of ability if, in reality, the
person had had limited access to the opportunity to garner
points,
llowever, the leadership point system remained a strong

point for youny manapers. Their ability Lo participate in
achool activities while obtlaining the cducation necessary

to score average or above on the Adaptability Test indicated

2 that they had the mental ability Lo accomplish several

objectives during a single Lime span,
C. FURTHER EVALUATION

It is important to understand possibly why those
scoring five to ten on the Adaptability Test (the four
lowest scores) were not really qualified for management type
work, The folldwing is not intended to imply that through
personal desire and hard work these persons could not function
as department managers, It is suggested, however, that if
there is a choice, and if one has limited funds for employee
| training purposes, the higher scoring individual brings with

y him a higher level of ability in the four areas of interest

38
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covetrsi in Lhis papot.

The tollowing chart compares the four men with Lhe
highest zcores on the Adaptability Test with the four lowest
scoring men, It is important to observe that in no instance
did any one of the lower scoring individuals answer more than
one-third of the questions in any one category correctly.

The low activity score was discussed earlier; these men were
in the age group offered few outside activities during their
school years.,

However, the two important columns list years in the
produce bnziness and years as produce managers, 'The four
lowest scoring individuals had been in the produce business

from seven to 27.5 years, while they had be-n managers from

two to 27,5 years. These people were in the produce business
up to eight years before being moved into management positions.
It is projected here that they would not have moved then if
better qualified individuals had been available to fill these
positions, On the other hand, the four persons with the
highest scores generally moved into management positions
within eighteen months after they started in the produce
business, 1! is projected here that higher management recog-
nized some abilities in these men, and therefore they were
promoted, This is not to say that their moves were not
influenced by the' lack of more experienced people in the

industry.
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Table 7
Highest Scoring Four Individuals Versus Lowest Scoring Four

Individuals on Adaptability Test

Test Math Comm., Ded. Activ., Years Years VYears Age

Score % % Reas. Points Educ. Prod. Prod.
% Bus, Ngr.
29 100 87 71 8 14 5 o5 21
24 83 73 57 20 16 1 66 2b
23 83 73 50 21 16 2 .83 27
22 83 67 50 17 13 L 1.5 24
10 16 )3 29 0 9 27.5 27.5 46
8 33 20 21 0 9 15 7 ks
6 33 13 14 0 12 9 2 50
5 33 13 7 0 9 7 6 55

The gfoup with scores clustering around the mean
(16.6) was not included in this comparison, It has already
been determined that they had the ability to be department
managers if their weak areas were corrected through training
programs, It would be less expensive to procure new personnel
for department manager positions through the use of the
criteria set up in this paper than to train the lower scoring
group. The lower scoring group lacked the ability to cope
with the industry-agreed necessities of mathematical ability,
communication ability, and deductive reasoning ability.

It seemed 1pgicai that to be able to function in

Al
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the thre= ability areas, one needed 2 high school education,
Three of the four lowest scoring individuals had only nine
years of {formal educalion, TITL became obviougs Lhal years of
experionee did nol take the place ol years ol ecducation, since
Lheroe was a defintle ditforencee in Leglh szeores = 45, 6, 8, and

10 verasus 24, &4, b, and 29,

L




CHAPTER VI1 - CONCLUGSIONS

The following conclusions were reached based on the

results of this study:

1.

2

3,

That the ''iffin-Lawshe Adaptability Test was a useful

tool for indicating a person's abilities in mathematics,
communications, and deductive reasoning, Therefore, it
could be used by the supermarket industry in the selection
of persons with potential for training programs which lead

to positions of department manager or higher,

That the leadership questionnaire form used in this study

was an adequalic tool to determine a person's past
leadership achievements, ‘he point score arrived at from
leadership activities would give one an adequate indication

of a person's leadership ability.

TThal. omecation was important and that it did influence the

tost scores.

That the test and the questionnaire gave only an irndication
of a person's abilities in mathematics, communications,
and deductive reasoning, They did not take into consid-
eration personality, attitudes, and personal and company
goals, Therefore, they were not the only tools necessary
to the evaluation of an employee for participation in

training schools,

N
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That, based on the tested population ot produce managers,
a score of sixteen or better would be considered

acceptable for the position of produce department manager,

That Cooperative Extension at the University of Missouri,
Columbia, especially the Department of Agriculture
Economics, the Department of Extension Education, and
University Wide Extension, could coordinate the necessary
training programs needed by this industry to strengthen
weak areas identified by the Tiff in-lL.awshe Adaptability
Test, Within the Extension organization people with
expertise in the arcas of interest could be made available

to lead training sessions,

That through the application of scientific principles and
methodology, i.e. studying the existing situation, defining
the problem, locating and adapting past research, etc.,

one could arrive at sound, useful, and pertinent material,
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CHAPTER VD = iMPLICATLION:S
Ao LIMUTATITON

[t was rccognized that there were many towns and
cities in the state of Missouri, and that this report was
applicable only to Columbia, Missouri. In a study such as
this, each community had its own uniqueness in population
and composition, Since the inhabitants of a community were
generally also the businessmen, it was recognized that each
Lown or city should be treated as an individual case until
such Lime Lthat a cross-sectltion of Lhe nation could be tested
and norms establisheds This was not praclical for this study,
gince the thrust of Lhiys program was to identify the tools
upon which this process could rely.,

The results in this report, therefore, were not to
be applied to supermarkets' management outside the city of
Columbia, Missouri. Once other areas had been tested and
analyzed, this report could be used to correlate Columbia
with other areas.

Another limitation was the fact that these criteria
gave indications of a person's abilities in only the four
areas of the study. These did not purport to be the total
answer to personnel selection for training activities,

There were other considerations such as personality, inductive

reasoning ability, attitude, personal and company goals,
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and creativity which were not taken into consideration in

this study.
Be POSIBILITIEDS

Al Lhough this study was limited Lo supermarket
produce department managers, the use ol the criteria was
not so limiteds Lt was observed by the author during conver-
sations with six store managers that all departments had
approximately the same personnel profile as to age, experience,
and years in company employment, As such, the data gathering
devices were applicable to all departments.,

The author believed that these criteria would be
helpful to any cmployer whose managers or other cmployees
needoed the variable: Ltezted in the pertormance ol their work.

Fveulhough the projecl was carried on in Columbia,
Missouri, the supermarket industry in other areas and states
was also involved in rapid expansion programs. The variablés
identified in this report were not unique to Columbia super-
market management. All supermarkets dealt with these variables
in management; therefore, the instruments used could be applied
to the industry no matter what the location. The inclusion
of one hundred per cent of the supermarkets in Columbia in
this study further supported the possibilities of wide

application.
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QUESTTONNA LKL

Name 2. Date
Age i, Father's Occupation
Year: in Produce Business
Present Position: Department Manager__  Assistant Depart-
ment iicad___ Employee -
How lLong in Present Position
Previous Occupation
Years of ltigh Sehool College
Mame of Store
Did You Participate in liigh School Sports? Yes No
(please 1list only 10th, 11th, and 12th grades)
Sport Grade Co~ - Years This

Participated Captain Captain Office Held

10 1t 12 10 1L 12
(a) —_ - _ —
(b) —  — — _
(e) - — —_ — —
(d)

Did You Participate in lligh School Extra-Curricular

Activities Other Than Sports? Yes No

(please list only 10th, 11th, and 12th grades)

Activity Grade Par- OQOffice Held Years This
, ticipated Office Held

10 11 12 10 1t 12
(a) . —_— —
(b) —_— e —_
(c)

(d)
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13, Did You Participate in College Uports? You No

(please list only Soph., Jr., amnd lr, yecars)

Sport Year Par- Co- Year This
Licipated Caplain Captazin Office leld
S50, Jr, Sr, ' So, Jr., Sr.

: (a)

(b)

(c)

(d)

14, Did You Participate in College Extra-Curricular Activities

Other Than Sporls? Yes No

(please list only Soph., Jr,, and Sr, years)

Activity Year Par- Of(fice Years This
ticipated Held Office Held
S0, Jr. Sr, So, Jr. Sr.

(a)

(b)

(c)
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FORM A
1. The statement, ""There is something in the way he deals that makes me want to cut
the cards," indicates what on the part of the speaker?
(1) indecision (2) scorn (3) fear (4) hate (5) suspicion. ... ... ... .. v vnunns (. _ )
2. The statement, "No one is able to stop me; | will do that which | intend to do or die in
the attempt,'* indicaies what on the part of the speaker?
(1) determination (2) loneliness (3) ambition (4) rage (5) hypocrisy ................ (. . . )
3. What is the first letter of a three-letter word meaning money collected by the government?............ ( )
4. In the following series of numbers, how many times does 2 follow 3?
5327 32983 26028 3 2. ... .00t iititiiiiiiti it e i )
5. Which of the following multiplications is right?
(1) 6 X 23 =148 (2) 3 X 59 =158
(3) 6 X 56 =316 (4) 7 X 85 = 595
(5) 3 K B2 =236 ittt e e e e e e e I )
6. The temperature in a tool shed is 18 degrees above zero and the temperature out-
side is 6 degrees below zero. How many degrees difference is there between the two
LYY= T LT - (.. . . )
7. Which of the following words makes the truest sentence? A father is always (?) than his son.
(1) heavier (2) older (3) taller (4) wiser (5) younger .. . ... ... vvvrennrneneennns (... .. )
8. Which of the following pairs of words have the SAME meaning?
(1) prohibit—allow (2) tonic—stimulant (3) wary—foolhardy
(4) recent—ancient (5) ferocious—mild ... ........ i i e i e e (.- )
9. What is the first letter of a five-letter word meaning extra money paid at the end of a work pzriod?...... (.. ..
10. Which of the following pairs of words have OPPOSITE meanings?
(1) transient—permanent (2) comforl—conscle (3) enraged—angry
: (4) augmenl—increase (5) kingly—regal . ...... .0 i i i e e e . |
11. John earns $20 a week. John earns twice as much as Harry earned before Harry
i had his salary doubled. How much per week does Harryearn?. .. ....... .. ..o ennn, (... )
t
: 12. Which of the words below does NOT belong in the list?
5 (1) rabbit (2) whale (3) muskrat (4) seal (5) fox .......coiv it i iiiiinnennnns (e )
4
{ 13. A stool has four legs 21 inches, 20%2 inches, 20 inches, and 22 inches long. What is
' the smallest total number of inches that must be cut from the legs to make the stool
L I )
14. What is the first letter of a fourieea-letter word meaning a person in charge of a plant?...............[. ..._.)
15. A workman was making $2.40 per day. His wages were raised to $3.30 per day
making a raise of 15 cents an hour. How many hours per day was he working?. .. ................. (.. — )
16. SOUND is to SILENCE as SUNLIGHT is to:
(1) evening (2) moonlight (3) night time (4) twilight (5) darkness. ................. ()
17. George drives 18 miles to work. George drives three times as far as Tom did before
Tom moved two miles closer to the plant. How far does Tom drive towork?. .. . .. ..o oo vv v il )

18. What number is missing in this series?
5§ —7—=10—14—19 — ()i iiiiiriinnnnnens .
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19. What is the first letter of a nine-letter word meaning o’ talk with a hiring official?”. ....... \‘ Y O
20. A certain letter is the fifth letter before “M" in the alphabet. Another letter is the
third letter after "M" in the alphabet. What letter is midway between these two
BB OIS ? L e e et e e e e e e e A )
21. If the words below were arranged to make the best sentence, with what letter would
| the last word of the sentence end?
employees cooperation many poor fail causes 10. . . .. it i i i i e )
22. BLUEPRINT is to BUILDING as PATTERN is to:
(1) sewing machine (2) dressmaker (3) dress (4) foundction (5) cloth. .............. o)
23. If the words below were arranged to make the best sentence, with what letter would
the last word of the sentence end?
tools have workmen good not dull do. .. ..o iii i i e e e e I )
24. A man spent $15.00 or % of his check for room and board. How much was his check?. ............. .l )
25. Which of the following pairs of words have the SAME meaning?
(1) tart—acid (2) waste—conserve (3) enthusiasm—ennui
(4) cowardly—brave (5) beautiful—ugly ......... ... .. .. i i i i i I )
26. |If the first two of the following sentences are true, the third is (?). Successful men work
hard. Jones works hard. Jones is a successful man.
(1) true (2) false (3) not cerlain .. v v vt i ittt tneneeeoneneensenesoeannns ()
27. What number is missing in this series? '
TT =18 16 == 28 — 21 () ittt ittt it ittt taaeeeoneeeeeeeneeeennnnens I 2)
28. Which of the following pairs of words have OPPOSITE meanings?
(1) exalt—rejoice (2) certify—attest (3) incite——quell
(4) tiny—minute (5) analogous—similar . ......... . ... i i i ()
29. During a particular week John worked 1-3/4 days and 2-1/2 days. George worked
1-1/2 and 2-2/3 days. How many more days did John work than George?. ...........c..covvvveolo )
30. If two diagonals are drawn across a square, how many large and small triangles will be formed?. .......(___.)
31. You have a nickel, a dime, and a quarter. A clerk shows you several articles, each a
different price and any one of which you could purchase with your coins without l
receiving change. What is the largest number of articles he could have shown you? . ........ ... .ol )
32. What is the third letter of a six-letter word beginning with "'R"' and meaning “to lie at rest?*'. ... ... ... .(..____)
33. What number is missing in this series?
& , 15-2/3 15-1/3 15-2/3 15 15-2/3 14-2/3 (?)..covviniiiviininienieneenaloc )
_ 34. What is the first letter of a five-letter word meaning avocation?............. Y (SR |

35. Ten books, each two inches thick, are arranged on a library shelf. How many inches
are there between the front cover of the second book and the back cover of the
seventh book? ................. et eeeean et

........ veeee i)




SCORE
PERCENTILE________

NAME DATE
{Last) R {Firgl)

Some jobs require figuring—such as adding, sul)nn(una. multiplying, and dividing
—while others require writing reports or answering letters, and still other jobs can
be done well by people who are not particularly apt with figures or words. This test
will help in determining how well you can handle jobs that require these abilities.

Do as well as you can on this test, but do not worry about it. Remember that
you may be well qualified for certain jobs that require training or skills different
from those covered in this test.

' HERE IS A SAMPLE QUESTION:
Which of the words below tells who! an orange is?
(1) animal (2) flower (3} fruit (4) vegetoble (5) cloth. . . ................ ( 3 )

The correct answer is “fruil.” Since the word “fruit'"* is number (3), the number (3) has been
written in the blonk space at the right.

NOW LOOK AT THIS QUESTION:

What is the seventh letter in the alphabet?. .. .............ccvvinvunun.. ( G )
The seventh letter in the alphabet is G, so the letter G has been written in the blank at the righi.

NOW, WRITE THE ANSWER TO THIS QUESTION YOURSEI.P

: If one pencil costs 5¢, how many cents will six pencils cosi?. e

The answer to this question is 30, so you should have written 9he number 30 in 9he blank af the
end of the question,

TRY THIS ONE: !

0 O S Bt et e eyt

What is the first letter of a three-letter word meaning a tool used by corpenters to cut wood?

.......................................................... ( )

The word of course is “'saw," so the letter S should be written in the blank at the end of the
question. All of the questions in this test are similar in form to those given obove.

REMEMBER:

T T gy ot et

1. If the answer lo a question is a LETTER or a NUMBER, write the letter or number in the
blank at the end of the question.

2. If several onswers ore suggested (as in the first question obove), write the NUMBER of the
correct answer in the blank of the end of the question.

Work as rapidly as you can without making unnecessary mistakes. You will not be
able to answer all of the qucstlons When you find a qucstlon you cannot answer.

do not spend too much time on it, but go on to the next question. Do not skip around,
but take all of the problems in order.

DO NOT TURN THE PAGE UNTIL TOLD TO DO SO

‘0 « 5\7 Reorder No. 7-111
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1972 SUPERMARKET MANAGEMENT MANPOWER PROJECTION

In an effort to project 1972 supermarket management
needs for Columbia, Missouri, Lhe baue was 1900, 1960 was
unsed becemuse @b owas Lhe Lhreshold ot Lhe rapid supermarkel
indusbry srowlh in Columbia,

In 1960 there were seven supermarkels operating in
Columbia; with the end of 1971, there were fifteen, There
will be no attempt made here to reason why this expansion
took place; rather a simple statement that it did occur.

This meant an increase of eight stores in eleven years.
From this point on Lhe material will concern itself with only
the management people needod Lo make this industry operate.

In 1960 tle basic management necd ot a supermarket
was a store manager, asusistant store manager, and four depart-

smenl managerse  The four basic departments were grocery,
produce, meat, and .dairy.

Therefore;

6 management people

x 7 stores

Total 42 management people needed in 1960

During the eleven year period 1961 through 1971,
there was a net increase of eight stores., This equaled a
total of fifteen supermarkets in 1971, Assuming that the
need was still six management people per store, the industry

needed ninety management persons within this period.
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o panagement people

Total 90 management people by 1971

Some industry changes btook place within those eleven
years, and six additional departiments were added to the bagic
fer departments ol 1900, lhese new depavtmenls: included
hakery, delicatemssen, Jdeager, Vigquor, flower, and restaurant,
There wore now ben departmente per store, soe the industry
actually necded 180 wmanagement people to oberatn the {ifteen
supermarkets instead of ninety.

This 180 projection did not include people to replace
those who moved, retired, found other work, or left for other
rcasons, This logg was projected at one person per store per
year; therefore, the need for this purpose was 100 management

people over the eleven year period. The Lolkal projection

Cfopr 1971 was J80 management people.

Ot Lhe J80 manapoment people, Lhirly were store
maeeers and sintanl manarsers,  Kemoving Lhem Leom Chins
Lizt 1eaves 250 deparlmenl manaremenl people necded,  in
conversétions with Lhe anthor, six store managers and eight
department managers agrecd that a new department manager
with the right qualifications could be trained in one year.
Such training of new management manpower could have equaled
644 management people in the time period from 1961 through

1971. The following chart explains how this figure tabulated.
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new management people
needed for one new
store

now available
management for new
store

to cover new dept.
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now available
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now available
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store

management for new
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now available
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management for new
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management for new
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management for new
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Year  No, NO Total Rawod on Uoman/Dept,
Stores Dopt, No, Depl, fratned per Year, No.
por all Total Nen Trained
Shove Slorew Acoumnalative
1909 13 4 10N = oo now available
- 11 managenent {or new
sbore
- 13 managemenl [or new
dept, 13 stores
S 381
1970 14 a 126 = 507 now available
- 12 management lfor new
store
- 14 management {or new
dept, 14 stores
b
19 1 1O L 10 : 3L now available
lfowover, acccording to the same six atore managers
and eight department wmanagers, a store considered itsell

to be doing a good job if it could train one new man per
year per store, ‘I'his meant two thinge:
1. At best, losc per store per year equaledlthe newliy
trained managsors,
; 2, Therverore, aw the industry grew there were no management
reserves upon which to draw to supply new clores,

This brings one to the conclusion that many of the store

departments were being managed by pecple who may or may not

have been trained tor their pogitions. #y locking abt the

j

§ body of this paper, one can sece that one-third of the existing
{

i

i produce managers were not gualified for their pesitions,

g This means one-third of the department managers were not

ERICE ~ ol

T




qualiried to train new managsers,  Anolher one=thivd could

poertorm Lheiv manasement work, bul probably tacked the
abilily Lontrain others,  This letl the Lop ovne-thivd of the
managers to do the training,., Under the previously mentioned
rate of growth, with the top one-third of the managers doing
the training, the industry could about maintain itself,

This did not work in reality because people with
the necessary qualifications wer2 neither quickly nor easily
identified. The industry, therefore, was constantly attempting
to recruit new management people,

At this point the author projected that if the
industry moved Lo Lhe nse ot Lhe Leadership Questionnaire
plus the Tirfin-tawshe Adaplability Tesl plus intervicews,
"those department cmployces with management potential could
be easily and quickly identified, This being the case, the
industry would be able to meet its ever-increasing need for

new managers and possibly, over time, build up a slight reserve,
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