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CHAPTER I
THE PROBLEM AND DEFINITIONS OF TERMS USED
I. THE PROBLEM

Statement of the problem. Organizations of today that

‘haveulargé offige_gtéffs are properl& cqnégrned with tﬁg
productivity of their clerical workers. Oﬁe method of obtaining
high level productivity is through the selection process.
ighe purpose<of'this-stddy is to determine if one'or more of
ﬁhe foll&wing factors of personnei informetion will predidt

individual clerical productivity:

A. Age.

B. HNumber of years employed.'
C. Marital étatus.

D; Existencé'of dependents.

E. Educational level attained.
,Fww;Fmploymentw%estwseeres.

Importance of the study. The area of study_is important.

- becauge of the relative and absolute increase in numbers.of'
clerical workers in the past few decades. Productivity of
clerical workers has a great effect on total productivity and

therefore on society's standard of living. Studies pointing



the way toward increased productivity are important and
valusble. (This conclusion is based on the assumption that
increased productivity zwnd an dinereased standard of living

philosophical gues-

&

are desirable. Although there may be

tion invelived, for the purposes or this study, it is ignorad. )

In examining the Literature in this general ares, one is
struck by the comparative ubsence of adeguate criteria. In
most stuldies, the criterion has been over-all performance
rather than strictly productiviity. Because Job performance
was usually measured by subjective appraisal, it lacked
accuracy. Bven less accurate was the practlce of using lenuth
of training time as o criterion; the time required for a
person to learn & Jjob often bears little relation to’his PrO-

ductivity on the job itself. An even more general criterion

appeared in one study conducted in thoe depression years. In

1

~

thi

o

5 study employment itself was equated with job success!

Individuael clerical productivity has not been used to

any great extent as a criterion Uecause there have been icw

lpor otly M. Andfew and Donala G. Paterson, Measured
Characteristics ol Clerical Workers (Bulletins oi the Haploy-
ment Staoili: at on Rescarch Inetitute, Minneapolic,
Minnesota: he Unlversity of Minnesota Press, 1934).




(W3]

accurale clerical productivity figures avallable. In this
study individual productivity scores were avallable for
normal day-by-day and month-by-month working situations.
There were no artificial situations created. The scores were
a part of a clerical production standards program at the com-
bined home office orf a health insurance company and a life
insurance company, Mutual o Omaha and United of Omahs,
regpectively. The employees included in the study were only
a fraction, spproximately ten per cent, of all employees
covered by the program. However, the employees selected
worked in the sreas having the most valid and reliable pro=-
ductivity scores over a period of yeasrs. The author's
personal experience 1ln working on this program for several

years was instrumental in selectin: these employees.

The importance of the correlations obtained in the
study depends largely on the accuracy of the criterion, the

1ndividual productivity scores.
IT. DEFINITIONS OF TERMS USED

Factor. 1In this study, a factor refers to any of the
items of information about each iIndividual which were used in

an attempt to predict productivity.



Productivity. As used in this study, productivity is

defined as the number of units of production per unit of time.

Productivity score. This refers to the numerical score

which represents each employee's relative productivity. In
the office studied, it is a major goal of the system of
clerical production standards. To have avalleble individual

sSeores the following steps are nacesssry.
’ & J

A. Timing is done on representative work and repre-
sentative employees. This timlng is done by
skilled anslysts and by individual employees using
self-timing techniques controlled by the analyst.

The timings are checked periodically by dif'ferent

o

nalysteo.

B. A standard number of production units per hour is

calculated as follows:

werage time
1. No. of minutes timed = Per unit with-
No. of units of work out allowances
completed

2. Average time per unit
without allowance:s ot
Allowance factor

Standard time per
unit of work




3. No. of minutes per hour = Standard no. of
standar me per un units per hour

Example: 1. 300 minutes - g pinutes per unit
100 units

2. 9 minutes per unit - 10 minutes per
0.90 factor unit

3. 60 minutes -

2o mLnutes 6 units per hour
10 minutes

Production and time records are established to
enable an individual monthly productivity score
t0 be calculated. A sample calculation of an
individual productivity score from this informa-

tion follows:

1. Production
Standard per hour

Expected man hours

2. Expected man hours - Productivity score
Actual man hours

Example: 1. 1020 units 170 expected
6 units per hour hours

11

2. 170 man hours - 106 produc-
160 actual hours tivity score

\un



CHAPTER IT

RELATED RESEARCH

I. CRITERIA AND HOMOGENEOUS GROUPS

Criteria problems. Edwin E. Ghiselll has reported that

investigators '....have been more interested in predictors
than criteria: We should regard job performance as a fertile
field of study in and of itself."l 1In the words used earlier
in this thesis study "....one is struck by the comparative
absence of adequate criteria.”" Ghiselli, together with

C. W. Brown, earlier reported "....low relationship exists
between the validity of tests in the prediction of trailna-
bility and in the prediction of job proficiency....these
results suggest that the sbilities important for learning a
Job may differ markedly from those important in the mainte-
nance of proficiency on the job."g Joseph Tiffin and Ernest
J. McCormick also have raised the juestlon of criterion

validity and reliability, especially the subjective nature

1Edwin E. Ghiselll, "The Placement of Workers: Concepts
and Problems,” Personnel Psychology, 9:1, Spring, 1956, p. 1.

“Bdwin E. Ghiselli and Clarence W. Brown, '"The Relation-
ship Between the Predictive Power of Aptitude Tests for
Trainability and for Job Proficiency.” dJournal of Applied
Psychology, 36:6, December, 1952, p. 370.
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of performance rating as opposed to the criterion objectivity

needed,3

Homowgeneous work groups. Ghiselli and Brown ralsed the
& D

criterion guestion as well as an additional question in a
1955 ‘oook.if The additional .uestion 1s the desirability of
dividing clericel workers into groups with simllar duties.
The differentiation between the training criterion and the
proficiency criterion and among the various groups is shown

in a partial reproductiocn of their table as shown in Table I.

A book by Charles H. Lawshe, Jr., also divides clerical
workers into difterent groups.5 His groups are: geuneral
clerks (filing, checking, tabulating, and other miscellaneous),

typists, stenographers, and machine operators.

3Jbseph Tiffin and Brnest J. McCormici, Industrial
Psychology (tourth edition; Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1958), p. 32.

l*113dw:1.n B, Ghiselli and Clarence W. Brown, Personnel
and Industrisl Psychology (second edition, New York: McGraw-
Hill Book Company, Inc., 1955), p. 219 and p. 229.

5Cha‘rles H. Lawshe, Jr., Principles of Personnel. Testing
(New York: McGraw-Hill Book Company, inc., 1543), p. 151.
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Ghiselli and Brown's table and thelr comments, Tiffin
and McCormick's guestions, and Lawshe's conclusions all raise
two guestions indicating future profitable areas of stuly.
The questions are: Chould clerical workers be divided into

more homogeneous work groups before study? Should more eifort

be placed oun validating criteris before beginning study:
II. THE MITNNESOTA STUDY

Background. One extensive study of clerical workers was
done in the early 1930s by Dorothy M. ﬁndrew.6 The basic tool
used was the Minnesota Clerical Test. Before discussing the
conclusions of Andrew's study, a few general comments seen
aiviseble. Part of the study was based on a comparison of
eriployed clerks with adult workers in general. Another port
compared amployed clerks with unemployed clerks. Criterion
validity seems in doubt. The fact of unemployment may have

been equated with job success by the general public in the

DDorothy M. fndrew and Donald G. Poterson, Measured
Charactexistics ol Clerical Workers (Bulleting of the
Employment Stabilizatlon Research Institute, Minneapolis,
Minnesota: The University of Minnesota Precs, 193k).
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depression years of the 1930s, but now it certainly seems

open to criticism for a study of this nature. Another

possible criticism of her study (as well as this present

thesis study) is the questionable use of measures of unique

traits to predict a possible global ability.

Results. Some of the Tfindings and conclusions of

Andrew's study are as follows:

A.

There was only a slight positive relation
between subjective supervisory ratings and
clerical test scores. With the additional
evidence given in the study, this tends to
throw doubt on the validity of the supervisory
ratin s.

Name and number checking were found in Andrew's
study to be diagnostic of both filing and
general clerical aptitude. In the present
thesis study the predictor corresponding to
Andrew’s name and number checizing is the
clerical test score; the item corresponding
to Andrew's general clerical aptitude 1s the
total test score. On this point, to the

exltent the corresponding items are similar,
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the two studies closely agree.
C. The following findings oi Andrew's study also
agree closely with the results of the present
thesis study:
1. There is a slight negative relation between
age and clerilcal test scores.
2. Twelfth grade education tends to appear best
for clerical employees.
3. Verbal test scores and numerical test scores

are not related.

Recognizing the difficulty in comparison because of the
different criteria used, Andrew’'s study and the present

thesis study appear to substantiate each other.
ITI. THE PRUDENTIAL STUDY

Background. A study oi clerical productivity with a
different approach was made for the Prudential Life Insurance
Company by the Institute for Social Research of the Univer-

sity of Michigan.7 They studied the relationships among

{Milton M. Mandell, Recruiting and Selectin. Office
Employees (New York: American Management Assoclation, 1456},
p. 18, Citing Productivity, Supervision and Morale in an
Office Situation, Part I. University of Michigan, 1953.




productivity, supervision, and imorale. One conclusion was
that only one basic worker attitude not related to super-
vision affected productivity--pride in the work group;
however, their principal conclusions about differentiating

factors concerned supervisory characteristics.

Results. The differentiating characterlstics of super-
visors with high productivity groups were found to be the
following:

A. They received general rathexr than close super-

vision from their superiors.

B. They liked the amount of authority and responsi-

bility they had in their jobs.

C. They spent more time 1in supervision.

D. They gave general rather than close supervision to

thelr employees.

E. They were employee oriented rather than production

oriented.

These conclusions are open to question. Are they causes
or effects? Specifically, exactly what does “employee

oriented” mean? Does it mean, "All I have to do is look out
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for their welfare and they will produce for mei” 'The addi-
tion to practical or theoretical knowledge by this study

seems limited.

Iv. THE HAWTHORNE STUDIES

Baclitground. No discussion of worker productivity would
be complete without a mentlon of the famous Hawtho}ne
studies.8 The eventual elevation of human relations as the
principal interest of these studles is a much different
method of attack on productivity than the method of the
present thesis study. The fact that one deals with indus-
trial workers and one deals with clerical office workers 1s
also different. However, in the general problem area of

what mekes some employees more produective than others, the

two studies try to answer the same gquestion.

8p. J. Roethlisberger and William J. Dickson, Manage-
ment and the Worker (Cambridge, Massachusetts: Harvard
University Press, 1932) and Henry A. Landsberger, Hawthorne
Revisited (Ithaca, New York: Cornell University Press,

1958).




Results. The general conclusion of the Hawthorne

studies was that the human relations aspect of the work

situation is the key to improved productivity.

chapter, "Discussion.™)

(See later

1L



CHAPTER III

BACKGROUND OF THE STUDY AND THE TECHNIQUEE USED

I. DBACKGROUND OF THE STUDY

Study location. This study was conducted in the home

office of two large insurance compeanies, Matual of Omaha and
United of Omaha. The productivity scores were taken Irom
the records of the clerical standards program. The

personnel data was taken from officisl personnel information.

Period selected for study. The period selected was the

six months from January 1, 1959, through June 30, 1953. . By
averaging the six productivity scores for each employee
studied, a more valid snd reliable criterion measure was

obtained.

Type of clerical jobs studied. Eight departments were

represented with a variety of typing, recording, computing,

and transcribing Jjobs involved. The arens were selected

to represent a general cross section of clerical work.! The
g

only work areas chosen were those where retimings had con-

firmed originel findings and & consistent, logical pattern

of productivity scores was evident.



faployees Included in tie study. All continuous full

time employees of the eight departments who were included
in the ctandards program and who worked the [uwll six months
were stulied. The totel numbeir of employecc studlied was

139.

I1. TECHNIQUEC USED

Adjusted productivity scores. As indicated previously,

one productivity score was obtalned for each amployee by
calculating the mean of each individual's monthly ucores.
The nean and the median of each depurtment's set of in-
dividual ccores were bthen calculated. Two new complete sets
of adjusted zcores wvere prepared, based respectively on the
deviations from the depurtmental means snd the departmental
medians,. The correluation between these two cets of adjusted
zeores was 0.99. The sel of figures representing deviations
from the means was selected as the basis for iadividual

productivity.

Individual ewployec Jdata. This information was taken

from official personnel records as of June 30, l950.
Following is an axplanation of each set of factors used:
Ao Age vas glven in increments of one year Ifrom

eighteen through forty-six.



17

B. RNumber of years employed was glven in increments
of one year as of June 30, 1959, to the nearest
year, from zero to ten. One score of over ten
years wes adjusted to ten.

C. Marital status vas glven as unmarried, indicated
by the numeral zero, and merried, indicated by
the numeral one. This information was as of
June 30, 1959. Divorced persons were included
in the unmarried group because of small number
involved.

D. The numeral zero was used to indicate those without
dependents, and the numeral one was used for those
with dspendents. This information was as of
June 30, 1959.

E. Initially, the 139 employees were divided into
three groups based‘on the lével of education
attained. These three groups were: (1) high
school gradustes, (2) those with one semester
or more of business college, and (3) those with
one semester or more of college. Both the mean
of the productivity scores and the mean of the scores
divided by departmental standard deviatlons were

calculated for each of these three groups.



Because the results did not discriminate among
the three groups, the 139 employees were subse-
guently divided into two groups, those with only
a high school education, indicated by the numeral
one, and those with more than a high school educa-
tion, indicated by the numeral zero.

A set of test scores was obtained for 109 of the

139 employees included in the ctuldy. The test set

was the Short BEmployment Tests published by the

Psychological Corporation of New York, New York.

The tests were constructed by George K. Bennett

and Marjorie Gelink, copyrighted in 1951, and the

norms were revised in 1956. The tests are
entirely cpeed tects and are divided into thece
three parts:

1. Verbal - This was a vocabulary test of fifty
words, each with one of four possible answers
to be selected.

2. NKunmerical - This test gave ninety problems of
basic addition, subtraction, mmdtiplication,
and division.

3. Clerical - An alphsbetical list of names was

given with the surname first followed by two
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initisls. Opposite each name was a [ive- or
six-digit figure in dollars and cents. The
problem was to check sixty names against the
list. If the name was not on the list, one of
four possible number codes was used; if it was
on the list, a code was gilven indicating one

of three dollar ranges.

The verbal test is designed to serve as a measure
of vocabulary end a rough measure of intelligence.
The numerical and clerical tests indicate the
gquantity of production that might be expected on
like tasks. An example of one employee's test
score follows:

Raw Percentile Percentile
Scores National Norms Local Norms

Verbal 11 12 17
Nunerical L2 &0 &0
Clerical 35 75 83
Total 68 Sk 61

Correlations. All of the factor scores were correlated

with the productivity scores. Then all factor scores were
intercorrelated. All correlations were of the product moment

variety.
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CHAPTER IV

RESULTS AND VALUE OF THE STUDY

I. RESULTS OF THE STUDY

Correlations and regression eguatlions. After the factor

scores were correlated with the productivity scores and then
intercorrelated (see Table II), the only statistics which

appeared significant were the following:

Factor Correlated

with Productivity Correlation
Existence of dependents 178
Clerical test score L1334
Educational level attained 176

The intercorrelations of these factors were as follows:

L

First Factor Second Factor Correlation
Existence of Clerical raw -.013
dependents score

Existence of Educational level -.068
dependents attained

Clerical test Educational level -. 405
score attained

The results of the multiple correlation calculations and

the regression equation calculations are given below:
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a2
A. Three predictors (l-existence of dependents,
2-clerical test score, and 3-educational level
attained):
1. Multiple correlation: R = .348
2. Regression equation (the Z-scores are standard
scores, €.g., Zl is the standard score for

predictor one):

z'! = .201Z_ «+ ‘.255Z2 +  .20937

0 1 3

B. Two predictors (l-existence of dependents and
3-educational level attained):
1. Multiple corryelation: R = .259
2. Regression equation:

7! = .,1017. + .18¢p

0 1 3

II. VALUE OF THE STUDY

Three predictors. The miltiple correlation figure of

.348 for the three predictors (existence of dependents,
clerical test score, and educational level attained) is sig-
nificant at the one per cent level. The size of the corre-
lation and the level of significance indicates @ reliable but
smll aggregate galn over chance alone in predicting

productivity.

Two predictors. Using two predictors (existence of

dependents and educational level attained) gave a multiple
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correlation figure of .25G, which is significent at the five
per cent level. This is & less reliable statistic which

also represents o relatively small gain.

Practical wvalue 92 the study. The practical value of

the study, evnlunbted aos a pogitive contribution; is obviously
small. It tends to show that a small, ceven if reliable,
increase in general clerical productivity can be expectied by
using the predictors studied. The value of this increase

will depend on the selection ratic in any one siltuation.

For o correlation figure of .35, the Tollowing resulis are

O
ohtained s
Proportion of Proportion Selected
Erployees Considered  Selection Who Will Be

Satisfactory Ratio Satisfactory
.50 .30 .66
.50 .60 .50
(o) .30 .83
.70 .60 LTE

This clearly shows that the smaller the selection rutio,
the larger the gain. These are not large gains; bubt where
mnony employees are hired, vhere the selectlion ratic 1s small

and in the obsence of better selection devices, the average

~

“Joseph Tiffen and Ernest J. McCormick, Industrial
Psycholog:r (fourth edition; Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1958), Taylor-Russell Tebles, ». 552.



productivity increase for groups of enployees could maxe the

selection technique worth considering.

Theoretical value of the study. The value of the study
lies chiefly in the additional evidence provided to confirma
previously published studies. In the specific area of
clerical productivity studies, the validity of this study
should compare favorably because of the more valid and re-
liable productivity scores. It is unfortunate that no
statistical evidence can be presented on the validity and
reliability of these productivity scores. However, this
lack should be partislly offset by the author's personal ex-
perience together with the description of the checking and
rechecking or the clerical standards in guestion. Also, the
fact that only the most accurate ten per cent of all scores
availaple were used can be considered as additional evidence.

’

An interesting aspect of the study was the predictors
themselves., An employee who has an education above high
school tends to be less productive. Those who are married,
have dependents and a high clerical score, each tends to be
more productive. These are slight tendencies, ranging from
individual correlation figures of .134 to .178; but their

direction agrees with previous studies and expert opinion.
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Other correlations, age and education, =-.313; years
employed and clerical test score, -.219; raise such questions
es: Is there a tendency to lose employees testing high? Do
employees with more education stay longeri Since there ig a
relation between total test score and intelligence, do the
companies tend to lose the nmore intelligent clerical

employeest Iz thlg favorable or unfavorable:
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CHAPTER V

DIESCUSSGION

I. LESESONS OF THE THESIS STUDY

Evaluotion. The wvalue of this theslcs study was princi-
pally in supplying more evidence to confirm previous work.
Al though the author believed his criterion was more valid
than in most similar studies, the general pattern of re-
sults did not change. The only hope for substantial increase
in productivily now seems to reside in a different spproach

to the problem.

Direction of future studies. In order to determine

what form such an approach to the productivity problem
might teke, it seems wise to begin with & further examina-
tion of the history of the study of productivity. This
inquiry can pernaps guide both our thinking and the planning

of future studies.
II., HISTORY OF PRODUCTIVITY STUDY

Bases of study. The industrial psychologist has tra-

ditionally attempted to improve productivity in two ways:

one, finding the hest men for the Jjob, which came about
> & JOU;
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through recognition of individusl differences; two, trying to
make the job fit any man or the average man, which ceme from
the research of experimental psychology. This thesis study
itself obviously falls into the first category. However,

the clerical production standards program mentioned in the

thesis study tends to fall into the second category.

Two areas may deserve more attention. They are: one, the
organization of the work and, two, the organization of the
employees to do the work, both as they affect groups of
employees and individual employees, from the beginning

employee to top management.

Scientific management. After the industrial revolu-

tion, the first breakthrough came with Frederick W. Taylor's
sclentific management. Up to his time, shoxrtly after the
turn of the century, work was considered work; and it was
felt there was little that could be done sbout it. Taylor's
methods of anelyzing jobs and then synthesizing them into im-
proved wholes, notwithstanding their impressive contribu-
tion, suffered from two flaws. One was that they
necessarily tended to fit the newly synthesized Jjob to the
average man, thus largely ilgnoring individual differences.

The second flaw was that the practitioners of his methods,



which includes most of the experimental psycholeogisis as far
back as Wundt, found it much easier to bresk the job down
than to put it back together as an improved whole. Somehow
the irrelevent conclusion that division oi labor was the
major key to productivity came to be generally accepted.
Thus, too much work was reduced to component part jobs,
thereby tending to reduce the worker to & machine. The
resulting loss of ddentification with the whole reduced
creative improvements possible by the individusal employee.
Because he covld not see the whole, he resisted changes
connected with the wheole. However, in spite of its flaws
and imperfect executlon, Teyloris scilentific management was
a real step forward because its results clearly demon-
strated that orgenizaticn of the work could be changed to

improve productivity.

Hawthorne cstudles and unicnization. The next two

important steps occurred about the same time. One was the
etffect of the famous Hawthorne gtudies and the other was a
product of the rise of unionization. A good case can be
made that both the Hawthorne study results and the rise of
unionization were in large part a result of the workers'
desire for status recognition. The manner in which

scientific management was actually opplied meant that the



identification of the worker with his union and a human
relations approach by management gave him a compensatory
Increase dn his status. The Hawthorne studies offered
proof that properly applied human relations could improve
productivity. Through the following years a flaw in the
application of human relations appeared; supervisors tended
to overemphasize the employee and Forget the job. It was
often found that the happy worker was not necessarily a
productive worker. Alsc, management and researchers
sometimes became intfected with using humen relations as
merely a manipulative tool. When they went to this extreme,
workers recognized that they were beling manipulated and
resented it. Therefore, the approach often backfired.

At thils point we had scientific management and human re-
lations, both representing progress but with flaws in

application.

The lost lesson of World Wer II. The next lesson wasg

largely lost, both because it was not recognized and because
1t was difficult to figure out a transfer to a different
incentive in peacetime. The lesson waz the megnificent in-
crease in productivity of workers, through thelr own efforts,
during World War II. The workers could sec and identily

with the whole, the wimning of the war. With entirely new
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production problems, individual employees and groups of
employees proved time and time again they could solve probleus
and improve productivity. Often there was no one else to do
it; and because they had the incentive oi the war effort,
they responded wmagnliicently in improving both work organize-
tion and organization of workers to do the work. Although
ample proof was provided of the potentisl of the greatest
resource of all, the human one, we falled to learrn how to
apply it in peacetime after the war. Instead, the lessons
learned were largely confined to further applications of
sclentific management. One example was the training of
workers. A group of psychologists, using sclentiflc mansge-
ment principles, analyzed training methods, synthesized the
best technigues into a step-by-step process which would fit
all job training problems. In retrospeci, we were not much
further ahead arfter the war than beloxe it; we missed
capitalizing on its greatest lesson of the value oi the

human resource as applied Lo work 1teeldl.

III. THX FUTURE

The newest breskthrough--autcmoticn. The emphasis on

the process glven by sutomaticn opened up o new [leld of

productivity progress. It can remove some of the lews of both
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scientific management and human relations. The emphasis in
automation 1s where it should have been in all scilentific
management, on the synthesized whole. After knowing how to

break a job down, we are learning how to put it back together.

" J— ]

In order to resp the fullest possible beneilt {rom the
process approach of automation, we must adjust our thinking
in several areas. We must not let the man become subservient
to the process. To the contrary, he should be elevated. The
individual worker's Jjob should be integrated into the process
very carerully. It should be done so that the worker can
easlly see the whole process and act as a thinker and
planner on his job. In short, he must be given the oppor-
tunity to improve not only his Jjob but help improve the

process, This 1s freeing, yet utilizing, the whole man.

Looking to the future. Notwithstanding the contribu-

tions to productivity possible from automstion, this
potential is small compared to the untepped resources of man
himself. We need changes in thinking, attitudes, emphasis,
direction, organization, and general plans of attack. We
need to use; but also free ourselves from, the approaches of

traditional scilentific management and human relations.
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An exanple of an attitude which needs changing 1s the
idea that work 1s bad. This is so embedded in some of our
thinking that it isn't even recognized. Work is neither bad
nor good in itself. It is what we make 11, how we organi:ze
it, what responsibilities it includes, and what attitudes we
transmit to the worker about i1t--to mention a few attributes.

In short, work can be good, especlally when it is meaningful.

One way to make jcbs meaningful is to have high standards
ol performance. Very seldom is a greater response received
than sought. This must not be one-sided, however. The
standards of performance must also be high for the super-
visors, top management, and the company itself. Another
method is to organize the job so that the worker has
increased responsibility and control and is encouraged to
participate in improvements in his and other jobs. These

3

are examples ol the very best type of human relations.

Contributions by psychologists. The psychologist should

play a major role in bringing about changes such as these.
As previously indicated, we need a different approach to selec-
tion problems than the type exemplified by this thesis study.

We need more work which will prove the value of correct
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placement. Psychologists should re-examine basic principles
to cee 1f the restrictions involved justify retalning them.
Too often chort 1un advantages gained by negative principles
(e.g., wors is bad) or incorrect principles (selection is

more important than placement) aren't justified.

Finally, psychologists should assert themselves more
a:d develop helpful research in the area of management.
This implies study of the nature of individual managers,
groups of workers under a manager, and the organization of
employees as related to the work. It also iuplies study of
leadership. Personal cobservations substantiate the con-
clusion that proper leadership can maintain high group
productivity, even 1f the individuals in the group change.
We have not identified these supervisory traits in such a
way that they may be taught effectively. However, this
does not negate the fact that these traits exist; many ex-
amples of effective leadership show that they do. In
reviewing worik in this area, one cuspecis that a more com-
plete break with the Hawthorne study ideas might be
desirable. We have work indicating that making workers
happy does not necessarily increase production. We need a

study rivaling the scope of the Hawthorne studles which



investigates nmeans of using human relations principles to
cause employees to understand, appreciate, and react

favorably to the goals of their organization.

The changing world of automation provides a good
climate in business and industry for new contributions to
productivity by psychologists. The businessman is familiar
with solving short run problems. Automation, with 1its
capital expense of installation, is forcing him to think
years ahead in the business sense. Now is the time for the
psychologist, while helping solve short run personnel
problems caused by automation, to encourage similar long

run thinking in the application of personnel administration.
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CHAPTER VI
SUMMARY AND CONCLUSIONS

I. SUMMARY

The thesis study. The purpose of the thesis study was

to deteruine if certain common itews of personnel information,
e.g., age, education,; experience, clerical test scores, etc.,
were correlated with clerical productivity. In a study orf
139 clerical workers, a multiple corvelation figure of .3L8
was found for three predictors, existence oi dependents,
clerical test score, and educational level attained. This
figure of .348 is significant at the one per cent level.

For the two predictors, existence of dependents and educa-
tional level attained, the correlation figure was .25

which is significant at the [ive per cent level. No other
correlations appeared significant. In swmary, the study
tends to show little relation between clerical productivity

and commoi iteme of personnel information.

Research and history. This study tends to confiim and

agree with previous studies. Reviewing related research
materlial and the history of productivity study reveals a
lack of new approaches to the problem of lncreasing produc-

tivity.



II. CONCLUSIONS

Methods 9£ study. This thesis study, which uses the

same general riethod as 1ts predecessors, has little new to
offer, elther in methods oxr results. In this study, as well
as others, better diiferentiation of criteria and better
synthesis into improved wholes 1s needed. The same reasoning
is true for predicting factors. They must be put together
into groups which more nearly represent the actual forces

for or against hish productivity in the work situation.

History oi productivity study. History shows that we

have been aided but also restricted by the principles of
scientific management and human relations. This thesis study
could be categorized as a scilentiiic management approach.
Other studies usually elther use this approach or the human
relations epproach. It appears doubtful 1f anything basically
new has been discovered about productivity for twenty-five

or thirty years. It also appears doubtiul if any new basic
approaches to the problem have been developed during the same

time. Therefore, the most valuable contribution to the study
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of productivity would be a new and more fruitful basic

approach.

The future. One new development offers an opportunity
for new work. This is the effect of automation. The
emphasis of automation is on the process, the whole, whare
it belongs. This period of change gives ihe psychologist a
favorable climate in which to work. The time is right for
fresh approaches to the study of placemenl, processes,
leadership, management, and organization. These are the
areas of interest and concern. The psychologzisi has a new
chance in the world of automation to re~emphasize his
greatest contribution to soclety--the reinforcement of the

fact that the world's greatest resource is human ability.
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