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;"Is Report has been prInted by the. firm of ~De' fendracht", . Schled~ 
. Holilind. where the principle of cooperation .between workers (Including 

management) and customers Is given practical. elfeeL Capital ·Is Intended· 
to serve Labour and Its remuneration Is limited to ti% or 7'1'0. All further 
prollt (toes to the workers and to the customers, wbo possess f9% of the 

, shares. The business has been establlsbed since 1897 and its affairs are 
conducted to the entire satisfaction of all concerned. 1 
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THE AIM OF THE ASSOCIATION is Indicated by Its tllle: Membership 
·Is on an individual basis and Is open to all who are engaged In any under
taking Involving the employment of persons, or who are occupied In work 
of scientific research or social significance bearing on Industry, and who 
are in sympathy with the aims of the Association. 
A meeting ground Is thus offered within Industry Itself for the fulfilment 01 
these alms by cooperation among Directors, Managers, Engineers, Pore
people, Oeneral Employees, Personnel (Welfare) Workers, Psychologists, 
Pactory Doctors, Pactory Inspectors, Officers of Employers', Workers' and 
other Industrial Organizations, Industrial ~esearch Workers, Industrial 
Educationalists, Industrial Social Workers. 
At the present time the Association draws Its Members from 27 countries, 
thus giving a wide scope to Its studies and findings. 
Tbere exist few platforms which provide an opportunity for the dispassionate 
study and consideration of the basic matters In Industry from all angles and 
from every point of view. To provide such a platform Is precisely the aim 
of the ASSOCiation. open as It Is to all alike In the industrial Community 
Too little recognition has hitherto been given to the great truth that all In 
Industry are mutually dependent, each In bls own place forming a link 
Indispensable In the chain of Production. 
In choosing for Its first Congress the subject of "Pundamental Rela
tionships between all Sections of tbe Industrial Community" the Asso
ciation was guided by a desire to search for and define the natural elements 
composing each section, to promote within the Industrial world a fuller 
knowledge of tbelr relative value and to awaken a greater consciousness 
of their underlying unity. 

LE BUT POURSUIVI PAR L'ASSOCIATION ressor! de son titre meme. 
Peuvent en etre membres tous ~eux qui se trouvent amenes l sympatblser 
avec les buts poursulvls par I' Association ej qui partlclpent l une entreprlse 
Impllquant l'emplol d'un certain nombre de personnes, ou bien qui s'occupent 
d'un travail de recherche sclentlflque ou d'une oeuvre de portee soclale 
ayant trait l I'lndustrle. 
Alnsl se trouve etabll un terrain de rencontre, au seln de I'lndustrie memo, 
pour la realisation de ces buts determines, grace 1 la collaboration de 
toutes les personnes: directeurs, admlnlstrateurs, Ingenleurs, contre-maitres, 
ouvrlers et employes, sUrintendants, psychologues, medeclns d'uslne, In
specteurs de fabrlQue, fonctlonnaires des organisations patronales et 
ouvrl~res, ou de toute autre organisation industrielle, Investlgateurs 
Industrlels, pedagogues et travalileurs soclaux en general. 
A I'heure actuelle, les membres de I' Association se recrutent dans ?:1 pays 
dlfferents, diverslte qui a pour resultat d'elarglr Intensement la posslblilte 
des etudes et des decouvertes. 
II n'exlste que bien peu de Irlbunes permettant d'etudier et de dlscuter sans 
passion les questions fondamentales relatives 1 I'Jndustrie el de les 
examiner sous lous leurs aspects et l lous les pOints de vue. 
Creer une lelle tribune, c'esl Il preclsement Ie bul de I' Association puis
qu'elle accueUie Indllf~remment tous cew: qui participenl l la CommunautE 
InduslrleUe. 



Jusqu'l present on 'atrop peu voulu reconnaitr. cette grande verite que' 
tous, dans I'lndustrle, nous dc!pendons les uns des autres, cbacun forman., 
1 son poste, I'un des anneaUll Indispensables dans la chaine de la production. 
En cholslssant pour sulet de son premier Congres "Les ~elatlons fonda
mentales entre toutes les dlverses Sections de la Communaute Industrlelle", 
l' Association a obel au dblr de rechercher et de definir les elements 
naturels composan! chacune de ces sections, ail voeu d'accroltre, au seln 
du monde Industrlel, la veritable connaissance de leur valeur respective 
et 1 l'espolr d'6veIlIer une conscience plus dlstincte de I'unlte qui leur est 
1 toutes sous-Iacente. 

DIE ZIELE DER VEREINIGUNG gehen aus Ibrem Namen hervor. Mit
a:lIed der Verelnlguna: kllnnen aile Personen werden, die als Arbeltgeber oder 
-nehmer in einem mehrere Personen bescbiiftigenden Betrlebe titlg sind 
oder die in betrlebswlssenschaftllcher oder sozlaler Arbelt In Irgend elner 
Bezlthung zur Industrle stehen, und slch den Bestrebungen der Verelnl
guna: anschllessen. 
Oas Oeblet der a:emelnsamen Interessen lIegt also In der Industrle selbst. 
Die Verwlrkllchuna: der llele der Verelnlgung soli in elnem lusammen
wlrken von Olrektoren, Betrlebsleltern, Ingenlenren, Werkmelstern und 
Vorarbeltern, Arbeltern und Ange~tellten, Betrlebswohlfahrtspflegern und 
Personalbeamten, Psychologen, fabrlkArzten, Oewerbelnspektoren, Beamten 
von Arbeltleber .. Arbellnehmer- und andern Industrlellen Organlsationen., 
Betrlebswlssenschaftllchen forschem, PAdagogen lind Industrlellen Soolat
arbeltern errelcht werden. 
Ole Vereinillunil dhtt letot Mltglleder aus 27 Undern, die fiir Ihre Unter
suchungen und Arbelten elnen welten ~ahmen bleten. 
Selten flndet man elnen a:eelgneten Boden und die M6gllchkell, Orundlragen 
der Industrle oblektlv von allen Seiten her und unter Berilckslchtlgung aller 
Oeslchtspunkte zu studleren und zu dlskutleren. 
fs 1st das llel der Verelnla:ung, die allen an der Industrle Bete\llgten oHen 
stehl, elnen solchen gemelnsamen Boden zu schalfen. 
Bisher hat slch die Erkennlnls noch zu wenig Bahn gebrochen, dass aile an 
der Industrle Betellla:ten von elnander abhinglg Sind, und dass leder so 
an selnem Platz eln unentbehrllches OUed In der Kette der Produktlon 
bUdel. 
Bel der Wahl des liir den ersten Kongress In Ausslchl genommenen Themas: 
"Orundlegende Beziehungen zwischen allen an der Industria beleiligten 
Oruppen" wurde die Verelnla:ung von dem Wunsch gelellel. die Elemente 
leder Oruppe zu erforschen und IU bestlmmen, In Wlrtschaftskrelsen elne 
lI.ossere Kennlnls Ihrer relativen Bedeutu", zu verbrelten und eln tleferes 
Verstindnls fUr Ihre Innere Verbundenhelt zu wetken. 

7 
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PREFACE 

The volume here presented is the first section of the Report 
which will record the full proceedings of the first triennial 
Congress of the Association· to be held at Girton College. 
Cambridge, from June 28th - July 3rd 1928. 

The present volume contains reports from countries which have 
been prepared in advance of the Congress, both with a view 
to making the most economical use of the time available for 
meeting together and in order to allow for a preliminary 
orientation on the part of Congress members. 

Of the 27 countries where the I. R. I. has established contact, 
. reporters from 18 countries were in a position to respond to 

the request for a report. 

The lines along which these reporters were invited to draw 
up their reports were those indicating the development of 
fundamental relationships within industry, chieflY as affected 
by: Cooperation within and between the various Groups in 
Industry;. Education and Training for all Groups in Industry; 
Industrial Welfare Work, including Personnel and Employment 
Management; Scientific Management; Industrial Psychology 
and Vocational Guidance. 

As the size of the reports had to be kept within very restricted 
limits, they are naturally not intended to give niore than a 
bare outline of the position in each respective country. 

An exception has been made for the Report of the United 
States of America, which territory must be regarded as a 
continent rather than as a' country. Also the U. S. A. is showing 
trends and developments in Industry which are being observed 
on that continent, as well as in Europe and other parts of the 
world, with an almost universal interest. 

• Since it' inception at Plushing. Holland. in 1925, the Association has 
organized two smaller meetings, the lirst in 1926 at the Rigi-Scheldegg, 
Switzerland, the second In 1927 at Baveno, Italy, the latter taking the 
lorm 01 a Summer School. 



PREfACE 

Attention must be drawn to the fact that the majority of the 
reports here presented are a sequence to those given at the 
1925 flushing Congress dealing chiefly with the general 
industrial background of each country, and that the information 
available [n those reports - edited in 1925 - has not here been 
repeated. ,-

THe HAGUe, June 1928. 

9 
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PREFACE 

Le present volume constitue la premiere partie du Rapport 
destine a retracer l'ensemble des travaux accomplis par Ie 
premier Congres triennal de ('Association,· devant avoir lieu 
au Girton College de Cambridge, du 28 iuin au 23 Juillet 1928. 

Ce volume est forme des rapports relatifs aux differents pays. 
Les rapports eux-memes ont ete rediges a I'avance et prealable
ment au Congres de maniere a faciliter, d'uqe part, l'emploi 
Ie plus economique possible du temps dont on disposera pour 
se reunir et, d'autre part, a permettre une certaine orientation 
preliminaire chez les membres du Congres. 

Sur les 27 pays avec lesquels 1'1. R. I. se trouve en contact, II 
y en a 18 dont les rapporteurs ont ete a meme de repondre a 
notre demande d'un expose. 

Ces rapporteurs ont ete invites a etabllr leur travail selon des 
directives permettant de montrer Ie developpement des rela
tions fondamentales dans l'industrie, particulierement dans Ie 
mesure oft ces relations se trouvent influences par les facteurs 
suivants: la collaboration dans et entre les differents groupes 
de I'industrie; I'education et I'entrainement professionels dans 
tous les groupes de la vie economique; Ie service social indus
triel, y compris la direction du personnel et de I'embauche; 
I'organisation scientifique; la psychologie industrielle et l'orien
tation professionnelle. 

Les rapports ayant dO etre maintenus dans les IImites fort 
etroites, on s'est naturellement borne a y tracer de simples 
tableaux d'ensemble de la situation dans chacun des pays res
pectif. 

Toutefois, on a fait une exception en ce qui concerne les 
Etats-Unis d' Amerique, dont Ie territoire doit plutot etre 

• Depuis sa cr~atlon 1 Plesslngue, Holland ... en 1925, l'Assoclation a orga
nls6 deux r6unlons de caraclere plus Inllm... la premiere en 1926, 1 Ia 
Rigl-Scheldegg, Suisse, la seconde en 19Z7, 1 Baveno, Italle, celie dernlere 
ayant pris la forme d'un Cours de Vacances. 
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consldere comme un continent, et non eomme un pays parti
culler. Les Etats-Unis, de plus, manifestent, dans I'industrie, 
des tendances et des developpements qui suscitent un interet 
A peu pr~s' universal de la part de I'observation tant europeenne 
que les autres parties du monde. . 

II eonvlent d'attirer I'attention sur ce fait que la maiorite des 
rapports lei presentes font suite aux rapports donnes au Con. 
gr~s de f'lessingue, en 1925, et traitant des bases generales de 
la vie industrlelle dans chaque pays; les informations contenues 
dans ces rapports anterieuers • Mites en 1925 • n'ont done pas 
ete reproduites dans Ie present volume. 

LA HAve,luin 1928. 

·11 
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VORWORT 

Der vorliegende Band bildet den ersten Teil des Berichtes fiber 
die Gesamtverhandlungen des Kongresses der Vereinigung, 
der yom 28. Juni bis 3. JuU 1928 in Girton College, Cambridge, 
als erster· der aile drei Jahre zu veranstaltenden Kongresse 
stattfindet. • 

Dieser Band enthillt die Berichte der· Lander, die sowohl 1m 
Interesse grosstmoglicher Zeitersparnis wahrend der Tagung 
wie der vorausgehenden Orientierung der Kongressteilnehmer 
schon vor dem Kongress zusammengestellt worden sind. 

Von den 27 Landern, mit denen die I. R. I. in engerer Verbindung 
steht, haben Berichterstatter aus 18 Landern der Bitte urn 
einen Bericht entsprechen konnen. 

Die Berichterstatter waren gebeten worden die ~ntwicklung 
der grundlegenden Beziehungen in der Industrie zum Leit
gedanken ihrer Berichte zu machen, unter besonderer Beriick
sichtigung der folgenden ~ntwicklungsfaktoren: Zusammen
arbeit innerhalb und zwischen den verschiedenen Gruppen der 
Industrie; Ausbildung und Schulung fiir aile Berufsgruppen In 
der Industrie; Betriebswohlfahrtspflege einschliesslich Perso
nal- und Anstellungswesen; wissenschaftUche Betriebsfiihrung; 
Berufspsychologie und Berufsberatung. 

Da der Umfang der Berichte sehr beschrankt werden musste, 
so kiinnen sie selbstverstandlich die Verhaltnisse in den ein
zelnen Landem nur in grossen Umrissen darstellen. 

Eine Ausnahme bildet der Bericht fiir die Vereinigten Staaten 
von Amerika, die weniger als ein Land, sondern mehr als 
Kontinent anzusehen sind. Die Vereinigten Staaten zeigen 
femer Wirtschaftstendenzen und -Entwicklungen auf. die auch 
in Europa und in den anderen ~rdteilen allgemein mit Interesse 
verfolgt werden . 
• Selt ihrer Oriindung in Vllsslngen, Holland. 1925, hat die Verelnlgung 
zwei kleinere Tagungen veranstaltet, die erste im Jahre 1926 auf RIgl
Scheidegg, Schwelz, eine zweite 1927 In Baveno, (talien. die den Charakter 
einer Sommerschule batte. 



VO~WO~T 

fs muss in Betracht gezogen werden, dass die melsten' in 
diesem Band enthaltenen Berichte eine Fortsetzung der Refe
tate bllden, die 1925 auf dem Kongress in Vlissingen iiber die 
allgemeine Wirtschaftslage der einzeinen Lander erstattet 
worden sind; daher sind die in lenen Berichten enthaltenen 
Angaben - die 1925 veroffentlicht worden sind - hler nlcht noch 
elnmal wiederholt worden. 

HAAQ im Juni 1928. 

13 
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SUMMARY OF REPORT BY COMMITTEE 
UWAN M. GILBRETH, PH. D., MARY VAN KLEECK, GLENN A. !lOWERS 

In the United States of America the fundamental relationships 
of people in industry are rapidly changing and the influences 
responsible for these changes are many and complicated. They 
are so InextricablY woven into the fabric of political, industrial 
and social life that it is bewildering to try to isolate anyone. 
What are the most influential factors? How are they inter
related? What is the actual effect of each? No reasonable 
person pretends now to know. Yet the definite trends that are 
discernible are evidences of efforts to work out some sort of 
coherent system. In few instances do these efforts represent 
the concerted endeavor of all those- interested. On the con
trary, one of the conspicuous habits of the past which has been 
carried over into the present is that of regarding each phase 

_ of industrial relationships as a unit to be approached and dealt 
with separately. Frequently also those interested in one par
ticular phase completely ignore the activities of other groups 
or even oppose them. , 
There are, however, In America indications of a desire to co
(lrdlnate these group philosophies and activities, also of simi
larity of approach to outstanding problems. Already this spirit 
of consideration for all aspects of the total situation is of prac
tical usefulness. In the preparation of this report the facilities 
of seven substantial organizations were immediately available_ 
The historian of the future may possibly look back upon such 
cooperative projects, of which this is but one example, as the 
beginnings of a new viewpoint in the efforts to resolve conflicts 
In Industry. Indeed, if there be one outstanding characteristic 
of labor relations In American Industry in 1928, it is the approxi
mate uniformity of philosophy and modus operandi of dominant 
groups. It is encouraging to note that organized and unorgan
Ized employers and employees are pinning their faith on 
constructive cooperation for the advancement of their respective 
group Interests and are using similar and often identical 
language in voicing their aspirations. 
In this brief summary of six papers only hasty reference can 
be made to some of the most important influences in American 
Industry. The five factors in the development of fundamental 17 
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SUMMARY 

relationships especially considered are those of primary interest 
to the I. R. I., namely; 

SCIeNTIFIC MANAGeMeNT, 
eDUCATION, 
INDUSTRIAL PSYCHOLOGY, 
peRSONNeL ADMINISTRATION, 
LABOR UNIONISM. 

These fields of interest inevitably overlap. The functions and 
tentative accomplishments of each of these will be treated 
here under the following six categories: 

I. THe WORKeR AND HIS WORK. 
II. THe wORKeR AND HIS IMMEDIATe supeRVISOR. 
III. THe wORKeR AND HIS l'eLLOW wORKeRS. 
IV. MANAGeRS AND WORKeRS. 
V. OWNeRS, MANAGeRS, AND WORKeRS. 
VI. THe eNTIRe CIRCLe 01' CONTACTS. 

In each of these six areas the above named factors have been 
influential in varying degree. As to present day objectives in 
industrial relationships, there is general agreement among the 
organizations representing the viewpoints of management, 
workers, and scientists which have cooperated in this report: 
public and private pronouncements of the several representative 
bodies include the following in various forms of expression: 

I. THe WORKeR AND HIS WORK. 

Discover and present in concise form the requirements of 
the job. 
Evaluate, insofar as possible. special abilities of the worker. 
Develop training facilities appropriate to the job. 
Conserve the workers' energy through finding the easiest and 
most natural ways of doing the work. thus reducing fatigue. 
Increase the quality and quantity of output. 
Provide fullest opportunity for growth. individual expression. 
initiative and advancement of the individual in proportion to 

18 his ability. 
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Encourage workers' participation in improvement of methods 
and conditions of work and in the elimination of waste. 
Compensate the individual in proportion to his special ability 
and contribution wherever practicable. 

It THe WORKeR AND HIS IMMeDIATe supeRVISOR. 

Provide clear and definite instructions in work assignments. 
Make the immediate supervisor a skilful instructor and an 
understanding helper of his men. 
Assure the reasonableness of work requirements through the 
determination of a proper day's work. 
Set up safeguards against the misuse of powers of supervisor 
over individual. 
Develop and maintain the workers' appreciation of his share 
in responsibility for the product. 

III. THe WORKeR AND HIS fELLOW WORKERS. 

Provide equality of opportunity and remove discrimination 
between individuals. 
Develop an esprit de corps which will harmonize competing 
interests, real or imaginary, for the attainment of the common 
goal. 
Preserve freedom of association of workers for the advance
ment and protection of special group interests. 
Devise and preserve a wage plan which is equitable as between 
workers. 

IV. MANAoeRS AND WORKERS. 

Share responsibility for the development of sound policies of 
administration. 
facilitate the association of workers for loint dealings with 
management through a predetermined orderlY procedure. 
Provide regularity of employment. 
Pay the highest practicable wage consistent with enduring 
operation under existing competitive conditions. 

V. OWNeRS, MANAOeRS, AND WORKeRS. 

Develop clear understanding of functions, rights, and respon-
sibilities of these overlapping groups. 19 
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Devise and maintain an orderly procedure for harmonizing the 
interests of each group. 
Seek an equitable distribution of rewards among workers, 
management, and capital. 
Yield earnings for employees which will permit a rising stand
ard of living and the accumulation of adequate reserves for 
incapacity in old age. 

VI. THe eNTIRe CIRCLe Of' CONTACTS. 

Combine in each producing unit the efforts of all persons 
associated with it for efficient output in quality and quantity. 
Discover by methods of science how the requirements of in
dustry and the capacities of men may be adjusted. 
Coordinate the needs of industry and,society through training 
and education. 
Conduct the industrial enterprise that it may best serve the 
society of which it is a part. 

Such are the goals of American industry. How is this master 
job being approached? What has been accomplished? 

The met hod s used by various groups are again great in 
number and of wide variety. Foremost in the technique com
mon to all groups is reliance upon "facts". In the search for 
facts about industry, regardless of the manner in which those 
facts are to be used, the methods of science are almost uni
versally acclaimed. The amount of research into man's 
relation to work now under way in our universities is enormous. 
Industrialists, both managers and workers, are watching these 
experiments for the first glimmer of results and frequently 
undertake to apply them prematurely and without adequate 
preparation. Direct attempts are also being made by com
panies, manufacturers' associations, technical and professional 
bodies, trade unions, and the government to discover the 
meaning of current situations and to anticipate new devel
opments. 
Unquestionably this fever for research has resulted in impor
tant changes of method in certain sections of industry. in the 

20 creation and use of mechanical appliances. and in the develop-
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ment of new management procedures. Yet only a beginning 
has been made in the economical conservation and application 
of man-power. In this field great progress has been made in 
the reduction of accidents through the use of mechanical safe
guards and awakened caution among workers. Two factors 
contributed to this end: accident compensation legislation and 
voluntary efforts of employers and employees in organized 
campaigns. Both of these approaches began about 1910. 
Attention is now being turned toward similar reduction in the 
sickness hazard. The average loss per worker on account of 
sickness is between eight and nine days per year which is 
about seven times that due to accidents. The total loss from 
illness has been reliably estimated as $ 2,000,000,000 per 
year. 
The industrial loss due to irregularities in employment and to 
unemployment fluctuates, of course, with the state of industry. 
No adequate public statistics are available to determine its 
extent. A dozen relativelY small employers have set up un
employment compensation plans for regular employees, while 
several unions of the needle trades have developed such plans 
under joint agreement with employers. Not more than 50,000 
workers are covered by plans of this type. 
Wastes due to strike or lockout are naturallY the most spectac
ular. No national machinery exists for the avoidance or set
tlement of such conflicts, although the principle of arbitration 
is widely accepted and used. The conciliation service of the 
United States Department of Labor frequently exercises a 
potent influence in critical industrial disputes. 
The application of man-power on the job also affords a vast 
area for Improvement. In not many plants do conditions exist 
which permit the exercise of the workers' best sustained efforts • 

. Failures in planning and routing materials and supplies and 
in providing working conditions and human relations of the 
right sort result in untold waste. In fact, rarely is a full 
day's work definable under present circumstances. 
This brief recital of existing industrial wastes serves but to 
focus the problems for which employers, employees, and In-
dustrial scientists are seeking solutions. The most promising 21 
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field of rapid development lies in the direction of better human 
relationships. 
Present programs for solutions are of very recent origin. 
Scientific management as originated by Prederick Taylor has 
had the longest history among those here considered,· yet it 
did not receive widespread attention until 1910. Industrial 
psychology, notwithstanding its twenty years of struggle, has 
not yet made a perceptible mark on American industry as a 
distinct science. Consciously planned personnel administration 
had its beginnings between 1910 and 1915 and after radical 
changes in basic notions has only now become a recognizable 
function of management. The readjustment of educational cur
ricula to meet the needs of twentieth century industrial society 
is a post-war development, while the present changing policies 
(If organized labor are as yet in an embryonic stage. 

The methods of industry for improving the relations between 
the worker and his work are much the same in all 
groups. Discovery of the requirements of the job and the 
capacities of individuals calls for a technique in which there 
is little occasion for difference of opinion. Actual accomplish
ment in job specification already has been substantial in that 
practical pattern forms have been devised and are in daily 
use in large and small establishments. The extent to which 
these are applied throughout industry is, however. limited. 
The analysis of individual capacities is still in the experimental 
stage. Universities and colleges are developing many forms 
of objective testing and hundreds of thousands of individual 
case records, which will eventually permit comparison with 
life histories. Industry in general is skeptical of this attempt 
at appraisal of personal capacities. A generation of workers 
and managers will doubtless pass through industry before this 
tool is adequately developed and widely applied. 
This experimentation is all aimed at securing freedom of op
portunity that releases individual energy. Meanwhile the 
selection, placement, and promotion of the individual worker 
is being made through the use of expediency measures, often 

"22 reasonably successful for present purposes. 



SUMMARY 

In this concentration on the worker and his work, the super
visor plays an essential part. Upon the w 0 r k era n d his 
i m m e d i ate sup e r vis 0 r rests the responsibility for the 
work in process. The foreman is as powerful an influence for 
good or evil today as ever. In former times his methods 
were commonly unquestioned by his managing superiors. He 
hired and fired upon his own authority and was expected to 
get production in his own way. Several influences within the 
past two decades have been focused on the foreman and his 
lob. The practice of basing "decisions on facts serves to limit 
the range of his responsibility through the development of 
planning, scheduling, r9uting, stockroom orders, and other 
tools of scientific management. 
The growth of trade unions and company employee repre
sentation plans at first curtailed the freedom of the foreman 
particularly In stating what he could not do. More recently, 
however, 'he tide has turned and the foreman is taking on a 
new kind of responsibility. He is now the key administrator 
through whom practically all personnel activities become effec
tive. His authority is enhanced by providing him with more 
effective tools of administration. The workers' relations with 
the foreman have become more closelY interrelated as a result 
of the more intelligent efforts at cooperation in efficient 
production. 
The introduction of training programs is an aid to the foreman 
first by helping him to study his own .task, second by placing 
more capable workmen on the lob in shorter time, and third 
by teaching him how to train both new and older workers to 
work more effectively. 

Relationships between the wo r k era n d his fe 11 ow 
w 0 r k e r are of three general types. Historically and even 
predominately today the worker Is related to other workers 
only as an individual. In a sense each Is a competitor for the 
lob of his neighbor. Portunately there have been enough lobs 
for all, except during intermittent periods of depression. 
Secondly, some 4,000,000 or more workers are associated in 
trade or industrial unions for the protection and advancement 23 



SUMMARY 

of their group interests. Thirdly, workers of many individual 
establishments are associated in the company or plant for 
direct organized contact with management. Perhaps 1,700,000 
are under this form of joint relations. Within these latter two 
types there are many variations in form. 
It is doubtful that scientific management, industrial psychology. 
or education had any noteworthy influence upon the develop
ment of these particular group or joint relationships just men
tioned. The labor union and the employee representation 
movements were rather sponsored respectively by employees 
and employers. Labor organized primarily to improve working 
conditions in backward industries. Employers subsequently 
devised company organizations of employees because they felt 
that the community of interest between the employees of a 
single company was greater than that between employees of 
a craft or industry; also because they did not like the outside 
control which ordinarily accompanies trade union recognition. 
Trade unionists maintain that this type of joint relations does 
not best serve the interests of workers because of inequality 
of bargaining power. They believe that the first requisite of 
any organization of workers is that it must be able to establish 
and maintain itself by economic force, if necessary. 
Up to the war period labor unions had been engaged mainly 
in a struggle for recognition and the establishment of certain 
minimum standards. Some of the older unions which had al
ready attained an accepted status had also shown an interest 
ir. and capacity for working with management to solve problems 
of operation. This was notably true in the share which the 
typographical union had in the introduction of the typesetting 
machine into the printing industry. But the struggle for rec
ognition inmost cases ,had been accompanied by bitter 
industrial strife and methods ,\iere used which were not a 
credit to either party. At least, there developed a distrust 
between union leaders and managers which precluded, for the 
time" being, cooperation for constructive purposes. The desire" 
for cooperation with employees in plans of repeated strikes 
and-lockouts prompted certain employers to set up the new 

24 form of employee-employer relationship with the company or 
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plant as the unit. The idea of cooperation had a magic appeal. 
Although cooperation did not always result from the new plan, 
employee representation on a company basis did serve to 
crystallize in American industry the function of cooperation 
between the parties immediately involved. 
Principally as a result of war-time joint relations, but also as 
a natural evolution of thought, managers and owners came to 
accept the principle of collective bargaining. Some, however, 
refuse to limit this operation to dealings with unions and 
insisted that agreements arrived at with employees of a single 
company, frequently with arbitration provisions, also constitute 
coUective bargaining. Whatever may be the correct view, it 
is certain that many of the company plans established or 
stimulated by employers could not be abandoned without a 
strike of the employees under it. 

Thus changing relationships between the worker and his feUow
workers have brought about a new status individuaUy and col
lectively between man age r san d w 0 r k e r s. The post
war extension of this philosophy of cooperation has not been 
limited to anyone group or anyone type of joint relationship. 
A momentous development has taken place grounded on the 
principle that Increased wages and standards of living can. 
only be attained through efficient production. In company 
plans, employees have cooperated with management in the 
elimination of accident hazards, the reduction of scrap and 
other forms of waste, and to the making of suggestions under 
systems of reward. In certain unionized industries there has 
grown up union-management cooperation of a substantial sort. 

. The employment of technicians and engineers as aids in this 
participation in management has been especiaUy noteworthy. 
In this two-phased cooperative movement the ultimate goals 
sought by the trade unionists and the advocates of the com
pany employee representation movement, as expressed by the 
leaders of these groups, are identical. Both want a prosperous 
Industry which will pay high return in the form of wages, 
salaries and profits. Both believe that enduring prosperity 
wl1\ result only under conditions which free the creative abilities 25 
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of all involved in the enterprise. Whatever may be the form 
of joint relations, the methods used by workers and managers 
cooperating constructively are of the same order and kind .. 
Such methods include participation in planning, suggestions for 
improvement of methods and working conditions, conferences, 
and in the exercise of other functions and procedures involving 
judgment. Although the form of organization does not in itself 
induce or prevent the use of cooperative tactics, it is a vital 
factor when trade union recognition is questioned. In such 
cases the immediate goal of the workers is recognition. In 
fact, some observers have regarded the willingness of unions to 
cooperate primarily as a bid for further recognition. 

Managers and workers are in this manner being drawn into 
a community of interests which have hitherto prevailed only 
to a limited degree.. This has been enhanced somewhat by 
the changing relationships between 0 w n e r s, man age r s 
and w 0 r k e r s. On the one hand owners and managers 
have become separate entities as the corporate stock form of 
industrial organization has taken the place of managing partner
snips, while on the other hand the spread of capital ownership 
has made the employee a factor as an owner of securities. 
This new employee position is not confined solely to employee 
holdings of stock in the company for which he works, but 
includes also investments in savings banks, Insurance policies 
and the potential business operations of trade unions. It Is 
true that these evidences of employees as capitalists do not 
carry with them much direct power over industrial policies. 
Such power is being attained rather through the demonstration 
of ability to aid in determining policies in an increasing number 
of situations which permi! it. 

An important element in this changing economic status of 
workers is the present widely held theory that high wages 
enhance purchasing and that industry thus expanded yields 
increased rewards for all parties. It yet remains to be seen 
how long this theory will prevail in actual practice. Wide
spread unemployment or a general industrial depression would 

26 put the theory of high wages to a crucial test. 
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It may be seen, therefore, that the manager and the worker 
are enhancing their positions in the triumvirate with capital 
and that the interdependence of the family circle - the 
e n t ire c i r c leo f con t act s is more clearlY recognizable. 
111 fact this philosophy of mutuality of intersts, multiplicity of 
responsibility. and integration of purposes and methods appear 
to be the emerging ideal of American industry. However, if 
this be the goal it is yet a long way from· accomplishment. 
The hopeful sign lies in the apparently narrowing area of 
conflict and the extension of the area of cooperation. 
It would be extremely unwise to attribute to anyone move
ment the blame or credit for the industrial relationships which 
exist in the United States today. There is plenty of stigma 
and glory for al1. Each has had its influence, either in one 
direction or another. In some cases there has been unanimity 
of purpose and methods; in other instances there have been 
divergent viewpoints. Nevertheless, out of this mosaic the 
following outstanding accomplishments may be credited each 
to the movement which was dominant in seeking it. 

SCieNTifiC MANAoeMeNT has contributed a new viewpoint and 
a new technique; it has laid the groundwork for the recognition 
of functional relationships in industry; and it has set up 
operating situations which develop habit patterns of under
standing, cooperation and high productivity. 

INDUSTRIAL PSYCHOLOOY has focused attention on the indivi
duai worker and his job; it has brought into the foreground 
mental processes and emotional reactions in industry as fields 
for scientific study. 

I!DUCATION is developing a basis for creating situations in 
which the individual will have maximum opportunity to do 
the work he is best fitted to do and his natural aptitudes 
will be given free range of expression through individualized 
training. 
peRSONNeL ADMINISTRATION has demonstrated the importance 
of meeting personal needs of workers and adjusting them 
to the requirements of the individual producing unit; it has 
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applied many of the tools of science without caIling them 
scientific. 

ORGANIZED LABOR has been a prime and potential factor in 
raising the standards of living of American workers; it has 
been a strong force in support of capitalistic industry, and is 
contributing substantially to the enlistment of workers' full 
efforts in production. 

finally, the existing relationships in industry have doubtless 
developed as they have in America because of influences that 
are more basic than, or at least precedent to, the five especially 
considered in this paper. for one hundred and fifty years Ameri
cans have been engaged in conquering a continent of vast natural 
resources under a political organization peculiarly their own. A 
philosophy of individualism clearly expressed in the early days 
of the republic has laid its imprint on industrial development. 
Only in this century has the doctrine of the priority of public 
interest come to be generally accepted, and even yet its appli
cation is far from general. Scientific management, industrial 
psychology, education, personnel administration, and the labor 
movement each represent conscious attempts to direct the 
development of fundamental relationships within industry in 
ways which will benefit all those concerned, whether imme
diately or remotely . 



SCIENTIFIC MANAGEMENT 
BY H. S. PERSON, PH. D., 

T .,ylor Society 

The factors Involved In the organization and co-ordination of specialized 
efforts for the accomplishment of a common purpose are numerous, variable 
and difficult of casual valuation. Too frequently policies, plans and pro
cedures are based on Individual authority, opinion or snap judgments, and 
consequently energies are misapplied, results disproportionate to efforts. 
rewards inequitably distributed, and human nature violated. 
Scientific Management by the utilization of Investigation and experiment 
seeks to eliminate superficial variables, discover the laws of each particular 
managerial situation and, through appropriate procedures, to substitute 
these laws for personal authority and opinions. It aims to economize 
energies, secure maximum rewards, make self-expression and self-respect 
realizable In every task, and generally to promote human welfare through 
harmonious co-operation In livelihood activities. 
This Involves primarily a state of mind towards managerial responsibility 
and a method of approach towards the solution of managerial problems; 
not the speedy Installation of an inflexible system of procedures. It In
volves purpose, Ideals, Investigation, understanding, and prolonged and 
patient ellort. It Involves human sympathy and capacity for co
operation. 
The capacities of organizations for the development of these charac·· 
terlstics vary greatly. Therefore scientific management varies greatly In 
both fundamental and superficial aspects as between dillerent plants. 
There are few examples of complete development, but there are many 
Instances of varying degrees of partial development, and American industry 
as a whole has been profoundly Influenced by scientific management. 

Scientific management has a number of objectives, according 
to the point of view from which it is examined. The following 
are outstanding: to make enterprise successful by good Judg
ment in gauging the demand for the commodities or services 
to be produced and by economical application of the human 
and material energies Involved; to make work agreeable in 
Its physical conditions, human relations and the satisfaction 
of a Job well done; and to promote human welfare by In
creasing productivity, Improving distribution and raising the 
standard of living. 
It was a practical human relations problem arising out of an 
effort to secure productivity that in 1880 stimulated Taylor. 
then an Inexperienced boyish foreman, to those researches out 
of which scientific management developed, 1 

At that date mechanization of American industry was under 
way, operations were becoming specialized. workers were more 
I 1'. B. Copley, -frederick W. Taylor-, Vol I, PP. a. 157-189, 205-Z4S. 29 
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scattered throughout larger plants, experience with unemploy
ment had generated a spirit of "make work", re.:ent experience 
with the cutting of piece rates had caused distrust of manage
ment, voluntary effort was at a low state of efficiency, super
vision had not adjusted itself to the new conditions, and 
generally morale and productivity were low. Advanced from 
worker to foreman, young Taylor not unnaturallY imitated the 
bosses under whom he had worked and attempted to force 
production by driving the workers, which was the method of 
foremanship then customary. 
A fight with the men resulted. Taylor won out, but the ex
perience hurt what was a sensitive and sympathetic nature 
and disillusioned him. "1 was a young man in years, but 1 give 
you my word 1 was a great deal older than 1 am now, what 
with the worry, meanness and contemptibleness of the whole 
damn thing", he said years later; "I made up my mind either 
to get out.... or to find some remedy for this unbearable 
condition." • 
The youthful foreman did some hard thinking and decided that 
management was chiefly at fault. Throughout American in
dustry its only concept of a proper day's work was what it 
could drive workers to do. But it is management's business 
to k now what is a proper day's work. The only way to 
know is by research and experiment. Thereupon Taylor 
secured permission to conduct "some experimeuts", the pur
pose of which he kept to himself. He did not think they would 
take over six months, but they continued more than twenty-five 
years. Almost immediately, however, they yielded reslts in tlie 
nature of measured possibilities of work which put supervison 
and management in that shop on a factual basis. Output was 
planned, controlled and increased under conditions agreeable 
to the workers. Never again did Taylor have controversy 
with workers under his supervision, and never have any of 
those who have followed his methods faithfully. 
The· body of procedures which grew gradually out of these 
investigations and experiments came to be known as "The 
Taylor System", and to the doctrine and principles later 

.30 • Copley, Op. cit., p. 5. 
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derived from these procedures were given the name "Scientific 
Management". 8 

Scientific management, says Taylor, is primarily a mental 
attitude towards work, and only secondarily a system of prac. 
tices. "The essence of scientific management consists in the 
application of certain broad general principles, and the particular 
way in which these principles are applied is a matter of entirely 
subordinate detail .... there is not one who uses the same 
methods in any two successive establishments", he wrote to 
a friend.' Briefly, this mental attitude Involves "the sub
stitution of exact scientific investigation and knowledge for 
the old individual judgment or opinion, either of the workman 
or the boss;" 6 and "the substitution of peace for war, .... of 
hearty brotherlY cooperation for contention and strife; of both 
pulling hard in the same direction instead of pulling apart; of 
replacing suspicious watchfulness with mutual confidence. • 
But the manner in which a mental attitude expresses itself in 
conduct is hardly less important than the attitude. Although 
the practices of scientific management may vary according 
to their adaptation to particular circumstances, nevertheless, if 
the attitude is definite and consistent, there must be a per~ 
manent nucleus of practice which reflects the consistent attitude. 
Considering both mental attitude and practice, and looking back 
from 1928 over forty-eight years of its development, scientific 
management may be restated as involving: 

The discovery by investigation and experiment of a factual 
basis for every determination of policy, program, product. 
material, machine. tool and method in the operation of an 
enterprise; 
A system of control of operations. in terms of standards 
determined by the research and experiment. which brings 

• Tbe term "Scientific Management" was adopted by a group of engineers 
called In conference late In 1910 by Louis D. Brandeis, then an attorney 
for the shippers In the Eastern Rate Case hearings, now an Associate 
Justice of the Supreme Court of the United States. 

• Copley. Oil. Cit .• Vol. II. p. 309. 
• Ibid. Vol. I. p. 13. 
I Ibid. Vol. I. p. 11. 31 
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individual specialized efforts into coordination with the result 
of a minimum expenditure of the·human and materal energies 
involved; 
Both research and procedures which, although in design 
and application chiefly the work of specialists, must be open, 
reasonable, just, acceptable to all individuals concerned, and 
expressive of a common purpose and good-will. 7 

It is obvious to one experienced in human affairs, and particu
larly in enterprises in which many types of individuality must 
join in common effort, that here is not an inflexible system 
of procedures which can be bought and installed like a boiler 
or a 100m; that on the contrary here is something of an or
ganic nature which, although conceived and guided by an 
outstanding leadership, grows out of a harmony of desires and 
understandings within the group. That is. one reason why 
there are so few complete developments of scientific manage
ment, even though American industry generally has been pro
foundly influenced by its spirit and has come to utilize many 
of its mechanisms. On the one hand there are too few man
agers of vision, leadership and energy who do not require the 
compulsion of circumstances to undertake the patient develop
ment of something new; on the other hand, because of natural 
basic conditions of prosperity there has not been any ge!!eral 
serious urge towards ideals and methods marking a radical 
departure from opportunism. The urge for a consistent and 
well-rounded development of scientific management, as distin
guished from unconscious influence of its spirit and conscious 
appropriation of some of its waste-saving mechanisms, has 
been felt chiefly by those rare leaders who are capable of 
response to ideals of perfection In technical accomplishment 
and in human relations. 
Another reason is that the American executive has not taken 
to doctrines, theories or systems. A doctrine or a system 
consists of an integrated group of detail beliefs or practices, 

T Por a picture of an outstanding case of scientific management, see the 
description of Kendall Mills Incorporated, a group of seven cotton textile 
plants, In Bulletin of the Taylor Society, Vol. XII, No.6. December 1911. 
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many of which may be held or practised by individuals who 
do not accept or even are not informed concerning the doctrine 
or the system as a whole. The American industrialist has 
lived in a period of opportunism, has been concerned chiefly 
with dynamic problems of frontier industry, and has been 
engaged in doing things rather than in reading and thinking 
about things. Doctrines and systems do not excite his interest; 
in fact, a new doctrine or system Is likelY at first to invite 
rejection without serious consideration, although in time it may 
have great influence if it has integrity and vigor. The planning 
room, for instance, is now common in American plants, and 
the concept of high wages and low labor costs now has con
siderable vogue; yet many do not know that the mechanism 
came from Taylor, and that in the introduction to "Shop 
Management" he said: "This book is written mainly with the 
oblect of advocating high wages and low labor cost as the 
foundation of the best management". 
Appraisal of the influence of a movement is a matter of histor
ical research, analysis and judgment. One who searches the 
literature of American management since its beginning will find 
abundant evidence that the aims, principles and procedures 
first presented by Taylor have, like the ripples of a stone 
cast into a pool, spread out into American industry, although 
many a management of 1928 may not know the source of that 
which It believes or practises. 
In addition to such direct and indirect influence of scientific 
management, it should be noted that its influence has been 
enlarged and extended by supplementary forces of independent 
origin. Those who have made research and experiment the 
basis of the pursuit of their special interest in management -
whether in human relations, merchandising or general admin
istration - have found themselves developing techniques and 
expressing philosophies essentially identical with the technique 
and philosophy expressed by Taylor nearly half a century 
ago. Even the very recent developments of psychology in 
the field of management are more closely related to Taylor's 
early empirical studies of fatigue in shoveling. handling pig 
iron and inspecting balls for ball bearings, than to the intra- 33 
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spective psychology which was contemporary with Taylor. 
He had a vision of sllch things. Asked why he had not turned 
attention to scientific management in other phases of man
agement than production, he replied that life was too short, 
that the best he could do was to make a thorough demonstration 
in the field of production management, leaving to others the 
problem of carrying the development into other fields. B 

The phenomena of mechanization and mass production, so 
characteristic of American industry during the past quarter 
century, and so economical in the production of large quantities 
of identical items, should not be confused with scientific man
agement. Scientific management and mass production may 
coincide, but they are not the same thing. Where they are 
found together the results are noteworthy; but frequently 
where mass production and a high degree of mechanization 
dominate a scene, scientific management is not found. Mass 
production has its origin in large markets, a huge volume 
of orders, standardized products, and the possibility of eco
nomical fabrication by means of a steady flow of materials 
through single-purpose machines and highly specialized work
ers; and these factors are not infrequently accompanied by 
some degree of monopoly advantage. If such is the case 
- and there are such cases - the enterprise may be highly 
successful by pursuing lines of least resistance which do not 
include scientific management. 
In contrast to mass production, scientific management had its 
origin in and is to be found today chiefly in small and medium 
sized plants making variable items, or standard items variable 
as to detail characteristics, on multiple-purpose machines which 
require human regulation and attention as work varies. While 
mass production makes its gains almost entirely by the econ
omies of a ceaseless flow of material through specialized 
machines, scientific management makes its gains chiefly by 
eliminating the wastes of misapplied human effort. misused 
materials, and lack of coordination of efforts where variability 
is present. Both mass production and scientific management 
use equipment which is scientifically designed; but scientific 

34 • Bulletin of the Taylor Society, Vol. IX, No.2, p. 55. 



SCieNTIfiC MANAGeMeNT 

management is a management which is itself scientifically de
signed. Management is necessarily a matter of study and 
design in plants making variable products in varying volume 
011 variable machines, for in such plants numerous wastes of 
maladiustment are possible. 
In the United States there is great variety as to size of plants, 
nature of the processing - continuous, intermittent or variable -
and as to the kind and quality of management. The 
numerical proportion of large mass production establishments 
Is small, but the proportion of workers which they employ 
and their output is enormous. Some have been strongly 
influenced by scientific management, some moderately and 
some very little. There is a very considerable proportion of 
medium sized plants some of which may have continuous 
processing in one or more departments, although they would 
not be classified as mass production establishments. These 
also have been influenced more or less by scientific manage
ment. The dominant proportion of establishments - chiefly. 
although not altogether, of small size - have managements 
representing Inherited patterns modified by casual imitation. 
Among all of these classes can be found only a small handful of 
well-rounded developments of scientific management.· 
The large class of plants dominated by tradition and imitation 
has natulally appropriated some of the mechanisms of scientific 
management, and although the net result has been a gradual 
raising of the level of management in such plants, this result 
has not been achieved in all cases. Very serious damage In 
individual instances to managerial efficiency and harmonious 
relations with workers, and to the good repute of scientific 
management, has resulted from failure to adopt ideals and 
spirit along with mechanisms. It is in this class of plants that 
the superficial "efficiency engineer" has found his client~le, 
and as he has not hesitated to seek the advantage of proclaim-

• The literature of management bas so featured interesting cases of mass 
production that many students in other countries than the United Slates 
have received the Impression that American Industry Is made up of 
"fords-. The following data will be enlightening. Of establishments 
having an annual product 01 more than $ sooo. the distribution In 1\125 
was as 10Uows (Statistical Abstract of the United States, 1925): 35 
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ing himself a representative of scientific management, the 
harm he has been able to bring ·temporarily to scientific man
agement has been considerable. But American managements 
are becoming more discerning, discriminating and cautious, 
and the baneful influence of the "efficiency engineer" appears 
to be declining. 
The concern of scientific management for harmonious industrial 
relations, and workers' prosperity and goodwill, has always 
been deep, for one of the first discoveries of research in man
agement is that goodwill is a productive power independently 
of the efficiency of the equipment and method, and adds to 
the efficiency· of the equipment and method. But scientific 
management considers workers' welfare and goodwill, not as 
something which can be generated effectively as a thing apart 
from the spirit and methods of management, but as something 
which is dependent on and a consequence of these. Good 
management and workers' welfare are the two terms of an 
equation; it matters little which term is put first. 
The Jines are many along which scientific management con
tributes to workers' welfare and goodwill, and to harmonious 
industrial relations. The entire list enumerated below can 

Classes by Value of Product Per cent of 
Establishments 

Per cent of 
Workers 

56.8 
13.5 
20.0 

$ 1,000,000 and over' .•••••.. 5.6 
$ 500,000 to $ 1,000,000 •• • . . . 5.2 
$ 100,000 to $ 500,000. . . .• • 22.5 
$ 20,000 to $ 100,000 •.• • • • 36.8 
$ 5,000 to $ 20,000...... 29.8 

7.9 
1.9 

And from the United States Census of 1919: 
Classesby Number of Wage Earners Per cent of 

Establishments 
1 to 5 wage earners ................ 56.2 
6 to 20 wage earners '................ 2Z.2 

21 to 50 wage earners ................ 10.0 
51 to 100 wage earners ................ 4.9 

101 to 250 wage earners ................ 3.9 
251 to 500 wage earners ................ 1.4 
501 to 1000 wage earners ................ 0.6 
Over 1000 wage earners' ................ 0.4 

Per cent of 
Total Product 

67.6 
11.0 
15.3 
5.2 
1.0 

Per cent of 
Workers 

3.3 
6.8 
8.9 
9.6 

17.3 
13.7 
13.2 
26.2 

• The enterprises which an American would claSSify as representative of 
mass production are to be found in the upper strata of those classes 
Identified by an asterisk. 
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be achieved only by a management of superlative vision. 
understanding and leadership ability, yet the total group of 
items in the list is true of a particular enterprise which the 
author has in mind, and other enterprises have achieved a 
greater or less proportion of these items, according to the 
capacity for leadership and cooperation present in both the 
management and the workers in particular instances. Scientific 
management aims: 

To gauge industrial tendencies and the market,IO in order 
thereby· to regularize operations in a manner which will 

, conserve the Investment, sustain the enterprise as an 
employing agency and assure continuous operation and 
employment. 
To assure the employee not only continuous operating and 
employment by a correct gauging of the market, but also 
to assure by planned and balanced operations a continuous 
earning opportunity while on the payroll. 
To earn, through a waste-saving management and pro
cessing technique, a larger income from a given expendi
ture of human and material energies, which shall be shared 
by workers and management. Scientific management plants 
generally pay wages above the market. 
To make possible a higher standard of living as a result 
of increased income to workers. 
To assure a happier home and social life to workers through 
removal, by increase of income, of many of the disagreeable 
and worrying factors in the total situation. 11 

To assure healthful as well as individually and socially 
agreeable conditions of work. 
To assure the highest opportunity for individual capacity 

II Where there are hUlle investments of capital in fixed and specialized 
form. this may mean a consideration of social deSirability. or lonl-run 
fundamental usefulness, as bearing on lonl-run demand. 

11 Says one exponent of scientific management concerning his group of 
seven mills; "while not unmindful of the importance of stability that Is 
coupled with material success, their interest Is quite as much In producing 
better citizens as In securlnlli profits. H Bulleli,. 01 the Tayll1r Sodttty, 
Vol. XII. No. 6, P. 525. 37 
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through scientific methods of work analysis and of selection, 
training, assignment, transfer and promotion of workers. 
To assure by training and instructional foremanship the 
opportunity for workers to develop new and higher capa
cities, and eligibility for promotion to higher positions. 
To develop self-confidence and self-respect among workers 
through the opportunity afforded for understanding of one's 
own work specifically, and of plans and methods of work 
generally. 
To develop self-expression and self-realization among work
ers through the stimulative influence of an atmosphere of 
research and valuation, through understanding of plans and 
methods, and through the freedom of horizontal as well as 
vertical contacts afforded by functional organization. 
To eliminate factors of the environment which are irritating 
and the causes of frictions, and to promote common under
standings, tolerances, and the spirit of team work. 

These aims - some of them results of early experience with 
scientific management which have been adopted as the aims 
of subsequent activity - have not been achieved with equal 
success in all scientific management plants, and are not the 
exclusive possession of that small group of plants which may 
properly be classified as representatives of scientific man-. 
agement. But the literature of scientific management reveals 
that these have consistently been its aims; most of them 
from the beginning of the movement, and others as experience 
has disclosed their importance and practicability. Scientific 
management has always been characterized as progressive 
in its concepts of the solution of the problems of industrial 
relations. Investigation and comparison of plants reveal that 
generally the more complete the development of a technique 
of scientific management, the more completely are these aims 
represented in policy and procedures. and the more favorable 
the response of workers. The reason for this correlation is 
not difficult to understand. Scientific management seeks. and 
the more completely it is developed in a plant, realizes a 

38 stability of conditions and sureness and economy of effort 
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which are impossible without the goodwill and cooperation of 
the workers. The achievement of the goodwill and cooperation 
of the workers has consistently been an objective and has 
never been a problem for scientific management plants. 
Entirely distinct from the reactions of workers employed in 
scientific management plants, and chiefly representing the 
reactions to scientific management as a theory on the part 
of organizations of labor not strongly represented in such 
plants, was the opposition of nationally organized labor for a 
period of about six or seven years prior to the war. This 
opposition fortunately has practically disappeared and can be
analyzed as are other historic events. 
Scientific management came to public attention in the United 
States through certain hearings before the Interstate Com
merce Commission in the winter of 1910-1911. Newspapers 
and magazines discovered its news value and deluged the 
public with articles concerning it. And although oganized 
labor had given it no attention during the first thirty years 
of its slow development, now that the public was becoming 
interested, labor also became interested. It analyzed scientific 
management as a doctrine and found grounds for opposition. 
These grounds were not unreasonable inferences from the 
Inadequate early expositions of scientific management. The 
reasons for oppositon, some declared and some not declared, 
may be reduced to four: 

Organized labor had had a long and hard struggle to achieve 
status In the face of strong opposition of Industry, and its 
natural and not unreasonable assumption was that anything 
new originating in management and by management was for 
ownership's advantage and presumably to labor's dis
advantage. 
Assertions concerning the development of a "science for 
each operation" .and the reductions of operating methods to 
easily understood Instructions, caused a fear of the loss to 
labor of craft distinctions and of the power of labor in the 
possession of craft knowledge and skUl. 
Numerous statements concerning economies which had been 39 
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effected by scientific management, especially in the nature 
of labor saving, called up at once the instinctive fear that a 
general adoption of scientific management would cause wide
spread discharges and unemployment. 
Inadequate explanations of the use and limitations of time 
study and of reasons for increase of productivity, led to an 
assumption that scientific management means a speeding up, 
wearing out and eventual casting aside of the individual 
worker. 

In view of the atmosphere of distrust between industry and 
organized labor at that time, these arguments of opposition 
were not unnatural. They were assumptions and were wrong. 
The replies to them were based on experience, but an ex
perience not documented, and were unconvincing. There was 
no solution for the controversy in argumentation, and labor 
was not disposed to investigate the facts. Prom the point 
of view of the historian in 1928, it was necessary for the course 
of events to bring its own enlightenment through larger ex
perience. That is what has come to pass. 
The first ground of opposition disappeared during the war. 
Employers and leaders of organized labor laid aside their 
differences as they worked side by side on war committees. 
They learned to understand each other better as human beings 
and to value each others' motives. And organized labor 
observed that the scientific management group was the most 
consistent of all employing groups in regarding and promoting 
labor's interests and in the desire to conserve labor's gains 
after the war. 
The second ground of opposition disappeared through gradual 
observation of the facts. • A "science for each operation" does 
not destroy craft skill; it may modify its content sometimes. 
but it as frequently gives it wider scope. Labor has observed 
also that the procedures of scientific management require in 
addition to old skills, a skill in cooperation through under
standing of purpose and methods. A scientific management 
plant strives to bring all workers in a craft to the level of 

40 . .skill of the best, and is more dependent on uniformly high 
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intelligence and skill within a craft than any other kind of 
plant. 
The third ground of opposition also disappeared through ob
servation of facts. Labor saving through better management, 
as distinct from labor saving by an occasional epoch-making 
invention, although easily described, takes research, education 
and time to achieve. One can tell in one minute about a 
saving of labor energy which has taken a year or more. 
Savings are generally by small increments through a long 
period, and adjustments are effected during the period. The 
rate of saving rarely amounts to the normal rate of voluntary 
Quits. 11 Scientific management may involve reassignments 
.- and for the first time in the life of many workers assign
ments on the basis of investigated capacity - but it does 
not often involve discharge. 
The fourth ground of opposition also gradually disappeared 
with experience. Improvement and standardization of machine 
conditions and of methods mayor may not result in increased 
speed of production, and with or without increased speed of 
the operative; it depends upon the particular machine, the 
particular operation and the particular circumstances. It 
should be borne in mind that machines and operations vary 
greatly in the relation of workers' handling time to machine 
time, and that the problem of speed and of fatigue varies 
accordingly. In operating a punch press, for instance, the 
Worker is active all the time, fatigue becomes an important 
element of the situation, and experiment may disclose that 
a reduction of speed or introduction of rest periods will increase 
-productivity; but in the operation of a large lathe the worker 
is but a watcher and adjuster for a major portion of his time, 
and Increase in the speed of the machine has only remote 
fatigue relation to the worker. And in many instances the 
increase of speed is merely a mathematical result of dividing 
the total output into the total time taken and securing an 
average time per piece; for when conditions are improved so 

.. The December 1927 report of the Metropolitan Ufe Insurance Company, 
New York, of the averare annual voluntary C1uit rate of more than aoo 
reportln& companies Is 1409 per cent. 41 
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as to eliminate waiting and other idle time, the average time 
per piece may be reduced without any increase of actual 
speed. It has come to be understood that speed and fatigue 
are problems of each particular operation, and the more care
fully a correct speed is sought by experiment and measure
ment, the more reasonable, just and permanent will be the 
standard of output agreed upon. 

It is the judgment of many observers that the tempo of ma
chine work is higher in the United States than in Europe. 
There have been no researches into the relation of speed to 
particular systems of management, particular methods of wage 
payment or particular industries. Competent observers report 
that it is apparently highest in extremely mechanized mass
production plants, and that tension appears to be least in 
scientific management plants. 
The opposition of leaders of labor to bona fide scientific man
agement has practically disappeared, and eluring recent years 
there has been noteworthy cooperation between scientific 
management leaders and labor leaders. 
The first striking evidence of labor's interest in good manage
ment and Increased productivity was the association in 1920 
as editors of a volume entitled ''Labor Management and Pro
duction", U of Samuel Gompers, President of the American 
Federation of Labor, Morris L. Cooke, an outstanding disciple 
of Taylor, and Fred. J. Miller, President of the American 
SOciety of Mechanical Engineers and an exponent of scientific 
management. A few years later other labor leaders contrl-

. buted to a similar volume. 1& In December 1925, William Green, 
successor to Gompers as President of the American Federation 
of Labor, participated by a noteworthy address in a meeting 
of the Taylor Society,'5 and a few months later other repre
sentatives of labor participated in another meeting of that 
society.18 In the spring of 1927 the General Labor Union of 

II Annals of the American Academy of Political and Social Science, Vol. 
XCI, September, 1920 . 

.. ibid. CX!, January, 1924-
II Bulletin of the Taylor Society, Vol. X. No. 6, December, 1925. 
II Ibid, Vol. XI, No. I, February, 1926. 
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Philadelphia had a two-day conference on cooperation between 
. management and labor in the development of better methods 
of production, in which scientific management was sympathet
ically discussed and scientific management engineers and 
executives were active participants. This led to other similar 
conferences under the auspices' of organized labor. In the 
Cleveland, Ohio. ladies' garment market, organized employers 
and organized workers have agreed upon a program involving 
measured standards of output, and the stop watch is the 
accepted instrument of measurement. On the Baltimore and 
Ohio, the Canadian National and two other railroads there 
is organized cooperation between management and workers 
in the development of better methods and the workers have 
on their payroll an engineer concerned with improvement of 
methods. 

Misunderstandings and disagreements concerning scientific 
management as a doctrine have given place to cooperative 
inquiry into conditions and methods of its utilization. 
Scientific management had its origin neariy fifty years ago 
in an inspired effort to solve serious problems of productivity 
and personal relations in a capitalistic regime of industry 
already becoming highly mechanized. It has become a phi
losophy and a body of practices pertaining to management 
per s e, independent of any particular regime of industry, 
and usable in whatever system of industrial society men and 
women may desire to work together in specialized cooperative 
efforts toward a common objective. And because it endeavors 
to base policies, plans and procedures on scientifically deter
mined facts of human nature as well as of mechanics, it is a 
great force for amelioration of human relations in industry. 
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INDUSTRIAL PSYCHOLOGY 
BY W. V. BINGHAM, PH. D., 
Personnel Rc.eareh Federation 

Influences limiting the progress of industrial psychology in the United 
States have been: the backwardness of the science itself; the demand for 
services of psychologists in other directions, notably In education; and the 
tradition among psychologists that many questions of industrial psychology 
are the exclusive prerogative of the management engineer. 
Psychological problems have been recognized in connection with the in
dividual worker's relations to his work, his fellow-workers, his supervisor, 
the management, and the entire circle of contacts outside the factory. 
The social psychology of relations between groups, of workers, managers 
and public, is no less important. These industrial relations have been 
influenced in three ways: by psychology as science, as point of view, and 
as method. 
Pacts about the nature of individual differences, the ~pecificlty of abilities, 
and the laws of learning, of interest and attention, have modified industrial 
practice. Use of statistical techniques is spreading, but controlled experi
ment has been sadly neglected. 
In conclusion, mention is made of agencies for furthering industrial psychol
ogy in America. 

In what directions and to what extent has the science of 
psychology influenced industrial thought and practice in the 
United States? What trends have been discernible during 
the past twenty years? What influences have operated to 
bring industrial problems into the purview of psychologists, 
and to bring psychological doctrines to bear on the thinking 
and practice of business executives, industrial engineers, labor 
managers, trade-union leaders, and students of social science 
whose primary interest centers in industrial relations? How 
keenly are the masters of American industry aware of the 
profound problems of ipdividual and social psychology that 
have been brought into the spot-light of inquiry as a result 
of mass-production and minute division of labor, with the 
resulting tendencies toward repetitive processes, shorter hours, 
better wages, modification of many skilled trades, demand for 
highly specialized, non-transferable skills, and decreased need 
of mere physical strength in the worker? What help have 
the practitioners of scientific management or the administrators 
of personnel policies received from the science of psychol
ogy? 
No damage will be done through frank admission at the outset 

44";' ; that the significant and constructive contributions of industrial >. . 
:'" .. ' 



INDUSTRIAL PSYCHOLOGY 

psychology in America have been pretty meagre. Psychology 
is a rapidly growing but still youthful science. It has been 
absorbed in the task of putting its own house in order. 
Within the past generation it has had to win the co-operation 
and respect of its elder sisters, the biological sciences. New 
techniques of research have had to be devised, new hypoth
eses formulated and put to the acid test of controlled ex
periment. Efforts in these directions have met with such 
success that there has been a wholly unprecedented and dispro
portionate demand for the services of psychologists as instruc
tors In university and college courses in psychology. Then, 
too, the applications of psychology to problems of elementary 
and secondary education have absorbed a large share of the 
energies of the most brilliant of American psychologists. One 
need only mention the names of such leaders of psychological 
research as Thorndike, Terman, Judd, and O. Stanley Hall. 
to illustrate the force of the contention that careers in edu
cational psychology have attracted some of our ablest men. 
And today, if industry is to bring it to pass that the attention 
of eminent psychologists shall be focussed on the problems 
of human relations and conditions in factories and offices, it 
must be prepared to compete not only with the instructional 
budgets of the universities and the considerable financial 
rewards that accrue, through publication, to those who greatly 
Improve the techniques of public education; It must compete 
as well with enticing research opportunities now opening up 
to the psychologists on problems arising In the fields of 
political science. law, criminology, chlld guidance, and social 
betterment. 
Not only have psychologists been under pressure to bend 
their efforts toward non-industrial problems: they have been 
content to see large areas of psychological inquiry-In Industry 
pre-empted by capable Investigators whose training has been 
primarily other than that of the psychological laboratory. 
Many of the best contributions to the study of Industrial 
fatigue, accidents, illumination, and simplification of work, 
have been made not by psychologists but by industrial engi-
neers and specialists in scientific management. A canvass 45 
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of the contributions of Frederick W. Taylor and his associates, 
for example, reveals numerous studies in the subject-matter 
of industrial psychology. Hence an unwarranted tradition has 
prevailed, to the effect that Questions of time- and motion
study, incentives, factory training, and the design of tools, 
machines, benches and chairs to fit the requirements of 
the worker, are exclusive prerogatives of the engineer. 
Theoretically it has been recognized that each of these sub
jects has its psychological aspects, to which it might be pre
sumed that a psychologist could contribute. Practically, the 
management engineer has known these problems so much 
more intimately in their industrial setting, that the psychologist 
unversed in factory practice has for the most part preferred 
to tum his energies in other directions. Indeed, it may be 
confessed that certain timid forays by amateur industrial psy
chologists into this territory have been ludicrous enough in 
their outcome to lend emphasis to this unfortunate tradition. I 
But enough by way of apology and explanation. What bene
fits, if any, have accrued to industrial relations in America 
because of the work of psychologists? 
Some of these benefits we shall find are broad and general. 
Some are specific and detailed. They can best be envisaged 
after we have listed the chief industrial problems which are 
primarily psychological or which present psychological aspects. 

PSYCHOLOGICAL PROBLEMS 01' INDUSTRY. 
Psychology is variously described as the positive science of 
conduct, the science of behavior, the science of experience. 
Whatever the limitation of scope implied in any such definition, 
the fact is that one finds today in any systematic volume on 
psychology, a wealth of fact and generalization with respect 
I Industrial executives must sbare in part tbe responsibility for these 
fiascos. Over and over again tbey bave engaged as psychologist a 
novice wbose only claim to tbe title was tbat be bad studied a few 
elementary courses In college, or perbaps bad been an assistant In routine 
psycbometrlc work in tbe Army or in a cbild guidance clinlc. One cannot 
help smUing at sucb cboices, made by business men who would never for 
a moment think of dumping a complicated problem of mecbanical develop. 
ment or cbemical researcb on the sboulders of an Inexperienced or balf
trained engineer. 
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to human nature. Those problems of industry may be con-
o sidered psychological which involve questions of human 
nature. 
Foremost are the problems which have to do with the w 0 r k
e r i n rei a tI 0 n t 0 his w 0 r k. Many such problems 
arise in helping the worker find the simplest, easiest, most 
natural ways of doing his work; conserving his energy; 
reducing fatigue; increasing quality and quantity of output; 
eliminating personal injuries and lost time due to accidents; 
removing unnecessary fears and irritations connected with 
the work; reducing unrest, discontent and dissatisfaction with 
the job and with the working conditions surrounding it; and 
increasing the laborer's store of contentment, pride and satis
faction in his accomplishment. These are all basic practical 
problems of Industrial management, most of them capable of 
at least partial solution through the application of shrewdness 
and common sense, but all of them offering a challenge to the 
psychologist to apply his science, and to supplement common 
sense by analysis, objective measurement and experimentation, 
very much as he has done in the public schools, in greatly 
shortening the time required by a boy to complete the iob of 
learning how to' read and to compute. Common observation 
of the behavior of workers engaged In heavy labor or in work 
requiring close attention, might well have suggested to any 
sensible supervisor the economy of insisting upon appropriate, 
properly spaced rest periods; but the fact is that this device 
has rarely been employed except where science and controlled 
experiment have first demonstrated Its worth and indicated 
the optimal distribution of rests for the particular tasks In 
hand. ScarcelY more than a good beginning has been made 
ill the scientific understanding of rest periods in relation to 
fatigue, mOllotony. workers' reveries. outbursts of temper and 
radicalism. Here, as in a thousand other aspects of the Job 
in its relation to the individuality of the worker, the psychol
ogist has significant opportunities for industral application 
of his science. 
A second group of psychological problems arises out of the 
relations between a worker and his fellow- 47 
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w 0 r k e r s. How to harness the impulse to competition, and 
insure a healthy rivalry for high quality of output or freedom 
from accidents; how to eliminate the conflicts, irritations and 
jealousies which sometimes clog the human machinery of the 
factory; how to prevent loss of working time in idle banter 
while supplying on appropriate occasions ample opportunities 
for good fellowship - these are questions which are ordinarilY 
left to chance or to common sense. More basic is the best 
means of developing a substantial group solidarity, a ready 
helpfulness, a willingness of the experienced workers to take 
the new employees in hand and teach them the practices and 
ideals of the shop. Then, too, workers sometimes tend to 
teach each other various fears and notions leading to COII
sCious restriction of output. They may spread an apprehension 
of lay-off or of piece-rate cutting, when no genuine basis for 
it exists in reality. Here the problem arises as to how such 
unwholesome influences of workers on one another can be 
minimized, or replaced by influences which make for better 
mutual education and cooperation. These are complicated 
problems of practical social psychology. 
Yet a third group of problems centers in the rei a t ion S 0 f 
the w 0 r k era n d his i m m e d i ate sup e r vis 0 r. These 
relations may be harmonized by making sure of the reason
ableness of the work requirements; by making work assign
ments and instructions clear and definite; by introducing an 
equitable routine procedure of distributing work and materials, 
to do away with the possibility of partiality or favoritism In 
these regards; and by-making the supervisor a skillful instructor 
and an understanding helper of his men, as well as a fair and 
just disciplinarian. The psychological aspects of these proc
esses are sufficiently obvious. 
No less psychological in essence are many of the problems 
arising out of the w 0 r k e r's reI a t Ion s tot hem a n
age men t. Consider, for example, the assurance of steady 
employment. This has often been made possible through 
improved market analyses, business forecasting and careful 
scheduling of production. The effect produced on the worker 

48 by relief from the overshadowing fear of lay-off is a psy-
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chological fact of major importance. So, too, with many 
questions of wage rates, methods of payment, and poliCies 
regarding stock-ownership, insurance, pensions, housing, loans, 
vacations, facilities for education and recreation, and the like. 
The adequacy of the machinery provided for the airing and 
prompt adjustment of grievances reflects the management's 
grasp of practical Industrial psychology. The same may be 
said of its success in providing suitable recognition of merit 
and competence, not so much through resort to non-financial 
rewards and recognition, (although these have their value and 
are often prized), but rather through proper payment by 
results, and adequate provision for advancement. Many 
economists are prompt to Insist today that the problem of 
wages has its psychological aspects. 
Oro u pre I a t Ion s of workers and management have 
presented continuing problems whose psychological aspects 
are sometimes almost as perplexing as their more obvious 
economic phases. The reader need only remind himself of 
the misunderstandings, the mutual suspicions, the conflicting 
preconceptions and unyielding prejudices which too often have 
beclouded the thinking of workers' representatives and employ
ers alike, when collective vs. individual bargaining, trade
union vs. shop committee organization and similar issues of 
Joint relations have been brought forward. 
Both parties have at times resorted to espionage in their 
fact-finding, a practice as unsound in its psychology as in its 
ethics. Both have been prone to color their inquiries with 
preconceived conclusions. Better methods of ascertaining the 
truth about actual and imaginary grievances, and the purposes 
and practices of employer and employee alike, will tend to 
bring about more wholesome industrial relations. The duty 
of undertaking to Improve these techniques of fact-finding is 
one which the psychologist must IIOt hesitate to accept. Already 
J. D. Houser, B. V. Moore and L. L. Thurstone have made a 
promising start in this direction. 
The psychology of I e a d e r s hip requires clarification. It 
Is not implled that there is any need for more argument or 
pooling of opinion as to the personal qualities which make 49 
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for effective leadership within the ranks of labor or of man
agement. What the· psychologist demands is first of all a 
new, minute, comprehensive description and analysis of what 
the real, successful industrial leaders d o. When this factual 
foundation has been properly laid, the drafting of better plans 
for discovering and developing the leaders of the future will 
not seem so complicated. Provision of opportunity and reward 
for exercise of constructive leadership and originality by 
workers and executives of whatever status, will probably then 
seem a most natural policy. If the channels are open for the 
flow of ideas and ability from one department or level of 
the organization to another, if realleadersWp wherever revealed 
is given its chance, both individual and group relations may 
be expected to benefit. 
Relations of workers and management are already profiting 
from the studies which psychologists and educators have made 
regarding the development of leaders. Consider the function 
of an executive as a trainer of men. Studies of the techniques 
of teaching particular skills, habits, attitudes and items of 
essential information have led to many generalizations with 
reference to the processes of training. Excellent methods have 
been evolved for making the necessary preliminary analyses 
of the work to be done, the difficulties encountered, the items 
to be taught. Procedures have been developed for determining 
the content and outlining the successive steps in a training 
program. Practicable techniques for giving preliminary In
struction and for training on the lob have been evolved. In
vestigations have ev,en been made as to the difficulties met 
In getting executives themselves to learn and to use these 
Improved techniques of teaching their subordinates·, and as to· 
the best ways of overcoming these difficulties. In such ways 
the methods of research are being profitably applied to the 
educational problems of industry and business. A$ the results 
of these researches gradually find their way into the practice 
of supervisors and executives, the relations of workers and 
management cannot fail to profit thereby. 
One now hears more than formerlY about the psychological 

50 importance to industry of yet another group of relations, those of 
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the worker to his family and, indeed, tot h e e n t ire c i r c I e 
of con t act s outside as well as inside the factory gate. PSy
chologists with a psychiatric background have been properly 
reminding management that careless accidents, temper, trouble
making, insubordination, absenteeism and other sorts of ob
jectionable behavior often have their roots in worries traceable 
to conditiQns far from the immediate setting. The magnification 
of these worries during periods of excessive fatigue has been 
demonstrated. Attention has been called to the damage suffered 
by certain temperaments as a result of pessimistic reverie 
during the course of long-continued monotony. One obvious 
implication is, that a sound Industrial psychology must reckon 
not only with the temperamental differences between workers 
and their relative susceptibility to the effects of different sorts 
of repetitive or taxing labor; It must know not only the 
conditions In the plant predisposing to monotony or fatigue; 
It must realize also the Influence of the varied conditions that 
modify the employee's anxieties and hopes, his fatigue and 
recuperation, both during and aft e r working hours. 
But It Is one thing to recognize the importance of the total 
situation in determining a worker's Inner feelings and outward 
behavior, and quite another matter to Infer that, therefore. 
wise personnel practice will seek to inquire into intimate per
sonal and private circumstances in order better to be able 
to help make suitable adjustments. There must be no trespass 
on the worker'S independence and self-respect. It Is a neat 
problem of practical psychology, how to mould conditions so 
as to effect a maximum of well-justified contentment and 
willing efficiency, without risk of wrecking the whole morale 
through resentment against uninvited paternalism. Mr. ford 
marched up this hill, and then marched down again. The 
practical solution reached by some executives has been to 
leave with the workers themselves the opportunity for Initiative 
in such matters, and for management to stand ready to move 
only when, as, and If needed and invited so to do. 
The psychological problems of Industry have been surveyed 
as they present themselves to the student of the worker in 
his relations to his job, to his fellow workers, to his Immediate 51 
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supervisor, and to the management of the industry in which 
he is engaged. Not only his relations as an individual employee 
have been considered, but also his relations as a member of a 
group which, as a group, has vitally important relations both 
with the management of the particular concern which gives 
him employment and with the industry as a whole. 
While there is little doubt that the most varied and intriguing 
psychological problems arise in studying the worker in relation 
to his own work, there is no question but what the psycho
logical aspects of the situation are of vital importance in con
sidering each of these other relations also. It is now appropriate 
to ask in what ways the science of psychology has influenced 
industrial thought and practice with reference to these industrial 
relations. 

HOW PSYCHOLOGY HAS INFLUENCeD INDUSTRY. 

Industrial relations in America have been influenced by psy
chology in three ways. Industry has responded to psychology 
as science, as point of view, and as method. 
Psychology as Science. 
Psychology as a science consists of a systematized body of 
facts and generalizations about human nature. Foremost 
among the industrially significant facts of modern psychology 
are those which reveal the enormous range and variety of 
differences between people. Scarcely a generation ago Amer
ican thought and practice was still somewhat under the 
influence of the political doctrine of equality which had been 
held most fervently' at the time when the nation was born. 
To be sure, no one had seriously contended that all men are 
created equal in talent; but scarcely anyone had realized how 
vast are the differences in native endowment and capacity for 
achievement until Cattell, Boss, Thorndike and others, ex
ploring the trail originally blazed by Sir Francis Galton, found 
ways of quantifying and measuring individual differences. 
They gave graphic and mathematical expression to their 
measurements. 
While studying the wide range of differences which people 

52 exhibit in their capacity to discriminate colors, sounds, extent. 
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of arm movements and other sensory data, they also carried 
forward investigations in reactior. times which showed how 
greatly people differ in motor capacity. After many of the 
relatively simple processes had been examined, differences in 
types of attention were observed. Other investigations were 
centred on the measurement of differences in ability to localize 
sounds, to perceive special relations, to remember, to man
ipulate and construct. . 
The discovery of the possibility of devising units and scales 
for use in measuring such differences of ability was an epoch
making Invention. Its application was rapidly extended to the 
measurement of achievement in school work and has had a 
profound Influence on educational practice. Meanwhile pro
cedures were devised - following the pioneer work of Binet 
and Simon - for measuring the rate and extent of mental 
development. The concepts of mental age and the intelligence 
quotient became current. Convenient means for examining 
large numbers of persons at the same time were perfected; 
and during the war, data were secured which revealed in 
spectacular relief the vastness of the spread of human abilities 
as well as their proneness to cluster about the central tendency 
of mediocrity. 
The differences between Individuals not only in abstract in
tellect but also In social and mechanical abilities were studied. 
Certain trade tests, for measuring proficiency In different 
occupations, were standardized. People's interests were made 
the sublect of inquiry, and techniques were developed for 
quantifying differences In mental attitudes, likes and dislikes, 
occupational preferences and personal tastes. More recently 
the ambitious task has been undertaken of measuring the 
strength of volitional tendencies. Character, as well as intellect 
and temperament, has come within the range of quantitative 
measurement; and while the reliability of the methods so far 
developed for measuring character is so low that few psy
chologists will venture as yet to draw practical inferences 
from them. it Is nevertheless significant that the idea of mental 
measurement has now been extended until It comprehends the 
entire personality. 53 
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Partly as a consequence of these researches, it Is recognl;ed. 
more clearlY than formerly, how much individuals differ from 
each other in originality and initiative, in output of energy, 
in tact or in social sensitivity, and in self-control, as wen as 
in general intelligence, and in a long array of specific abilities. 
All these facts, tersely put by Cattell and Thorndike, and 
emphatically reiterated In public address and in semi-popular 
writings by Walter Dill Scott, Mlinsterberg, Goddard, Terman, 
Jiollingworth and many others, have influenced the thinking 
and practice of industrial leaders. 
Many of these industrialists, it may be recalled, were them
selves students of elementary or advanced psychology In col
lege when these facts about Individual differences were first 
stressed. Later, in positions of business responsibility, some 
of them recognized acutely the need of personnel procedures 
which give due emphasis to these facts of human nature. 
functional organization of· personnel activities in factory and 
office, and development of techniques for personnel classifi
cation, transfer and promotion, job analysis, employment 
interviewing, placement, training and follow-up, probably llro
ceeded somewhat more rapidly because of what psychology 
had done to make more evident the nature and extent of 
individual differences. 
Of practical moment also have been the findings of psychology 
regarding the relationship between various abilities. for 
instance, the law of compensation has been found inapplicable. 
Common belief had held that the person who is greatly superior 
to his fellows in some regards is probably inferior to them 
in others • that if he is very talented in mathematics, for 
example, he Is probably something of a dullard in athletics 
or in art. The facts have been found to be quite the opposite. 
Persons who are found to be highly superior in one ability 
are more often than not above the average in any other desir
able trait. In other words the correlation between favorable 
traits is quite generally positive. At the same time, the cor
relation is in most Instances low. Psychologists have often 
been surprised to find how slight Is the association between 

54 abilities apparently very similar. If as Spearman and others 
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contend, there are certain g e n era I f act 0 r s characteristic 
of a person's make-up. call them intelligence, energy, perse
verance or what you will • It is certain that there are also 
a great number of quite specific abilities, very largely inde
pendent of one another. 
These findings have lent emphasis to the need for the employ
ment interviewer to be very cautious in inferring future ac-

. complishments from fragmentary data, whether these data are 
in the form of impressions gained in conversation, mental test 
performance, school record, or reports from former employers. 
He needs all the information he can get. He especially needs 
to find out which items are really significant, under the con
ditions of work which prevail In his own plant and in the 
local labor market. 
Another inference from these facts regarding the specificity 
of abilities has to do with the nature of Industrial training. 
There Is sound warrant for the tendency toward better training 
on the job rather than toward more formal training of a 
general sort. 
To precisely what extent Industrial practice In the United 
States has been modified by the body of psychological knowl
edge regarding individual differences and the correlation of 
abilities, who shall say? It is obvious that the tendencies of 
the past twenty years in employment, training, supervision, 
transfer and other personnel functions have been in the 
direction of greater recognition of and provision for wide dif
ferences in endowment. Public school practice has also been 
modified in many ways which have made it possible for multi
tudes of young people more easily to effect a satisfactory 
adjustment with the working world. Such changes might 
conceivably have taken place, even though psychologists had 
not been measuring, analyzing and comparing so many aspects 
of so many people. It seems reasonable however to suppose 
that the findings of these kinds of psychological research 
have directly as well as Indirectly had a real Influence in 
Industry. 
Much the same might be said regarding the generalizations 
from research in educational psychology. One outstanding 55 
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characteristic of man is his educability, and psychologists have 
steadily been prying deeper and deeper into the laws of 
learning. The principles governing the formation of habits, the 
acquisition of skills, the mastery of technical knowledge, the 
elimination of gross defects of personality, the development 
of social effectiveness, the modification of likes and dislikes. 
the inculcation of ideals and attitudes· aU these are applicable 
in offices, stores and factories as well as in school or college. 
Some of the best data regarding effects of practice and of 
fatigue on the work-curve have come from experiments in 
psychological laboratories. 
The doctrines of interest, and of attention and distraction, 
have had their application where safety devices were to be 
invented and installed; where jobs were to be classified ac
cording to their psychological requirements; where workers 
and students were to be advised with reference to their future 
vocational plans. The psychological theories most prevalent 
a dozen years ago regarding instincts and the fundamental 
drives which motivate human conduct, have influenced the 
thinking of industrial leaders regarding financial and non
financial incentives, group spirit the damage done by fear, 
and the value of insuring to manager and worker alike his 
sense of self-respect and his belief in the worth-whileness of 
his labor. Men like Robert Valentine, Carleton Parker, Ordway 
Tead, Z. C. Dickinson, Robert Bruere. H. C. Metcalf and 
Whiting Williams interpreted these doctrines for economists 
and engineers, bridging the gulf that too often divides the 
psychologist from the industrialist. 
Perhaps enough has been said to illustrate the way in which 
the subject matter of psychology has tended to affect industnal 
practice. A single case, more concrete than those already 
mentioned, will serve as a sample of repeated iustances in 
which the discoveries of the psychological laboratory have 
found- useful application. 
For many years Professor C. E. Ferree in the psychological 
laboratory of Bryn Mawr College has concentrated his research 
on problems of the efficiency of the eye under varying con-

56 ditions of illumination. He developed new apparatus and more 
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precise procedures for measuring the fatigue of vision. Using' 
these methods he worked out the principles which must apply 
to all determinations of the relative effectiveness of different 
intensities and distributions of light. He compared the merit 
of direct, indirect and semi-Indirect systems. When his con
clusions were first announced they ran counter to the tenets 
currently held by engineers; but today they are commonplaces 
of illuminating engineering practice. Thousands of factory 
employes, now doing their work under more favorable con
ditions of illumination, will never know that they have in part 
to thank a research psychologist for their relief from the 
annoyances of unnecessary glare, distraction and eye-strain. 

p s y c hoi 0 g y asp 0 I n t 0 f v lew. 
l.ess tangible than the effects of these concrete products of 
psychological research, but none the less real, has been the 
Influence on American Industry of what may be called the psy
chological point of view. In essence this point of view consists 
In a more than ordinarily tenacious belief that human experi
ence Is understandable, that human behavior is not a spiritual 
mystery but a natural phenomenon like other phenomena of 
the organic world. Such a belief leads to the persistent attempt 
to understand one's fellows, to appreciate their motives and 
ambitions, to comprehend their shortcomings and their possi
bilities. It makes one Impatient of superficial explanations of 
unsatisfactory employee behavior as due to "carelessness" or 
"lazlness" or "pure cussedness". One asks, ''W h y was this 
motorman careless?" and proceeds to get the facts about his 
previous training on the Job, his treatment by supervisors, his 
length and distribution of working hours, his health, his eye
sight, his scope of attention, his worries and tendencies to 
revede. Then such a vague blanket trait-term as "carelessness" 
drops out of one's vocabulary. Moreover, the psychological 
point of view prevents an executive from letting his personal 
feelings warp his Judgment It helps him to be at once more 
objective and more Intelligently aware of other points of view 
than his own. 
The psychological pOint of view Is that of the scientist trained 57 
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to focus the searchlight of inquiry on every puzzling problem of 
human adjustment. It is identical with the point of view of 
scientific management in so far as scientific management 
concerns itself with the human problem of industry. If there 
has been any vital difference in point of view between indus
trial psychologists and management engineers, it is with 
reference to their primary purpose. The industrial psycho
logist has wanted first of all to help the worker, in simplifying 
his methods of work, bettering the conditions under which his 
work is done, improving his training, and developing personnel 
techniques which will facilitate his adjustment to the occupation 
in which he will find the most satisfaction. Incidentally the 
psychologist may believe that these services will perhaps 
benefit the industry, the management and the social order also. 
The engineer has similar objectives but is ordinarilY thought 
of as placing as his first concern the economic stability, pros
perity and usefulness of the enterprise. The personal satis
factions accruing to competent, well paid, well trained 
employees are his secondary objectives. 
While this contrast of point of view of psychologist and man
agement engineer may have some historical warrant, particu
larly in England, it cannot be said to hold universallY in 
America. The writer knows personally Taylorites who seem 
to him to place considerations of human betterment first, and 
to regard the industry which they plan for or manage merely 
as a means to the self-realization of the workers and super
visors who constitute its personnel. He also confesses an 
acquaintance with psychologists as well as engineers both In 
America and in Europe who have shown themselves willing to 
place their talents at the disposal of employers with a single 
eye to profits. 
This difference in attitude and primary interest is not inherent 
in the science; it is a personal matter. It may dePend on 
temperament, or on the social philosophy one holds. 
The question of priority of objective might be a matter of 
more grave concern at this point, if It were not that the far

. sighted investigator - be he psychologist or management en-
>8 . gineer - sees clearly that he must travel much the same road 
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in either event. After all, there Is a considerable identity of 
Interest of employees, managers; owners and public. An 
Industrial psychologist in a chocolate factory recently stated 
his objective as follows: "The purpose of the psychologist is, 
to see that the workers leave the plant at night neithedatigued, 
nor irritated, nor nervous." He showed not a trace of Interest 
in Increasing the owners' profits. But when I asked the 
president of the corporation why he had his psychologist in 
his factory, the prompt and decisive answer was, "I find 
it pays". 
Psychology in America has contributed to the point of view 
that it pays in the long run to attempt to understand the deep
lying motives and ambitions of people, and to work with the 
current of human nature rather than counter to it. It has 
made the point of view explicit in its application to problems 
of vocational adjustment, including placement and training, in 
conformity with the individual's proclivities and talents. In 
other directions, also, the psychological point of view Is coming 
to be more frequently taken, with promise of leading to better 
mutual understanding and more cooperative relations through
out Industry. 
Wholesome as such a point of view may be in approaching 
questions of human relations in industry, it will not carry the 
manager far toward practical solutions of his difficulties unless 
he has at hand the necessary appropriate techniques for prob
lem solving. This brings us to the third way in which psy
chology has Influenced American industry; through its method. 

Psychology as method. 
The main methods of psychological research are two: exper
iment and statistics. 
The ·task of any natural science may be stated in most general 
terms to be the determination of the relationshIp between 
variables. The variables with which psychology deals include 
the environmental forces and conditions which Influence 
behavior, as well as the Innate capacities, habits and attitudes 
of individuals In Interaction with the world in which they work 
and live. 59 
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It is sometimes said that the biological sciences, of which 
psychology is one, differ radically from the physical sciences 
in that the variables with which they have to deal are more 
numerous, complex, and difficult to control. Wherever all the 
variables, or all but one, can be controlled, the ideal method 
is that of experiment. Here the ingenious investigator can 
test his hypothesis by setting up a crucial situation and making 
observations or measurements which are decisive as to the 
manner in which the independent and the dependent variables 
are related. If, however, there are independent and uncon
trollable variables which make impossible the resort to ex
periment, the scientist has recourse to the method of statistics. 
This is a method which, thanks to Pearson, Spearman, Thorn
dike, Kelley, Thurstone and others, has been developed exten
sively in its application to psychological data. It has proved 
to be an invaluable complement to the methods of the exper
imental laboratory. 
The refinements of statistical procedure evolved in connection 
with psychological research have been slowly finding their 
way into industrial personnel studies. If, before the war, one 
talked to American business men about correlations, scatter
diagrams, regression lines, central tendencies, standard devi
ations, or measures of reliability and validity, they listened 
with amused tolerance, if at all. Today these concepts are 
fairly well recognized as a necessary part of the mental 
furniture of anyone who undertakes to deal precisely with 
the data of human behavior. They have found their place 
in the thinking and writing of many who are undertaking to 
understand the more fundamental aspects of human relations 
in industry. 
The method of the controlled experiment on the other hand, 
although simpler to understand and often more decisive in its 
findings, has unfortunately not been as generally adopted by 
industry. To be sure, there have been innumerable so-caned 
experiments tried, in industrial relations. But most of these 
have not been carried out according to the canons of science. 
A manager has decided, for example, to try the experiment 

iO of changing his method of remuneration. In place of an hourlY 
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wage he has introduced a straight piece-rate; or instead of 
piece-rate he has tried one of the currently popular task
and-bonus systems. But in most instances he has introduced 
at the same time several other variables. He has changed 
foremen, or improved the routing of materials, or insisted on 
a more thorough coaching and follow-up of new employees, 
or installed a better ventilating system. So when, after several 
months, his accounting department reports a decided lowering 
of unit labor costs, it is still a matter of opinion whether these 
economies are to be credited to the new method of payment 
by results. Industrial management cannot hope to reap the 
full benefits of the scientific method as applied to the study 
of the human problems of the factory, until it is ready to make 
a larger number of genuinely scientific experiments. 
Psychology has demonstrated the usefulness of the methods 
of experiment and of statistics in solving some of the com
plicated problems of human relations. It has developed refine
ments of technique which are readily carried over into industrial 
research. Responsibility rests with the individual investigator, 
however, to furnish the penetrating insight and the ingenuity 
which alone can formulate brilliant and industrially significant 
hypotheses for scientific study. 
Psychological techniques have sometimes been borrowed by 
industrial engineers, as in the case of recent fatigue studies, 
- earlier Investigations having failed because the effects of 
suggestion were not controlled. In other instances, the psy
chologist has been borrowed as well as the technique, as when 
Thorndike helped carry out the research of the New York State 
Ventilation Commission, which established the primary im
portance of air movement. The Society for the Promotion of 
Engineering Education has repeatedly called into its councils 
such psychologists as Seashore and Thurstone. And so the 
general methods and specific techniques of psychology, - as 
well as Its point of view and its subject-matter, • are gradually 
being appropriated by industrial engineering. 

AGeNCIeS !'OR I'UlITtreRlNO INDUSTRIAL PSYCHOLOOY. 
A sketch of the influence of psychology on fundamental relations 61 



INDUSTRIAL PSYCHOLOGY 

and conditions in American industry would not be complete 
without mention of certain agencies which have been carrying 
forward psychological research and slowly spreading through
out the texture of business and industry some familiarity with 
psychological content, method and point of view. 
Chief among the agencies which have been furthering psy
chological developments are the u n i v e r sit i e s. Every 
university has its psychological laboratory for research. It 
also offers courses of instruction which are taken by great 
numbers of students. While many of these courses are general 
in nature, some of them treat specifically the psychological 
problems of business, such as advertising and selling, and also 
touch upon applications of psychology to vocational selection, 
learning, fatigue, incentives, group relations in industry and 
other problems of management and of individual adiustment. 
These courses of instruction in applied psychology are for the 
most part designed to be rather elementary, and broad in scope 
rather than intensive. During the past twenty years they 
have served to introduce many thousands of young people to 
the basic principles of industrial psychology as first outlined 
by Miinsterberg and as formulated from time to time in the 
books of Scott, Iiollingworth, Poffenberger, Swift and others. 
Such books have had some circulation among mature business 
men as well as students. Unfortunately the readers have often, 
especially since the war, been so intrigued by the chapters 
dealing with mental tests and other devices for the measure
ment of individual differences that they have overlooked the 
relatively more fundamental psychological considerations 
which alone can give. to mental test procedures their true 
significance. 
In a few universities there exist also centers for advanced 
training and research in industrial and commercial psychology. 
Among the foremost at the present time are the University 
of Michigan in Ann Arbor, the University of Pennsylvania in 
Philadelphia, Columbia University in New York, and the Uni
versity of Chicago, Stanford University in California, North
western University in Evanston-Chicago, the University of Pitts-

62 burgh, the University of Minnesota in Minneapolis, the Univer-
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sity of Iowa in Iowa City, the University of Ohio in Columbus~ 
and some of the other state universities are hospitable to such 
research. Promising developments are now taking place in 
the Harvard Graduate School of Business in Boston, and in 
Yale University in New Haven. Curiously the emphasis in 
nearly all these centers has been on the psychological problems 
of commerce rather than of industry. Curiously, too, the great 
eng i nee r i n g s c hoI> I s or institutes of technology have 
completely neglected psychological research. The outstanding 
exception to this sweeping generalization is the Carnegie In
stitute of Technology in Pittsburgh, where the writer estab
lished in 1915 the first Division of Applied Psychology in any 
American institution, and later, the first Bur e a u 0 f P e r
son n e IRe sea r c h, and where, for eight years, a notable 
group of psychologists were engaged ill research on problems 
of importance to cooperating industries and business concerns. 1 

Kenagy and Yoakum's book on "Selection and Training of 
Salesmen", Strong and Uhrbrock's "Job Analysis and the 
Curriculum with Special Reference to the Printing Industry", 
and Craig and Charters' "Personal Leadership in Industry" 
record some of the more enduring products of these studies. 
One outgrowth of this movement at Carnegie Institute of Tech
nology was the establishment in 1917 of the Res ear c h 
Bur e auf 0 r Ret a II T r a I n I n g. This Bureall, now 
permanently endowed and affiliated with the University of 
Pittsburgh, has recently published a summary volume covering 
ten years of continuous psychological. economic and edu
cational research. The influence of its work on personal 
practice In department stores has not been limited to the local 
constituency but has been felt throughout the nation. 
That competing firms have cooperated in the support of such 
Investigations, is significant. That the findings have in large 
part been passed on to other firms for the benefit of all and 
for the public good, Is evidence of broad-mindedness. It well 
Illustrates the growing conviction In American business and 

I An historical account of tbls development was published In the Scientific 
Monthly, february, 1923, pp. 142-159. A bibliography of publications of 
the Division of Applied PsycbolollY up to that time contained 63 titles. 63 
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industry, that the ancient practice of maintaining trade secrets 
wherever possible is sometimes an unprofitable if not a ludicrous 
form of selfishness. 
Such limited psychological research as has been carried for
ward by i n d i v i d u a I cor p 0 rat ion s has likewise for the 
most part been open to the inspection of any visiting scientist 
or personnel manager. A few street railway and taxicab 
companies with laboratories of their own for investigating in
dividual susceptibility to accidents and related psychological 
problems of transportation, have not hesitated to exchange 
methods, data and results. Among such firms as the Eastman 
Kodak Company, the Western Electric Company, the General 
Electric Company and the American Telephone and Telegraph 
Company, to mention a few examples from other types of 
industry, there has been free exchange of specifications for 
psychological laboratory equipment and of other technical 
information. 
Several of these companies contribute to the support of the 
Pel's 0 nne IRe sea r c h Fed era ti 0 n which maintains 
a clearing-house for the exchange of research information, as 
well as a staff for consulting work and for carrying forward 
specific studies. Among its current investigations is one on 
the effects on accident reduction of individual attention to 
workers who are found to have a susceptibility to accidents. 
Another investigation, designed in the end to facilitate the flow 
of correct information from workers to management, consists 
of a study of the technique of the personal interview. In this 
task of jOintly furthering the scientific approach to the human 
problems of industry; a number of government agencies, uni
versity departments and independent research organizations 
likewise cooperate. The Engineering Foundation, the National 
Research Council and the American Federation of Labor 
initiated this cooperative movement which signalized a definite 
recognition of the need for coordination of research plans and 
extensive stimulation of sound research developments in indus
trial psychology and related aspects of personnel science. The 
Personnel Journal, now entering upon its seventh volume, 

64 furnishes the record of accomplishment to date. 
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The establishment of the Personnel Research Federation fol
lowed upon the research developments at Carnegie Institute of 
Technology already mentioned, and other undertakings which 
had received an impetus from the wide-spread interest in 
applied psychology awakened by the military accomplishments 
of psychologists and personnel managers during the war. The 
Scott Company, for example, with Walter Dill Scott as Its 
guiding spirit, for four years operated as a firm of personnel 
consultants to large business concerns, and made familiar to 
American Industry a number of psychological concepts, prin
ciples and techniques recorded In the volume, "Personnel Man
agement", by Scott and Clothier (1923). The Immediate stim
ulus toward the establishment of the Personnel Research 
Federation, however, came from two sources. One was a 
series of significant Investigations as to the value of the psy
chiatric approach to Industrial problems, made by the late E. E. 
Southard, M.D., at the request of the Engineering Foundation. 
The other was a recognition by the National Research Council, 
of which James R. Angell was then the head, and of its Division 
of Antliropology and Psychology, of which the writer was 
(;halrman, that the problems of Industrial psychology were 
of Increasing importance and that there was some danger of 
duplication of research effort unless there existed an agency 
to facilitate exchange of Information, to survey the field as a 
whole, and to plan constructivelY In the light of known needs 
and facilities for research. 
The N a ti 0 n al Res ear c h C 0 u n c ii, which represents 
mainly the physical and biological sciences, has continued its 
efforts to further practical psychology, for example in Its ap
plications to problems of highway safety. More recently the 
Soc I a I Sci e n c eRe sea r c h C 0 u n c II has come for
ward •. and as one of Its activities Is helping to plan and to 
finance selected investigations In Industrial psychology. Both 
of these Councils also offer each year certain fellowships for 
advanced students of psychology. and a few of these investi
gators have chosen as their topics for study. problems In 
Industrial psychology and related aspects of personnel science. 
The P s y c hoi 0 g I c a I Cor p 0 rat Ion. founded by J. Mc- 65 
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Keen Cattell in 1921 as a means of making the services of 
American psychologists conveniently available to industry. 
has served useful purposes, not least of which has been to 
inform inquirers as to who and where the real psychologists 
are, in contradistinction to the dilettantes, charlatans, character 
analysts and pseudo-scientists who prey upon the public in 
America as in Europe. 
The readiness of business firms to cooperate for the advance
ment of knowledge in the common interest, may again be 
exemplified by their support of such national associations as 
the Am e ric a n Man age men t Ass 0 cia tI 0 n, and the 
T a y lor Soc i e t y (an international association to promote 
the science and the art of administration and of management). 
Both of these organizations have from time to time encouraged 
discussions of psychological problems and of psychological 
research before their membership. It is a wholesome sign that 
the participation of psychologists in the work of these asso
ciations has grown somewhat during the past four years. 
Papers of industrial significance are occasionally but all too 
rarely presented before the A mer i can P s y c hoI 0 g i c a I 
Ass 0 cia t ion. These most often are related to problems 
of vocational selection and placement, since American psy
chologists have concerned themselves with determination of 
interests and abilities by means of various tech'1iques of testing, 
rating and individual appraisal, more often than with problems 
of the simplification of work, industrial fatigue, monotony, 
incentives and similar practical problems of the factory. 
One exception to this indictment is Mrs.· P. O. Gilbreth who 
years ago had a clear vision of the problem. She. worked 
jointly with her husband to spread among industrial engineers 
some understanding of the psychological point of view, espe
cially with reference to fatigue, and to develop ingenious 
techniques for use in motion study and work analysis. In her 
private Institute she has continued to introduce each year a 
few engineers to this point of view and to the refinement of 
these techniques. Another exception is C. S. Yoakum whose con
tacts with the motor Industry and with business concerns have 

66 enabled him to formulate specifically problems of personality 
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study, work histories, personnel accounting and measurement of 
the effects of management policies, and whose psychological 
researches in vocational guidance are basic. Elton Mayo, to 
mention yet another, has brought the findings of psychopa
thology and the doctrines of Janet stimulatingly to bear on 
problems of Irritation and irrationality in the factory. A 
number of younger psychologists are engaged in work which 
has its industrial bearings, and the temptation is strong to 
touch upon their individual contributions. Our generalization 
would, however, apply to the most of them, namely, that they 
are more often interested In employment psychology than in 
the psychology of the worker at work. 
This paper, already too long, must be brought to a close with 
a word about industrial psychology in relation to g 0 v e r n
men tag e n c i e s. It may surprise European readers to 
learn that the federal government of the United States has 
never established an agency for research in industrial psychol
ogy, such as the Industrial Fatigue Research Board of Great 
Britain. Some admirable research has, to be sure, been done 
by the Bureau of Mines In cooperation with the Public Health 
Service. The Department of Labor and the Federal Board 
for Vocational Education have published many studies on topics 
related to industrial psychology. But the research work, at 
least so far as the writer is aware, has been done for the 
most part by economists, educators, physicians or engineers, 
rather than by Investigators whose training has been primarily 
in psychology. Only one agency of the National government 
has on its staff a well-known psychologist: L. J. O'Rourke. 
of the U. S. Civil Service Commission. In a strategic posi
tion, he is changing for the better the character of the postal 
service and other government offices, by judiciously applying 
the t~chnlques of psychological science to the procedures used 
in selecting and placing government employees. A few muni
cipal and state governments are similarly benefiting by 
psychological research, and this movement Is being fostered 
by the Bureau of Public Personnel Admin
istration. 
And so, In conclusion, it is admitted once more that psychology 67 
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is influencing industrial relations and conditions In the United 
States most directly through its contributions to vocational 
selection and the understanding of individual differences. 
Within other equally important areas of inquiry, the influences 
of psychological content, methods and point of view have been 
more indirect, and probably less potent than they will be 
after labor and management come to a clearer realization of the 
essentially psychological nature of many of their difficulties, and 
after more psychologists, in turn, have had the opportunity to 
come to grips with these difficulties, not as they are defined in 
books, but as they crop up in the daily relationships of factory 
operation. 1 

, Typical of Influential books written by economists in order to make 
fruitful for industry lbe doctrines of psychology, may be mentioned Carie
ton Parker's "The Casual Laborer", Veblen's "Instinct of Workmanship", 
Tead's "Instincts in Industry", Z. C. Dickinson's "economic Motives", and 
Whiting Williams' "Mainsprings of Men". 
Full of practical suggestions for self trainlng and development of super
visors and young executives is Craig and Charters' "Personal Leadership 
in Industry". C. R Allen's ''The Instructor, the Man and the Job" Is at 
once psychologically sound and Immediately useful. 
Tn employment psychology we have had lbe books of Link, Chapman, 
Kingsbury and Kornhauser, Laird, Snow, Oriflits, Kitson, Bingham and 
Freyd, and Burtt. 

Of general interest are Overstreet's "Influencing Human Behavior", Heien 
Marot's "Creative Impulse in Industry", Mary follett's "Creative ex
perience", and John Dewey's "Human Nature and Conduct". 

The two most substantial manuals on personnel principles and procedures 
are Tead and Metcalrs "Personnel Administration", and Scott and Clothier's 
"Personnel Management". The latter emphasizes psychological consider
ations. Among volumes pf narrower scope but more Intensive treatment. 
"The Selection and Training of Saiesmen", by Kenagy and Yoakum Is out
standing, because It embodies lbe findings of years of research and ex
periment In Its field. 

Three periodicals should be mentioned: The oldest of these, "The Journal 
of Applied Psychology", publishes technical contributions by psychologists 
not only to business and Industry, but also to law, medicine and other 
fields. ''The Personnel Journal", also technical, is, on the other hand, 
narrower In scope and confines Itself to the subject-matter of its title, 
with emphasis upon educational and vocational adjustment. but on lbe 
olber hand Is more Inclusive, approaching lbe personnel problem from lbe 
economic as well as lbe psychological angle. "Industrlai Psychology" Is 
edited for lbe business executive, and Interprets for him the pertinent 
findings of psychological research and discussion. 



EDUCATION AND INDUSTRY 
BY C. R. MANN, PH.D .. 

American CouDell on Education 

In the U. S. A., education is now regarded as a process that rontlnues 
throughout life. The purpose of schooling is to give the young: . 
tools and attitudes of social living; opportunity for self-expression and 
growth through useful work; habits of self-education. Since work oc,. 
cuples about two-thirds of a normal life, business, industry and the 
professions are recognizing that they are educational institutions and 
that their greatest success depends on how far the daily work is 
educative to the worker. The world's work is being analyzed to 
discover what are the toois and attitudes of social living so that schools 
may impart them effectively. Many experiments with obiective tests and 
other methods of appraising personality are being made to lind practical 
means of guiding each to the work he can do best. Success in Democracy 
Is measured by growth 01 people. 

Education in the United States has made remarkable progress 
in the last ten years. Attendance at secondary schools and 
colleges has more than doubled. In most municipal budgets 
school costs constitute the largest single item, amounting gener
ally to 40 per cent and in cases to 50 per cent of the whole. 
Total expenditures for public education are now more than 
two billion dollars per year, equalling the Federal expenditures 
for war debts and pensions. In many localities public school 
buildings are among the most attractive features of city archi
tecture. 
These facts merely indicate the material growth of facilities 
for public education. The really significant progress lies 
within. For from the beginning American public schools have 
had equality of opportunity as their ultimate aim. During the 
19th century, this was interpreted to mean the same oppor
tunity for everyone. In accordance with this idea, the common 
school curriculum was fairly rigid, leading to college and a life 
of scholarship. Keep the road open for everyone from kinder
garten to university was the accepted aim. Children who did 
not conform were "retarded" and considered "subnormal". 
The public accepted this judgment as a matter of course. They 
acquiesced in the 'conclusion that if Johnny did not make 
good ill school, there must be something the matter with 
Johnny. 
At present equal opportunity no longer means the same op-
portunity for all. Rather, it means for each opportunity to do 69 
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the thing he can do best. Therefore a new public demand has 
arisen, based on deep-seated convictions that every child can 
do something well, and that it is the duty of the school to help 
each child both to discover what that something is and to find 
appropriate opportunity to do that something well. The public 
is now forcing the school to find out what Johnny can do best 
and to lead him to it. 
To meet this new public demand. the schools are experimenting 
everywhere. Many of the larger systems now have research 
departments. During the past five years three hundred public 
schools have been cooperating with the Department of Super
intendence of the National Education Association in intensive 
experimentation directed toward. reorganization of curricula 
and methods. Thousands of teachers are experimenting with 
general intelligence tests, with aptitude tests, with new type 
examinations, with achievement tests, and with other fOnDS 
of detecting specific trends and abilities and of measuring 
individual achievement in particular types of work. The world's 
work is being analyzed from many angles to discover what 
different types of activity are needed and what the special 
personal qualifications required for each are. The whole edu
cational profession is busily engaged in trying to find practical 
methods for appraising individual capacity and opening op
portunities for its fullest realization. 
This is not the time or the place to discuss this great educational 
movement in detail. Here Interest focuses on its bearing on 
human relations in industry. That its bearing is Intimate is 
evident at once froIl) the fact that Industry is vitally interested 
in fitting men to jobs. Business and industrial managers every
where know the difficulty of finding the right man for the 
place. They understand fully the importance for Industrial 
production of so organizing that every man, as far as practi
cable, works at the particular thing he can do best. Industry 
Is establishing personnel departments which are endeavoring 
to develop practical methods of solving this fundamental human 
problem. Therefore the new conception of equality of op
portunity as opportunity to do the thing each can do best. 

: 70 which has now taken possession of the schools, has opened a 
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new possibility for cooperation between industry and education. 
Both now see that their basic aims are in reality identical. 
They are ready to join in a united attack on this great common 
\lroblem of discovering human talent and releasing it in COIl

structive work. 
In the past, efforts at cooperatioll between education and 
Industry have usually resulted in business men telling school 
men how to run the schools, and school men telling business 
men how to operate business. With the new orientation, a 
new plan of cooperation has developed. It is now recognized 
that the great service which business and professional men 
can render the schools is to keep school men accuratelY and 
fully informed concerning how business is actuallY conducted 
and what its guiding principles are. School men do not now 
have this information. Until they know definitely what types 
of opportunity actually exist in life, they are handicapped in 
their efforts to guide young people to the opportunities they 
seek. 
On the other hand, business and professional men are so ab
sorbed in other work that they do not clearly visualize what 
types of human ability may be available and how these are 
best appraised and released in constructive work. It is the 
chief business of educators to do this, and they should keep 
the business and professional world informed concerning their 
findings. Cooperation of this type, in which each supplies the 
Information which he knows best and each receives the infor
mation which he himself cannot gather at first hand, leaving 
both free to utilize the information received from the other in 
a manner that best benefits both, gives a sound basis of fact 
on which to build toward practical and worthwhile results. 
The Chamber of Commerce of the U. S. Is stimulating this type 
of cooperative experiment in several large cities. 
If this· mutual exchange of information Is to be effective, the 
facts exchanged must be so stated as to be comprehensible to 
both cooperating groups. Descriptions of the world's work. 
prepared by industry may be so unintelligible to school men 
as to give them no real help. Similarly. estimates of personal 
Qualifications of young people made by school men may be 71 
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unintelligible to business and professional men. The project 
does not become practical until patterns or forms of statement 
have been evolved which are intelligible to both and compar
able with one another. Such patterns are the tools and mea
suring instruments which enable all concerned to work in
telligently toward mutually helpful solutions and better human 
relations everywhere. 
Considerable progress has already been made in developing 
such tools and instruments of measurement. A pattern form 
of job specification has been evolved by cooperation between 
the American Council on Education and several industrial 
firms. This enables industry to describe its work in a manner 
that is beneficial to it and that yet conveys to school men the 
ltind of information they need. Some 3,000 job specifications 
written in this form by eighteen different firms are being 
analyzed for curriculum content. Similarly, personal record 
cards and rating scales are being developed by cooperation 
between schools and industries under supervision of the Amer
ican Council on Education in such manner as to make the 
appraisals of human qualifications by school men intelligible 
to men of affairs. Similarly, the Personnel Research Pederation 
is evolving pattern procedures for personal interviews. It Is 
proving a difficult problem to determine what actions are 
sufficiently symptomatic of personal bent to warrant recording 
them. It is equally difficult to determine what kinds of ratings 
by school men have significance in industry. Nevertheless, in 
all of these directions progress is being made, and with that 
progress comes improved adjustment of the individual to his 
work. . 
The new conception of the aim of American education and the 
new type of cooperation with the world's work are producing 
a new orientation of schools toward their task. When schools 
merely tried to give the same educational opportunity to 
everyone, their task was finished when they had given everyone 
as great control as was possible over the instruments of eca-, 
numic and social life. Education ended when the child lef~ 
school. After that he went to work. I 

.72 But when the ultimate aim is to liberate, discipline and guidC) 
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constructive energy into useful channels, education continues 
throughout life. Therefore, the school's duty is only half done' 
when it merely equips young people with tools that enable 
them to get along in life. It must in addition develop habits 
and attitudes of self-education and an ambition for self-develop
ment which will keep every man and woman growing through 
self-education for the rest of their lives. The realization of 
this larger purpose requires far-reaching changes in present 
school practice. The American school system is at present 
definitely striving to discover what changes are needed and 
what new methods lead effectively to better achievement of 
this, its new aim. The recent organization of the Adult Edu
cation Association and the study by the Alumni Council of how 
universities may help alumni continue growing, point in the 
same direction. 
This movement for closer cooperation between schooling and 
work does not try to make scholars of all men. Yet it gives 
those who have scholarlY genius better opportunities to achieve 
high scholarship. It does not kill culture, but secures truer 
culture by crowding into every kind of work all the excellence 
it will bear. It dignifies both labor and learning. It does not 
commercialize education nor create class distinctions. It dis
ciplines men through struggle with difficulties inherent in the 
tasks they determine to achieve. 
This new public attitude toward education in the United States 
is having a no less fundamental effect upon industry and the 
professions. In proportion as the schools graduate young 
people who are eager to continue growing and set in habits 
of self-education, opportunities for growth and self-education 
must be found in the world's work. The public demands that 
industry and the professions supply the needed opportunities. 
This is not a matter of charity for industry, for herein lies the 
greatest chance for further industrial progress. Research in 
natural science and scientific management of production have 
made possible the present high wages and low costs. The 
reservoir of human energy that is not yet released in productive 
effort because of mal-adjustment of workers to their work is 
now the greatest latent source of further advance, not only 73. 
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in industrial achievement but also in human happiness. The 
habit of fitting men to iobs is becoming a habit of fitting jobs 
to men. 
The most significant fact in American industrial and profes
sional life at present is this steady transformation of industry 
and the professions into educational institutions. The American 
people seem to realize that their greatest material success 
depends upon the degree to which each worker finds the right 
opportunity for self-education on the Job. Growing men and 
women are happy and productive workers. They grow when 
each does the thing he can do best, for that is the thing he 
loves to do. This idea is now working in a number of industrial 
organizations. When wisely worked, turnover decreases and 
production increases. 
This conception of the common problem of industry and edu
cation is peculiar to the United States. A century and a half 
ago our forefathers established a political system intended to 
maintain political conditions under which men could achieve 
liberty through self-government. It has taken 150 years for 
the American people to develop the conception of an educational 
and industrial system that is consistent with these ideals of 
government. The new conscious attitude of the people toward 
schools and workshops is forcing gradual development of ever 
expanding opportunities for that self-education which fosters 
continuing growth. Thus finally may we justify our national 
existence, since the success of a democracy is not measured 
by the efficiency of its administration, but by the growth' of 
its people. 



PERSONNEL ADMINISTRATION 
BY W. J. DONALD, PH. D .. AND EDITH KING DONALD, 

American Maaasemeot Aoaoci.tioa 

Beside the trend toward decentralized responsibility in personnei admi
nistration, several tendencies are apparent in selection, training, labor 
supply, research, the make-up of personnel departments, wages and 
salaries, proflt-sharing, compensation of executives, hours of work. va
cations for manual workers, pensions, stock purchase and savings plans, 
Insurance and benefit plans, vocational adjustment, health and sanitation, 
safety, service to employees and joint relationships between employers 
and workers. 
A growing interest in personnel administration includes a consideration of 
sales and office personnel problems, inasmuch as new forms of competition 
have necessitated cost reduction. factory executives who have long been 
cutling costs are now urging that similar economies be devised by the 
marketing and office departments. Attention is now being concentrated on 
those personnei activities which make for sound business, Increased 
earnings for workers as well as profits to the company, Increased purchasing 
power for the community and conseCluent business prosperity. 

There are so many different industrial sections of the United 
States of America, each of them Influenced more or less by 
the dominance of different -types of Industry and affected by 
different stages of industrial development, that any attempt 
dogmatically to indicate the personnel trends in America is 
likely to be subject to so many lines of dispute as to make the 
effort almost reckless. 
This paper wlll, therefore, attempt simply to survey the most 
outstanding new developments and to Indicate trends which are 
likely to become most marked in the next few years. 

OROANIZATION fO~ P~SONNfL ADMINIST~ATION. 

The time was when personnel work was largely regarded as 
the lob of the personnel man and there were many persons 
who argued that the personnel department should have entire 
control of personnel administration. This was true particularly 
of the period from approximately 1914 to 1920 when personnel 
administration was being rapidly developed and when per
sonnel men were struggling for a degree of recognition, in
fluence and even authority which previously they had not had. 
The natural result was that with notable exceptions there was 
an over-emphasls of the authority of the personnel man and 
an under-emphasis of the personnel functions of the line or- 75 
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ganization from foreman to president. This resulted in many 
conflicts of jurisdiction and authority which were very 
disturbing to the effective working out _ of a personnel 
program. 
Since the great depression in 1920 and 1921, including among 
many other things some deflation of the personnel movement, 
a rather different point of view has grown up. 
In the first place, it has become a generally accepted principle 
that personnel administration is a function of every person 
who supervises others in the organization. One hears speakers 
and finds writers discussing the Qualities of foremen in terms 
of whether or not the foreman is a good personnel man and 
there are even references to presidents and general managers 
as good personnel men. There are not a few presid.-!nts of 
companies who openly make the statement that they are the 
chief personnel directors of their companies. 
As a result, personnel men, instead of claiming that they have 
absolute power in selection, placement and dismissal of workers 
regardless of any preference or conviction on the part of the 
foreman, are now claiming that it is the function of the per
sonnel department to facilitate the work of the supervisor in 
dealing with the personnel problems involved in management. 
"PaciJitation", the admirably expressive term used by Mr. 
Oliver Sheldon in his excellent book on "The Philosophy of 
Management", is a term which is beginning to make its In
fluence felt in the United States and a term which gradually 
is being used more and more generally. The personnel depart
ment is thus being recognized as a facilitating department, its 
functions being to assist the organization in the preparation 
and execution of personnel policy through research, advice and 
cooperation. 

FOR SELECTION. 
An employment manager, for instance, does the initial Job of 
weeding out the applicants for employment, selecting those 
who would have a fair chance of fitting well into the organization 
and referring them to the supervisor who is in need of ad-

76 ditional help. In making this selection, the employment man-
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ager, of course, weeds out persons whom the supervisor might 
be disposed to employ, but who would not fit well into the 
organization. It is still true and probably will continue to 
be true in the majority of companies that no supervisor will 
be permitted to employ men who have not had the approval 
of the employment department. But the power of employment 
managers to prevent a foreman from dismissing an employee 
from his department has practically disappeared. Every fore
man has, or should have, the power to dismiss from his depart
ment, referring the employee to the employment department 
either for a final separation from the company or for transfer 
to some other department. On the other hand, most personnel 
departments have the responsibility of transferring men from 
one department to another within the company even against 
the wishes of department heads who may wish to keep men 
in their respective departments. Of course, in common practice, 
department heads have been shown the value of cooperation 
In this matter and transfers are made without friction. 
In the light of this newer point of view responsibility for resulis 
Is clearly Indicated and there is no confusion as to authority 
In regard to the administration of any department of a com
pany. In cases where supervisors have unusual turnover or 
seem unwllling to cooperate with the employment department, 
either by releasing men for transfer or by accepting a reason
able proportion of men selected by the employment department 
for employment, the solution of such difficulties lies in the pos
sibility of the employment department recommending to exec
utives, higher up than the offending supervisor, the possibility 
of the removal of the foreman or the correction of the abuses 
for which he has been responsible. 
In the development of this principle that personnel administra
tion Is.an Integral part of management, there have been several 
other evidences of progress. for instance, it is customary 
for supervisors to participate in the preparation of such doc
uments as a manual of employment procedure or a syllabus 
of Instructional outlines for training of employees. The net 
result is that the line organization, Including the foreman, are 
much more likely to be cooperative In helping to .carry out .77 
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the personnel program when they have had a part in the 
preparation of the policy and program and the tools which 
are used in carrying it out. 
One very logical corollary of the newer point of view is an 
effort to train the supervisor in the process of carrying out 
the company's personnel program. In some companies, this. 
of course, has been done informally for years and is simply 
instinctive good management. Indeed, there often Is no thought
out philosophy with regard to such interpretation of policy. It 
just happens because of the good sense or natural inclination 
of the leaders of the business. But in very large organizations, 
even though the upper executives have such spirit and vision. 
it becomes extremely dilute before reaching the lowest ranks 
of supervisors. Therefore, it is highly desirable that some 
more or less formal steps should be taken to convey this policy 
effectively down through the organization. 
In the last two or three years a few companies have begur. 
to train the supervisor in carrying out the company's personnel 
program. Without such steps, the personnel work of a large 
organization is likely to fall down at its weakest point, and 
all the energetic, intelligent and well-informed efforts of the 
director of personnel will scarcely get past first base unless 

" steps are taken to strengthen all the positions on the team 
by which the personnel program of the company must be 
carried out. 

POR TRAININo. 

This educative point of view finds expression most clearly in 
a company's program for the training of employees. The 
training of rank and file employees has been conspicuous In 
American industry for nearly 30 years. At first the emphasis 
was primarily on what might be called education as distinguished 
from training. In a good many cases such an educational 
movement was initiated by an executive officer of the company 
who himself had had comparatively few educational advantages 

"and who was inspired to give advantages to his employees 
which he had not had himself. The motive was essentially 

78 philanthropic rather than economic and the driving power was 
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cmotional rather than intellectual. A contributing factor was 
the need for training in English and citizenship for the large 
numbers of non-English speaking immigrant workers. A good 
deal of the instructional material had little bearing on training 
for the job and might be regarded as a substitute for the work 
of the public schools. 
During the war and Its attendant industrial boom, industry 
was forced to lay emphasis on training for the immediate iob 
and the consequence was a rapid growth of vestibule schools 
which provided quick instruction in the elements of performing 
the job. Consequently, there was a shift from an emphasis 
on what may be fairly called industrial education to iob 
training. 
Meanwhile, industrial training was influenced by different ped
agogical ideas. Whereas the earlier instruction offered by 
companies was conducted by what was called "corporation 
schools" with formal class rooms, instructors, etc., the newer 
tendency was for training the worker on actual production 
under an instructor foreman, and this change in method brought 
such quick and effective results, that it was a very large factor 
In making possible the Increase in wage levels which took place 
during the long boom period from 1914 to 1920. 
Into American business has come of recent' years a group of 
advanced pedagogical thinkers from the university schools of 
education. They brought with them the project method of 
teaching Involving what we now commonly call training on 
the job and the preliminary steps that were taken during the 
war have, In some quarters, been carried much further to the 
extent that the supervisor, regarded as the real teacher of the 
worker, Is being trained in the process of teaching so that 
he may perform his functions better than ever before, better 
than tbe training function was performed by corporation schools, 
and better than It was performed by the foreman or the journey
man before the era of corporation schools began. 
One of the largest electric manufacturing companies has prac
tically done away with al\ formal classroom instruction of 
employees and Is concentrating Its efforts on training the 
foreman to train. A syllabus for supervisors In an electrical 79 
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public utility company consists largely, practically 90 to 95 
per cent, of material which deals with teacher training for 
foremen, the assumption being that in order to make the training 
program really effective, steps must be taken to make the 
training of the worker continuous from the time of entering the 
plant until he leaves it, and on the principle that the best training 
is that training which is given in connection with actual 
work under normal circumstances of supervision, incentive and 
responsibility. 
The president of one of our most progressive companies has 
frankly said that management is in large measure, 80 to 90 
per cent, an educational and training job. He illustrates by 
saying that on one occasion a number of executives· of his 
company analyzed exactly what management is in terms of 
specific operations, and that after classifying all of the typical 
operations, nine out of ten of them were listed under education 
and training. 
The reasonable inference from this analysis is that the great 
proportion of training is the function of the supervisor, and a 
logical and necessary corollary is that in order to get that 
training done effectivelY the supervisor must be taught to train. 
This naturally raises the question as to what is the function 
of an educational or training department where one exists. The 
answer is that it logically comprises four main headings: 

To provide that enthusiasm and promotive quality which 
spreads interest in training throughout the organization and 
creates desire and willingness on the part of every super
visor to take part in the training process. 
To help to prepare the instructional outlines to be used by 
supervisors in the training of their workers. One says 
"help" advisedly because it may easily be recognized that 
when the supervisors themselves have prepared the in
structional outlines with the help of an educational depart
ment, they are much more likely to take an Interest in the 
training program and to feel a definite responsibility for 
making it effective. 
To prepare, improve, and constantly revise the procedure 
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for carrying out the training program, thus facilitating the' 
work of the supervisor. 
To take a very active part in training the supervisor to train. 

On this point it might be argued that the upper executives 
ought to have the responsibility of training the supervisor 10 
train, and doubtless as time goes on there will be more of 
their participation in this step in the training program. There 
are instances where a general manager has actually taken this 
position and, having done so, has expected his associates next 
in line to repeat with those further down in the organization. 

LABO~ SUPPLY. 

When the personnel movement first began in America, chief 
emphasis was on those problems which have to do largely with 
the manual working force. This was intensified during the 
war period by the comparative dearth of labor. There is, of 
course, no less attention to these problems today than ever 
before, thanks partly to immigration restriction and the fact 
that were It not for increased output per man hour due to 
"labor saving machinery", "labor saving management" and 
better morale, the United States would be faced with a serious 
dearth of labor today. The labor supply problem in America 
Is likely to continue to be Important. Indeed, there are those 
who believe that the present situation in which there are com
paratively few strikes and a small surplus of labor for employ
ment, may not continue for many years. 
During the last three or four years an outstanding amount of 
Improvement has been made in the output per man, through 
vast installations of effort-saving machinery and introduction 
of incentives for factory workers and other similar measures, 
but there is a serious question whether the ratio of increase of 
output· per man hour can be kept up and whether with the 
growth of American industry and continued immigration re
striction, a dearth of labor will not reappear again seriously in 
the course of the next decade. 

RESEARCH. 
Reference has been made to the advisory relationship of a 81 
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personnel department to the line organization. It will be 
recognized, of course, that the effects of sound advice must 
be based not only on the personality and promotive qualities 
of the director of personnel activities, but also on scientific 
research in the field of personnel. Incident to this changing 
conception by reason of which the personnel iob has been 
squarely placed back on the shoulders of the supervisor, the 
personnel department has been, to a considerable extent. 
relieved of what may be called operating personnel responsi
bilities, and is thus left time for more intensive research on 
the personnel problems of the company. Consequently, per
sonnel departments are less disturbed by the five to ten minute 
interruptions and are more able to concentrate on more fun
damental investigations of personnel problems. These have 
taken many directions such as research on hours of work, 
bonus plans, pensions, profit-sharing systems, group insurance, 
suggestion systems, employee investments in company secur
ities, savings plans, mutual benefit plans, discovery of methods 
of labor stabilization, even developing wholly new lines of 
product to fill out seasonal gaps in employment. 

SALES AND OffICE PERSONNEL PROBLEMS. 

All the world knows about post-war competition due in part 
to excessive plant capacity at the end of the war, but America 
is becoming familiar with new forms of competition - com
petition between lines of industry which produce substitute 
commodities - the radio begins to take the place of the talking 
machine, cement begins to make inroads in the construction 
industry, giving brick and steel construction a new line of 
competition more severe than they ever experienced from 
within their own industry. New methods of transportation 
bring territorial sources of supply in competition with each 
other more severely than ever before. 
The result has been a severe pressure on the manufacturing 
end of business to reduce costs to an extent that the factory 
executive has begun to protest and to urge that the same 

82 economies and the same reduction of unit costs shall be made 
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effective in the marketing end of the business and in office 
administration. 
As a consequence, the interest in personnel, which at one time 
was largely confined to the manufacturing side of business, Is 
directing itself equally toward the distributing and office ends 
of business. Office personnel departments and sales personnel 
departments have been established in many American com
panies during the last few years. Banks and insurance com
panies are giving as much attention to office personnel problems 
as was formerly given to manual workers by manufacturing 
companies. The careful selection and training of salesmen is 
as important and popular a subject as the training and selection 
of labor. This process has really only begun. 

OROANIZATION Of P!,!RSONNEL DEPARTMENTS. 

Another result is that it is not infrequent to find that a company 
may have several personnel departments: for instance, an 
office manager who is also a manager of the office personnel 
department; a factory personnel department and also a sales 
personnel department. In a company having several plants. 
there are usuallY managers of personnel departments at each 
of the factories, with a central personnel department which 
has no authority over the personnel men in the various factories 
or other units, but which cooperates by providing information 
and by advising the personnel men in the units and also by 
adviSing the major executives of those units. There are even 
instances of marketing organizations which have managers of 
personnel departments in branch offices. 
Some years ago It was not unusual for companies to have 
several personnel men; for instance, a employment manager, 
a manager of the educational department, a secretary of the 
pensiQn committee, a secretary of the mutual benefit asso
Ciation, a safety engineer, etc., etc. In recent years there has 
been a tendency to coordinate these several activities into one 
personnel department with a chief in charge with several as
sistants specializing In the various problems of personnel within 
the organization. One typical personnel department is headed 
by a supervisor of industrial relations who has as his associates 83 
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a safety engineer, a manager of employment department for 
headquarters, a personnel statistician, an educational director, 
a manager of the company store and a medical director. Most 
of these have an advisory relation to the executives of branch 
offices and factories as well as to personnel men il} those 
respective units. 
It may be of interest to discuss the position of the personnel 
man in a company by reference to the titles under which he 
operates. There are a number of instances of personnel men 
who are staff vice-presidents of their companies. Employment 
Manager was a very general title a few years ago, but In many 
instances it has been superseded by titles involving the word 
"personnel". for a time, the term Personnel Manager was 
spreading rapidly, but more recently the use of such titles as 
Director of Personnel Activities, Supervisor of Industrial Rela
tions, etc., has been increasing. The comparative abandonment 
of such terms as personnel manager reflects the point of view 
that the personnel man does not manage or direct the per
sonnel, but rather manages or directs the work of the per
sonnel department. The management of the personnel is in 
the province of the line supervisor. 
There are, of course, a great variety of titles: Manager of 
Personnel Activities, Service Manager and a great many special 
titles like Manager of Training Activities, Secretary of the 
Personnel Committee, etc. 
It may be of value to touch on the outstanding evolutions and 
trends, so far as they may be discovered, with regard to certain 
special personnel activities. A good deal has already been 
said regarding the trend In respect to training. 

WAGES AND SALARIES. 

There has been a very marked tendency toward the growth 
of extra incentive methods of compensation of employees. 
There are, of course, a great variety of formulae for setting 
up a compensation plan, about 25 of them being known by the 
names of the men who invented them. There are, in addition, 
a great many others which are adaptations of these. 

84 One of the most significant developments is a comparatively 
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rapid growth of group bonus plans for manual workers, the 
group receiving compensation on the basis of the output of the 
group. Sometimes these groups consist of men who are doing 
exactly the same work in which several men have to cooperate. 
In other cases, the group consists of men who carry an opera
tion through several steps. In some cases the foreman is in
cluded in the group, or at least receives extra compensation 
based on the output of the group. 
One of the distinct advantages of the group bonus plan is that 
it puts a premium on cooperation, encourages workers to insist 
upon their fellow-workers doing a fair share of work, being 
on the job promptly each day and In some cases, it encourages 
the worker to help train his fellow-worker. 
Extra incentives through commission plans or bonus plans are 
becoming very general as a means of compensating salesmen. 
The tendency is growing. 
Until very recently, however, there have been comparatively 
few Instances of compensating office employees on the basis 
of a measured output. This has been due, In large measure, 
to the difficulty In measuring the output of various classes of 
office employees. In the last few years, however, some very 
substantial work has been done in developing methods of 
measuring office output, the number of companies which are 
applying them has rapidly Increased and new techniques have 
been evolved for measuring certain classes of office work 
which previously were never measured. 
This development Is making it possible to compensate office 
employees on the basis of output and the next few years will 
probably see a very substantial growth in this direction. 
An Intermediate stage in compensation of office workers has 
been the development of what is usually referred to as job 
classification and salary standardization In which jobs are 
rated"and classified, and minimum and maximum limits set for 
classes of jobs. 

PROl'IT -SHARING. 
In general, it may be said that the growth of profit-sharing 
as applied to rank and file workers has practically stopped in 85 
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Arnerica, many plans having been abandoned. The conviction 
has grown that while profit-sharing may be an excellent ar
rangement as applied to persons of some responsibility, It has 
comparatively little effect on the rank and file, and is always 
in danger of creating an adverse effect when a period of low 
profits or of no profits arrives. 
Incentives which are based on the actual output of the indi
vidual and extra compensation paid very shortly after the 
production period has been completed has, in large measure, 
taken the place of profit-sharing as applied to rank and file 
employees. 

COMPENSATION OF EXECUTIVES. 

In the days when ownership and management were almost 
identical the compensation of the manager was equivalent to 
the profits of the business, but with the practical divorce of 
management from ownership which came with large scale 
industry and the development of the corporation, the first 
tendency was to put the manager on a salary, his dividends 
from stocks comprising a comparatively small part of his total 
income. There were, of course, many private "deals" in which 
the manager was paid a salary and received as additional 
compensation either a bonus based on profits for the year or 
the dividends on stocks which were assigned to him and which, 
by good management, he might make extremely valuable. 
These cases applied, however, chiefly to the president or 
general manager of a company and to some extent to general 
sales managers on the basis of a bonus, usually on the total 
volume of sales. 
In recent years there has been a distinct tendency toward 
applying the principle of extra incentive to other executives 
- factory managers, district sales managers, the foreman and 
other supervisors and even to staff men, the results of whose 
efforts it is usually comparatively hard to measure. 
Some of these plans take the form of the more or less old
fashioned profit-sharing plan. In general, the tendency, how
ever, has been to base the extra compensation, so far as 
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particular Individual. The net result of this departure is to 
reintroduce into large scale busineSs in America some of the 
elements of incentive which were general when business was 
small and when the manager was also usually owner and thus 
had a direct interest In the business. 

HOURS or WORK. 

The work time per day and per week has been decreasing in 
America over a long period of years. The greatest public 
I~sue was the steel Industry's 12 hour day which, three years 
ago, became a thing of the past. The elimination of the 12 
hour day In the steel Industry does not seem to have in any 
way justified the alarming predictions which some' persons 
were disposed to make. In fact, there were many people In 
the steel Industry who believed that It could have been done 
long before. 
During the last two years the most significant occurrence was 
the adoption of the five day week by the f'ord Motor Company 
and the growth of a good deal of propaganda in favor of the 
general spread of the five day week. There has been com
paratively little evidence that the movement is spreading 
widelY, but there are those who predict that five or ten years 
from now, the five day week will be as general then as the 
five and a half day week Is today. 

VACATIONS rOR MANUAL WORKeRS. 

Vacations with pay for executives and offices workers have 
long been general, only a comparatively small number of 
companies holding out against vacations with pay for office 
workers. 
Vacations for manual workers are becoming more general. In 
some Quarters the opinion Is held that this vacation with pay 
Increases the loyalty and efficiency of the worker and that 
it pays profits to the company even though It does somewhat 
upset the production schedule. A great deal depends upon the 
custom of the Industry and the custom of the community. 
It may fairly be said that while there is no weIl thought-out 
attitude on the practice of vacations with pay and that the 87 
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practice is more or less a matter of expediency. nevertheless. 
it is probably gradually becoming an unwritten part of the 
contract of employment. 
No American state has made vacations with pay a legal require
ment - not even in Canada where this step has been agitated 
with considerable force by labor organizations. 

PENSIONS. 

Pensions have been rapidly creeping into the Industrial fabric 
of America. at first slyly in the form of informal pension plans 
which were more in the nature of special treatment of individual 
cases and later more openly through the adoption of formal 
pension plans. The topic is subject to a great deal of dispute 
and some companies which established pension plans some 
years ago on a rather liberal basis are beginning to find that 
the accumulating pension cost is much higher than they had 
contemplated. One tendency. partly in order to keep down 
the pension cost of companies. is an inclination to put pension 
plans on a contributory rather than the non-contributory basis 
on which most of the earlier pension plans were based. 

STOCK PURCHASE AND SA VINOS PLANS. 

A good many companies have provided for the purchase of 
the securities of the company by the employees. At firSt such 
plans were established largely in the expectation that they 
would affect the loyalty of the employees to the company and 
the efficiency of their work by giving the employee an interest 
in the company. Some of these plans were very generous. the 
company in many cases making a partial contribution. 
More recently. the emphasis has been placed on the thrift and 
savings aspect of the purchase of company securities by the 
employees and the contemporary stock purchase plans have 
therefore taken on a somewhat more conservative aspect. 
One large company has established what is practically an 
investment trust. an affiliated securities corporation. the shares 
of which employees buy. The securities corporation In tum 
purchases a variety of securities. including the bonds. preferred 
and common stocks of the manufacturing company. as well as 
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INSURANCE AND BENEFIT PLANS 

Group life insurance has been one of the substantial develop
ments of the last ten years. Altogether there is approximately 
six and one-half billion dollars of group life insurance in effect 
at the beginning of 1928. 
At first, a large proportion of group life insurance plans were· 
non-contributory, that is, the company paid the whole cost, 
but more recently there is a very strong tendency toward 
having the employee share in the cost. 
Similarly, there has been a great growth of benefit plans, a 
movement which began earlier than group life insurance. 
These benefit plans provide a scale of benefits for certain 
disabilities including accidents, sickness and death. 
In many cases they exist side by side with group life insurance. 
In other cases they are more or less a substitute for group 
life inSUrance. 
As in the case of group life insurance, there has been a strong 
movement toward contribution by the employees as well as a 
contribution from the company, and also a strong tendency 
toward administration of the mutual benefit fund by an em
ployees' committee with the advice and cooperation of exec
utives of the company. 

VOCATIONAL ADJUSTMENT. 

The preparation of job descriptions and job specifications has 
been much discussed, but until recently, much more discussed 
than acted upon. Both of these results of job analysis are 
almost essential for any plan of job classification and salary 
standardization, both of which have been growing. One 
distinct tendency in job analysis is the setting up of a statement 
accentuating the "job difficulties". 
The introduction .of Ilew employees to their jobs, especially 
to the 'foreman and to the fellow-workers and the environment 
is being performed more effectivelY than ever before with 
distinct advantages not only to the company, but also to the 
employee through increased output and Increased earnings 
during the initial period of employment and reduced turnover 
among new employees. 89 
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GraduallY the idea of transfers arid promotions from within the 
organization is spreading, without, however, taking the form of 
a rigid rule which prevents the recruiting of necessary spe
cialists from outside of the organization. 
The rating of rank and file employees which was prominent 
a number of years ago has largely been eclipsed by the growing 
attention to the rating of persons of possible eligibility for 
promotion to executive positions of greater responsibility. 
Promotion out of the company is a policy adopted by a few 
companies with good effects on the morale of the organization. 

HEALTH AND SANITATION. 

Promotion of health and sanitation has been probably the least 
effective of all movements in personnel administration, but this 
is a subject which is beginning to attract a great deal more 
attention. The costs to the company and to the employees 
of ill health, consequent absence from work or inefficiency on 
the job, are regarded by many as vastly more important than 
the accident problem to which a great deal of attention has 
been given. 
In nearly all large companies, medical examination prior to 
employment is the rule, but compulsory periodic medical 
examination for those already on the payroll has not made 
rapid progress, though there are those who have this policy 
and are emphatic in their praise of it, denying that it has 
been attended by any serious complications or objections on 
the part of employees. 
In most companies, however; emphasis has been placed on 
health education rather ,than compulsory examination and the 
best practice has been to concentrate, not so much on the rank 
and file employees, as upon the supervisors who in turn carry 
the message of the healtb program to the employees. This is 
another good illustration of the advantages of a decentralized 
responsibility in personnel administration. 

SAfETY. 

Because of the spectacular losses resulting from industrial 
)0 accidents a great deal of effort has been expended on reducing 
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Ihe number and seriousness ·of such accidents. Workmen's 
compensation legislation has been passed In all but three of 
the states and safety work is vigorously promoted in many 
companies both large and small. 
Results from this phase of industrial relations work can be 
isolated more easily than from any other and this very quality 
of tangibility has undoubtedlY had a great deal to do with the 
Interest shown in accident prevention. Certainly the record 
of accomplishment is so remarkable in companies where sus
tained and Intelligent effort has been made that it should serve 
to convince any set of officials of Its worthwhileness. 
figures issued yearly by one large corporation indicate what 
can be done. from 1906 to 1926 serious and fatal accidents 
have decreased 60.22 per cent and from 1912 to 1926 disabling 
accidents (including all accidents with loss of time greater than 
the working turn) have been reduced 83.81 per cent. This 
decrease has been concurrent with a marked expansion in 
properties and in numbers of employees. The results have 
been accomplished by careful engineering which has removed 
physical hazards in the plant or on machines; by keeping com
plete records of accidents sub-divided by cause which Indicate 
where added precautions are necessary; and by a ceaseless 
campaign of education. Each is necessary but perhaps the 
educational campaign has yielded the greatest returns. 
About $ 20,000,000 has been spent on accident prevention since 
January I, 1912. Had accidents continued at the 1906 rate, 
however, far more would have been paid out under the various 
state compensation laws to the injured and their families. If, 
as a large Insurance company recently stated, it is true that 
to every dollar of compensation cost resulting from an accident 
must be added four dollars to pay for lost time, labor turnover, 
wast~ of materials, Interference In production and other 
conditions arising out of the accident, the saving from accident 
prevention Is many times greater. 
While for some years safety education was directed largely 
toward rank and file employees, It has been found by another 
very large company that still greater improvement can be 
made by concentrating the safety educational attack on the 91 
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foreman - another illustration of decentralization of personnel 
activities and of carrying out the personnel program through 
and by the line organizati0ip 

S~VICE TO EMPLOYEES. 

In the early stages of the personnel movement in America, a 
relatively large proportion of attention was devoted to what 
was called welfare work, comprising such activities as social 
clubs, recreational activities, camps, athletic activities, em
ployee publications, company stores, sales and discounts for 
company products, legal aid, housing, restaurants, etc. 
Probably as much is done by companies today as formerly 
along these lines, but this general group of personnel activities 
is much less conspicuous than formerly because it is being 
overshadowed by many newer and relatively more important 
activities. 
There has also been a tendency to eliminate certain classes 
of personnel service and to continue only those which have a 
direct bearing on the efficiency of the employee, his earning 
capacity and, by implication, his value to the company. 
Other activities which have a much less direct bearing on the 
company's interest are being turned over more and more to 
actual administration by the Interested employees themselves, 
and many of these are financed almost entirely by the em
ployees. This gives employees an increased measure of 
autonomy and a more self-respecting status. This tendency 
is a good illustration of the trend away from a paternalistic 
attitude toward employees. 

JOINT RELATIONSHIPS. 

TIle term "joint relationships" is used in the United States to 
designate the dealings between management and employees on 
matters of mutual Interest, particularly as affecting such vital 
subjects as wages, hours, and working conditions; discipline 
and grievances; and efficiency and economy of operation. In 
industries in which employers recognize trade unions, jomt 
relationships usually are handled between the management and 
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wages, hours of work, and general conditions in the shop, and 
occasionally they include agreements for the mediation or ar
bitration of disagreements, for unemployment insurance or for 
other subjects outside the routine of ordinary union negotations. 
There has also grown up in some industries a system of union
management cooperation, having for its purpose joint endeavors 
toward the promotion of operating efficiency, the reduction of 
costs, and the building up of morale. The union labor move
ment is treated in another paper in this series. 
Perhaps the most impressive development of recent years in 
connection with Joint relationships in American industry is 
employee representation. Under this classification are included 
all formal agreements for direct dealing between management 
and representatives elected by and from the employees in an 
Individual company or plant. 
The representation movement as a conspicuous part of indus
trial management dates from about 1915 and the period of Its 
greatest growth did not begin until after the United States 
entered the World War. In the period of business depression 
beginning in 1921, a considerable number of plans were abar
doned, but in the last five years representation has shown a 
steady growth. 
Under the typical plan of employee representation the workmen 
of a single company elect representatives from among their 
own number, usually by voting districts arranged in such a 
way that each representative has for his constituents fellow
workers with whose conditions and jobs he is intimately 
familiar. These employee representatives deal with repre
sentatives of the management through joint conferences and 
joint committees and in other ways. The authority of the shop 
committees or works councils and the scope of subjects which 
they .are authorized to consider vary In the procedure of dif
ferent companies. While in a few cases, employees are pro
hibited from joining unions or from joining a particular union 
that has been In active opposition to the employing company, 
It is usual for a representation plan to provide explicitly or 
tacitly for the undiscriminating employment of union and non-
union men. 93 
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In addition to the organized practices in joint relationships 
that have been discussed, there are many less formal metliods 
of dealing on sublects of mutual interest. In some companies 
the approach of the employees to the management is limited 
to line officials, with whom the individual workman is required 
to take up grievances or suggestions. In others the personnel 
department functions as the point of contact between manage
ment and employees. There are infrequent cases in which em
ployees elect members of company boards of directors. 
An important function of any procedure in joint relationships 
is the exchange of information and opinions between manage
ment and work people. Sometimes this is effected through 
a representation plan or an agreement for union-management 
cooperation; sometimes through employee's newspapers or 
other plant publications, and sometimes through more or less 
formal suggestion systems under which workmen are encour
aged to submit to the management their ideas as to improving 
conditions or methods of operation. Usually these suggestion 
plans include the payment of awards for valuable ideas that 
are adopted. 

INTEREST IN PERSONNEL ADMINISTRATION GROWING. 

In the last few years there have been times when, on the 
surface, it might seem as though the personnel movement in 
America had received a set-back. This was due largely to the 
fact that at various times there seemed to be an unusual 
number of personnel men who were looking for positions. 
Actually, many of these had become interested in personnel 
administration and were anxious to return to the work. 
Virtually, there is vastly more interest in personnel admin
istration in America than ever before and that interest is on 
a sounder basis. for some years it was difficult to get the 
factory manager or the president or other line official to take 
an interest in personnel problems, the inclination being to refer 
all such matters to the personnel man. 
With the growing recognition that personnel administration, 
on a sound basis, has a definite relation to the business success 
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I'urthermore, it is being recognized that sound management 
has a very definite relation to the Interests of the employees 
and that the introduction of effort-saving machinery and labor
saving management and the development of better morale 
almost inevitably result in greater output as a result of which 
the employees receive increased earnings. 
An interest in personnel administration has become eminently 
respectable especially as the subject matter is approached in 
terms of management. Indeed, it would be practically im
possible to keep the subject of personnel out of any meeting 
of executives discussing almost any management problem, 
whether it be treasurers or comptrollers at a conference on 
financial management; factory executives at a conference on 
llroduction; sales executives at a conference on marketing; 
office managers discussing office management; or at a round 
table of the presidents discussing problems of general man
agement. 
What appeared to be a period of declining of interest in per
sonnel administration from approximately 1920 to 1924 may 
now be interpreted as a period of transition following which 
attention is being concentrated on those personnel activities 
which make for sound business, increased earnings for em
ployees as well as profits to the company, Increased purchasing 
power for the community and consequent business prosperity. 
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NEW DEVELOPMENTS IN THE LABOR MOVEMENT 
BY FLORENCE· C. THORNE. 

American Federation of Lahor 

The American iabor movement has distinctive policies and agencies to 
meet New World conditions. Its outstanding characteristics are its phi
losophy of voluntarism, emphasis on economic agencies, rejection of the 
class conflict philosophy, and advocacy 01 cooperation to promote the in
terests 01 all concerned in production. The interest 01 the American trade 
union centers on the job itself. It seeks betterment in hours and wages as 
the medium to other opportunities. American trade unions have declared 
that increasingly higher standards of life can be maintained only through 
increasing productivity, and thereby recognize their interest in more ellicient 
prodUction. This brings the union to a concern for work processes. 
The American Pederation of Labor is emphaticaIly advocating educational 
methods and research, and is taking the lead through its ollicial journal. 
The most significant development 01 American trade unionism is union
management cooperation. Where collective bargaining has provided fair 
conditions of work and mutual confidence, it is possible for workers to 
make a constructive contribution in the work itself. These contributions 
represent craft or creative interest in the lob and are of various forms -
such as the engineering production service of the printing pressmen. 
maintenance of cralt membership bl' the luIl fashioned hosiery workers, UP 
to provisions for specific organization for union management cooperation 
developed for railroads. . 
Standard labor unions in the United States are the oniy agency that 
maintains social standards lor the workers and serve to unify and stabiUze 
terms of employment throughout the Industry to accord with progressively 
higher standards. 

Before considering the new tendencies of American labor, a 
summary of the distinctive characteristics of the American 
labor movement is necessary in order to interpret current 
developments, American trade unions reflect in their policies 
and methods the outstanding features of community life of 
which they are part. American civilization developed In a 
pioneer country, There were rich natural resources In bountiful 
supply but industrial pathfinders were necessary. The heroes 
of that age were those with the spirit of adventure necessary 
to cope with pioneer environment. Distinction's still the 
reward of those with daring and faith for additional progress 
and achievement. 
Industry in practically every instance has preceded political 
development in its field and has relied upon individual initiative 
and voluntary undertakings. As there are wide areas to serve, 
Industries have followed plans commensurate with business 
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flexibility In thought and procedure. There is a notable will
Ingness to adopt new techniques and meet new opportunities. 
Our rapid progress has been due to leaders of the pioneer type 
accustomed to find their own paths and assume responsibilities. 
The American labor movement developed out of this new 
world environment has adapted its methods and agencies t!) 
meet Its specific problems. Though many labor Ideals were 
of old-world origin, they have been adapted to a new world 
atmosphere and experience. 
The American labor movement is now expressed through the 
American Federation of Labor to which are affiliated the more 
important national and International labor unions with the 
exception of the four railroad brotherhoods in the operative 
service of the railroads and the Amalgamated Clothing Work
ers Union. Due largely to the fact that its leadership was 
practically unchanged from 1886 to 1924, the American 
Federation of Labor has a most distinct personality. With 
the death of Samuel Gompers in 1924 and the election of 
William Green to the presidency, there has been no change 
In the fundamental philosophy of the Federation. Its policies 
are unchanged. though Mr. Green gives new emphasis and 
new presentation to constructive functions of the union. While 
In no way minimizing the necessity for militant defense, he 
Insistently points out that the way to progress for all concerned 
In Industries lies through the conference table to daily co
operation between management and unions In doing the day's 
work, each group contributing of its work experience and 
assuming responsibility for its functional contributions. Co
operation of self-dependent groups will, the Federation 
maintains, give industry the richest contributions of creative 
thought and work. 
The distinctive characteristics of the American labor move
ment are: 

Voluntarism as the basic philosophy. 
Primary emphasis on economic agencies and economic 
objectives. 
Rejection of the class conflict theory and acceptance of the 91: 
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idea of mutuality • but not identity • of interest of all con
cerned in production. 

American trade unions have made voluntary prinCiples the 
cornerstone of their philosophy. They believe that relationships 
between persons should be based upon consent, and that as 
individuals and groups make progress in experience and 
understanding, voluntary relationships will be on successively 
higher planes. Unions believe that the individual worker finds 
opportunity for personal growth and progress through voluntary 
association with others in the same craft or occupation. 
Each work group is regarded as the best judge of Its own 
needs and abilities to contribute to industry, and retains for 
its own decision changes and adjustments in the terms and 
conditions under which work is performed. The union, which 
is the repository of the human and work experience of those 
who handle the tools and materials of industry, makes an 
essential contribution to the development of industrial order 
and procedure. 
The American labor movement put first in Its program higher 
wages and shorter hours, believing that these two objectives 
controlled the opportunity and the means to social, material 
and spiritual progress. It believes that problems involved in 
making changes in the terms and conditions of work are best 
understood by those in the industry, and that therefore eco
nomic agencies can most effectively deal with these problems. 
American labor looks to its unions for special services for 
workers as a group and to governmental agencies for services 
which embody social ideals of concern to the nation and to 
workers as citizens. American workers, feeling that in their 
civic and social relationships there are no fixed classes, look 
for progress through the development of democratic ideals 
and institutions for all society. This fundamental feeling for 
equality is reflected in the disinclination of unions to seek 
legislation to decide their problems, in addition to their con
viction that 'economic methods and agencies are more effective 
in dealing with economic problems because they are a part of 
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have not looked to partisan methods has centered efforts on 
economic progress, which has been a factor in giving the United 
States the highest wages of all countries. 
The main dependence of American workers is therefore on the 
initiative of unions and collective bargaining. The unions are 
the only agency that maintains social standards for the workers 
and serves to unify and stabilize terms of employment through
out the industry to accord with these progressively higher 
standards. The standard trade union is the only organization 
through which workers have as yet made a functional con
tribution to Industry. 
In the new world chance is recognized as inseparable from 
opportunity. American unions prefer the hazards of chance 
to the securIties of more definitely fixed conditions. Reduction 
of hours of work and higher wages open to workers control 
of more time and more opportunities for development. The 
main demand of American labor is for opportunity. This 
attitude has been fundamental In making collective bargaining 
as the basic machinery for putting the union program Into 
effect. As various unions have been succesful In collective 
bargaining they have found new opportunities for the union 
to serve industrY. In thIs field of collective bargaining Im
portant new trends are developing which are reflected in the 
five-day week goal and in wage demands based on produc
tivity. Both these new standards represent concern that Labor 
shall share more fully In social progress in the benefits of 
improved production technique, Increasing productivity, and in 
more leisure. These demands represent ideals of trade 
unionists and reflect more advanced understanding and or
ganization of industrial relations and definite appreciation of 
the Significance of productivity. 
There has been sustairted progress among organized wage 
earners In establishing the eight-hour day. Some unions have 
secured a forty-four hour week and more recently considerable 
progress has been made in securing the five-day week for 
building tradesmen. 
During the past winter, when seasonal unemployment had 
been added to unemployment resulting from mechanization of 99 
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industry, new emphasis has been given to arguments for 
shorter work hours as a necessary accompaniment of increased 
productivity. According to the Census of Manufactures there 
were for 1927 8,076,500 wage earners as contrasted with 
9,096,500 in 1919, although value which they add to manu
facture is 25,171,400,000 as contrasted with 25,041,700,000 
in 1919. 

Man u f act 11 r i n gin d u s t r i e s 1919-1927. 
Year. Total Wages. 
1919 $10,533,400,000 100 
1927 $10,510,000,000 100 
Year. Wage per Wage Earner. 
1919 $1158 100 
1927 $1301 112 
Year. Value added by Manufacture. 

1919 $25,041,700,000 100 
1927 $25,171,400,000 101 

Total Number of Wage Earners. 
9,096,500 100 
8,076,500 . 89 

Value added by Manufacture 
per Wage earner. 

$2753 100 
$3117 113 

American trade unions have officially declared that increasingly 
higher standards of life can be maintained only through in
creased productivity. This position of the American Federation 
of Labor has been developing over a number of years. 
In the early years of the twentieth century demands for wage 
increases were simply demands for higher absolute wages. 
Next came demands for wages based upon consideration of 
cost living and higher purchasing power to wage earners. 
Then, with increasing use of mechanical power and technical 
progress, productivity in industries increased greatly. Work
ers found there were definite limits to industrial prosperity 
through increased productivity unless there was corresponding 
increase in purchases on the market. The American Federation" 
of Labor therefore formulated a new wage policy which finds 
additional grounds for wage increases in the fact that they 
were helping to produce more and that unless wage earners 
shared in social progress the depression tendencies of the 
business cycle were strengthened. The initial step in for-

100 mulation of this latest wage polley was a declaration in 1919 
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pointing to the relation between research amI industrial prog-' 
ress. In the years following were declarations' pointing to 
the relation between productivity and wage increases and 
finally a formal declaration adopted in 1925: 

"We hold that the best Interests of wage earners as well as the whole 
social group are served by Increasing production In quality as well as 
quantity, and by high wage standards whlcb assure sustained purcbasing 
power to the workers, and, therefore, higber national standards for 
the environment In which they live and tbe means to enjoy cultured 
opportunities. We declare that wage reductions produce Industrial 
and social unrest, and that low wages are not conducive to low pro
duction costs. 
"We urge upon wage earners everywhere: that we oppose all wage 
reductions, and that we urge upon management the elimination of wastes 
In production In order that selling prices may be lower and wages 
blgher. To this end we recommend cooperation In study of waste In 
production whlcb the assay of the federated American Engineering 
Societies covering Important industries has shown to be 50 '10 attribut
able to management and cnly 25 '10 attributable to labor, wllb 25 It. 
attributable to other sources, principally managements In Industries 
prodUCing commodities for any Single Industry under consideration. 
"Social Inequality, Industrial Instability and Injustice must Increase 
unless the workers' real wages, the purchasing power of their wages; 
coupled with a continuing reduction In the number of hours making 
liP the working day, are progressed In proportion to man's Increasing 
power of production." 

This policy can be applied only when workers know the facts 
of productivity, and it at once carries wage discussion to the 
realm of fact determination. The first research work which 
the American Federation of Labor undertook in the wage field 
was a study of wages as related to productivity. This study 
was based upon the Census of Manufactures of 1925. The 
Federation began in October 1927 the computation of an index 
of labor's share in production and consumption based upon 
both wholesale and retail prices respectively. This index is 
published monthly in the "American Federationist". 
Though the entrance of the Federation into the research field 
is important in itself, there is added significance in the fact 
that the research is fol' the purpose of giving practical aid for 
handling economic problems. It will tend to strengthen the 
emphasis which American labor has placed upon economic 
method~ 101 
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Since September 1927, the American Federation of Labor has 
been gathering data on employment among trade ul!ionists. 
The data show the percentage of unemployment in the more 
important industrial centers. Local unions cooperate in the 
study. The data will constitute measuring rods to indicate the 
relative stability of employment which is an important element 
in annual earnings. 
Another trend in the American labor movement of incalculable 
potentiality is the assumption by unions of various degrees of 
responsibility for production and the development of various 
types of cooperation between unions and managements. 
The rejection of the theory of irreconcilable class conflict 
results in an entirely different mentality and vocabulary for 
American labor from that of European labor movements. 
Acceptance of the principle of interdependence of interests, 
makes possible the Federation's policy of cooperation with 
other groups to work out mutually acceptable plans for prog
ress. The Federation through various representatives is co
()perating with such widely different organizations as the 
American Bar Association, National Broadcasting Company, 
National Bureau of Economic Research, Social Science 
Research Council, Personnel Research Federation, Economic 
Foundation, U.S. Chamber of Commerce, American Legion, 
and many other representative groups. 
This same tendency to seek a synthesis that will harmonize the 
views of groups concerned instead of the dominance of a single 
group or class point of view, is evidenced in the efforts of the 
American Federation of Labor to enlarge the scope of social 
text books used in publjc schools to include an impartial dis
cussion of labor implications in history and other social 
sciences. In its work in connection with public schools, as 
well as in its promotion of adult education through the Workers 
Education Bureau, the Federation has maintained broad ~on
structive purposes based upon recognition of interdependence 
of interests as opposed to propaganda and the strengthening of 
opposing interests which promote conflict between groups. 
With the development of the concept that both employers and 
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came the opportunity for cooperation between workers and 
management which is the most significant deveiopment in our 
field of industrial relations. Cooperation between manage
ment and trade unions is a further development of joint 
relationships resting upon a foundation of collective bar~ 
gaining. It represents a sense of responsibility on the 
part of wage earners for progress in industry not only as 
a means for betterment for the groups immediately con
cerned but for social progress. Responsibilities result from 
recognized and established rights. This sense of responsibility 
Is expressed by unions Ir. widely different constructive services 
to industry up to the more recent developments of participation 
in what were formerlY regarded as exclusivelY management 
matters. 
Lines of division in Industrial conflicts have not been based 
upon class divisions and conflict, but on protest against 
temporary inequities In sharing the results of production. Since 
the background is not irreconcilable conflict between classes, 
concern is focussed upon establishing collective bargaining or 
developing adjustments where collective bargaining exists. In 
Industry where traditions of employers' individualism prevent 
practical individualism for workers which can be realized only 
through collective action, issues still turn on the right to col
lective action through trade unions or voluntary agencies. 
There Is a wide range in the degrees of progress represented 
in labor organizations in various industries. 
Practically all trade unions assume some responsibility for 
maintaining standards of skill among their membership. Many 
craft unions have had provision for apprenticeship training 
under union control. FormerlY training was within the shop, 
but with changes in industry, shop training has been supple
mented by instruction in schools or by correspondence. The 
Illterliatlonal Typographical Union and the shop crafts on the 
Baltimore and Ohio have developed successful correspondence 
courses. The printing pressmen have a technical school which 
also helps members with practical problems. The unions In 
the construction Industry usually join their employers in co-
operative undertakings with public schools. The trend Is 103 
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ioward a wider basis of instruction to promote understanding 
of the industry. Encouragement for further development of 
craftsmanship is furnished by the New York Building Trades 
Congress through special distinctions for applied craftsmanship 
on construction undertakings. These are beginnings of an 
effort to replace vanishing skills by new standards and ideals 
of workmanship. The unions are aware of the effects of repet
itive or mass production, and are considering the new pro
duction methods for the purpose of finding the type of training 
to substitute new standards of skill for older manual skills in 
order that mass production may not mechanize workers also. 
It is significant that American unions, as a rule, do not oppose 
machinery, but seek to prevent disadvantages to the workers 
through mechanization of industry or more efficient production 
methods. There has been a distinct change in organized labor's 
attitude toward scientific management following fundamental 
changes in scientific management. 
In the past twenty-five years a number of organizations have 
been merged as production changes wiped out old craft lines. 
The formation of departments within the f'ederation was a 
step toward providing joint action for an industry and has 
brought varying degrees of unified action for the building 
trades, the metal trades and the railway shop employees. 
Unions have given considerable thought to the complete 
breaking up of a craft through mass production where the 
worker is responsible only for a process instead of a finished 
product. They have given evidence in special decisions 
with regard to jurisdiction over automobile workers of 
flexibility necessary to b,e adapted to industrial changes. 
Another and most significant development in American trade 
unionism is participation in the problems and decisions of 
management through union-management cooperation on five 
railroads - the Baltimore and Ohio, Canadian National, Chicago 
and Northwestern, Orand Trunk Western, and Chicago, Mil
waukee and St. Paul, affecting 75,000 employees. The pro
vision under which union-management cooperation was first 
established was a simple protocol written into the agreement 
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This protocol pledged the union to cooperation in finding 
"improvements in the service and economy in operating and 
maintenance expenses". 
For cooperation in working out better shop procedure, Joint 
shop committees were created of the regular representatives 
of the trade unions and the management. These committees 
hold regular bi-weekly meetings and keep records of trans
actions. All members of the committee submit proposals, some. 
of which may be referred to special joint committees for in
vestigation and report. Realizing that they were entering 
upon cooperation in the technical field, the unions retained a 
high grade consulting engineer experienced in the railroad 
industry. Technical counsel has given the unions confidence 
to proceed under the agreement, for they do not feel hampered 
by fear that the technicians of management can take advantage 
of them, and they can freely give their most valuable sug
gestions and experience, knowing that all will benefit 
thereby. 
The records of the meetings of joint committees show whether 
proposals originated with the employee group or the manage
ment group and their disposition. During the three years union
management cooperation has been in operation on the Balti
more and Ohio Railroad, more than 18,000 suggestions have 
been made, 16,000 of which have been adopted and incorpor
ated in shop procedure; 500 are still under consideration, and 
1,500 were dropped by mutual consent as impracticable or too 
expensive. An analysis of a representative number of these 
suggestions shows that: 

SUI per cent resulted primarily In more efficient manage
ment, Initiating more efficient methods or savings in 
materials; 
13.4 per cent affected the workers primarily. such as im
provement in working conditions, better work equipment, 
better handling of supplies; 
35.4 per cent affected both sides equally. 

The nature of these detailed propositions is revealed from the 105 
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following analysis of 2,214 propositions, which originated at 
14 points on the Canadian National Railways: 

Shop methods and practice ........................................ 0117 
Repairs to machinery and plant, change In location of machinery, etc. 421 
Maintenance of locomotives and cars ••••..•..•..••...••.••••••.••• 156 
Standardizing of materials •.•••.••..•.•....•.•..•.••••..•••••••••••. 74 
Materials and supplies, storage, delivery shortages. handling, etc. .••• 19I1 
Manufacture 01 and repairs to equipment ••.....•.•••••.••••••••.•. 94 
Purchase of new equipment and enlarging of plant ..•.••.••.•••••••• 184 
Reclamation of material, conservation, stoppage of waste, etc. •••••• 85 
Delective materials •...•.•••.••••..•..•••••••.....•.••.••••.••••••. 29 
Standardizing forces ..•.••••...•..•.•.••.•.••...•....•.•••.•••.•••• 19 
Working conditions in shops, lighting, heating, cleanliness, etc ....... IRI 
Safety and iirst aid .............................................. 81 
Care of tools ..................................................... 40 
Operation of cooperative plan ........ ;............................. 40 
Bonus system and measured production ............................ 40 
Alterations to standard designs for locomotives and cars ............ 33 
Maintenance 01 equipment costs, output records ....•••..•.•••••••.• 9 
Promotion of employees, hiring, wages, overtime .................. 14 
New business, prospective business cards, hotel patronage. etc. .•••.. 17 
Apprentice instruction ............................................ .. 
Cashing pay checks at plant ........................................ 5 
Cooperation in production, improved quality of workmanship, punctu-

ality on the part of employees 12 
Miscellaneous sublects (unclassified) ........ .. • .. .. .. .. .. .. .. • .... 57 

Of 1,057 cooperative propositions originating at five points 
on the Baltimore and Ohio Railroad, analysis revealed that 
864 (or 81.7 per cent) originated with employees, and 193 (or 
18.3 per cent) originated with the management. Further, 
that of 629 propositions originating on the B. and 0., 13.4 per 
cent were jOintly considered to be of primary benefit to the 
employees, 51.2 per cent to the primary benefit of manage
ment, and 35.4 per cent to be of equal benefit to employees 
and management. . 
Understanding of the principle that the interests of those 
employed in an industry are mutual has been put to a number 
of tests under union-management cooperation. The unions 
have held to their purpose even when the benefits of co
operation did not bring convincing immediate material returns. 
In tangible form, benefits to the workers came first through 
greater stability of employment and later through wage In-

l06 creases. 
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One of the greatest hardships of the railway shop work was Its 
irregularity. This was overcome in the following ways: 

By doing all work in railroad shops, thus avoiding con
tracting out. Thus the industry became self-dependent and 
there was more employment for workers. 
Being self-dependent, it was possible to develop a standard 
work force. Better organized work prevented peak loads 
for which workers had been temporarily employed and as 
a consequence periods of slack work decreased. 
Budgeting of work and funds resulted in further Improve
ments in work plan. Certain kinds of work and types of 
repair were reserved for slack seasons. Budgeting of funds 
created an equipment reserve fund. 
The effort toward stabilization in each shop was supple
mented by a placement service for furloughed men who were 
advised of work opportunities in other shops where they 
have priority before new men are hired. The unions and the 
management handle this transfer service which benefits the 
railroad by keeping available experienced workers. 

As a result of these eHorts to stabilize production, the railroad 
company saved on repair costs and frequency of repairs, and 
each worker gained in stability of employment an increase of 
two week's work yearly. 
That the cooperative method has promoted good will and 
understanding Is shown in the decrease In number of grievances. 
Before the Institution of union-management cooperation tIlere 
was an average of one grievance per year for every 58 
employees, while in 1925 the average was 1 to 131 em
ployees. 
A fundamental principle involved In union-management co
operation is the sense of Interdependence of Interests of the 
whole work group, first by shops and finally as represented 
by the whole railroad. That industry Is an associated under
taking Is an Important social principle, manifest under this 
cooperative agreement. The focus Is on creative Initiative 
which brings a spirit of responsibility and mutual concern to 101 
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the whole work group and receives financial reward as the 
industry prospers. The management has been more reluctant 
to make public estimate of the value of cooperation, but has 
been unreserved in its recognition of the morale sustained 
under cooperation. This morale results in better service and 
alert concern for the interests of the railroad. Trade unionists 
have solicited patronage for the railroads among tradesmen 
and those who travel. Cooperation has opened the way for 
more equal relationships between men and management, which 
makes for confidence. The problem of measuring the benefits 
under the new plan is being worked out by joint committees. 
Since cooperation has been in effect, the shopmen have received 
wage increases averaging 8 per cent, the restoration of time 
and a half pay for Sunday and holiday work, and steadier 
employment, the net effect of which has been to increase their 
average wage increases by 15 per cent. 
Experience on the Canadian National Railways Is similar to 
that on the Baltimore and Ohio. The plan has more recently 
been adopted by the Chicago and Northwestern and the Orand 
Trunk Western. 
The Pittsburgh Railways Company of Pittsburgh in 1926 
entered into a cooperative agreement with the union of Its 
employees. The street car system had to meet competition 
with 'bus lines and other means of transportation and realized 
that service was vital to success. Service is possible only 
through a unified group. Although" operative but a short time, 
both union and management find the results gratifying. The 
machinery of cooperation is similar to that on railroads. Thus 
far the suggestions thro\lgh cooperation include: 

Additonal service at peaks on certain routes. 
Changes in certain car-loading points. 
Advisability of an early morning car on a certain route. 
Loss of time in dropping trailers. 
Children's five-cent school tickets. 
Additional service on certain routes. 
Schedules, sanding equipment, cleaning cars. 

108 Thermostats, lights, switches, signals, etc. 
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There are in many trade unions, developments akin to phases 
of union-management cooperation but lacking the same definite
ness of agreement and machinery because the will and under
standing of cooperation are not yet sufficiently developed on 
the part of management. J:xamples of such developments are: 
the Printing Pressmen's Union retains three production engi
neers to help its membership secure the highest standards 
of craftsmanship on jobs done for companies with which the 
unions have collective bargaining. The Photo-J:ngravers 
Union has for a number of years been urging upon employers 
joint industrial research for determining the relative values 
of materials instead of the commercially controlled service 
now supported by employers. This union maintains its own 
apprentice training schools, and establishes and maintains hilth 
standards of craftsmanship. It is a craft which is rapidly 
changing technique, and the craftsmen must continually learn 
new methods. Its local unions maintain employment bureaus 
and unemployment benefits. 
One of the textile unions, the full-fashioned hosiery workers, 
employed in work that necessitates high quality standards, 
has assumed responsibility for supplying workers of adequate 
ability and for helping to 'develop proper work procedure 
and morale. The officers of these unions perform definite 
management functions. 
The union has entered into an agreement with Its employees 
for joint research In the industry. 
A similar result was worked out by the women's garment 
workers' union of Cleveland, which cooperated with manage
ment in developing production standards. 
A number of paper makers' unions cooperate with management 
in the paper mills to Improve quality of work and mill pro
cedure. An upholsterers' union proposed that the office of 
foreman be abolished and that the union assume responsibility 
for managing the shop. 
Federation headquarters is continually finding new examples 
of the constructive work of trade unions. For example, a 
conference on the elimination of waste In industry held in 
Philadelphia in 1927 under trade union and workers' education 109 
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auspices, disclosed in a striking way new examples of the 
service unions render to industry. I:mployers, technicians 
and trade unionists participated in a discussion of how wastes 
could be eliminated. Reports on undertakings in progress, 
given by these groups from different approaches, all indicated 
a common interest in promoting better management within 
industry. That the more efficient management depends on the 
cooperation of all associated in the undertaking, is a principle 
which this conference helped to impress upon employers and 
employed alike. The papers and discussions of this conference 
were published in the official lournal of the American Federation 
of Labor and in reprint form were made widely available to 
workers, study groups and trade unions. 
Practical cooperation for the elimination of waste such as 
constituted the discussion in this conference is possible only 
through trade unions after collecetive bargaining has been 
established. When terms of work have been mutuallY deter
mined, and agencies for adjusting grievances have been estab
lished, a basis is laid for that spirit of confidence and geod 
will which make possible a focus of attention and energy upon 
work itself. This attitude makes for the release of creative 
energy upon a joint problem, a real work partnership, all 
contributing, according to capacity, to the joint undertaking. 
Then only wiII the work lives of wage earners reach to the 
levels that should characterize all human experience. I:ach 
constructive effort of the union to assume a responsible share 
in production is evidence of a creative urge that !inds ex
pression when the spirit of cooperation replaces oppositlon or 
arbitrary management. But this spirit is possible only when 
there is freedom and' organization for cooperation upon a 
mutual basis. Union representatives have served on commit
tees created under the Department of Commerce for the de
velopment of simplification standards and for preliminary 
planning necessary for the elimination of duplications and 
wasteful practices. 
There are, in the United States, industries which, while they 
prefer a more limited form of organization than that of the 

llO trade union, nevertheless acknowledge the need of a method 



LABOR MOVEMENT 

of mobilizing the work forces. Management in some of these 
industries has extended its scope to provide employees or
ganizations. In some cases the corporations refused to per
mit their employees to unite in standard trade unions and for 
this reason trade unions have called this form of organization 
"company" unions and have applied this same term to all plans 
for employee representation that do not originate entirely 
from the initiative of the workers and are not connected with 
the trade union movement. 
The company union is found chiefly under corporate types of 
industrial organizations where management was early recog
nized as a separate function from ownership and hence has 
developed a more highly organized technique. Some manage
ments have felt that this more restricted form of organization 
Is necessary to get the cooperation of workers in more efficient 
production. The American Federation of Labor holds that this 
can be done equally well through trade unions, and asserts 
that only through trade unions can industrial and social 
stadards be kept uniform throughout the country. Such 
standards are important for the industry, the workers and 
society. 
An agreement recently signed by the Amalgamated Asso
ciation of Street and Electric Railway Employes of America 
and the Trade Union of Street Railway Employes is significant 
as to future possibilities. The agreement provides for a 
merging of the methods of cooperation through a company 
union plan and the other functions of trade unionism as carried 
out through the standard trade union. The result should mean 
the utllization of the best in both developments. 
The capacity of trade unions to perform constructive service 
In Industry, and to assume greater responsibilities, together 
with !lvldences of the social and economic value of union
management cooperation, constitute a challenge to the com
pany union theory. Union-management cooperation gives 
evidence of capacity to develop between management and 
workers a spirit of real partnership In the work of the world. 
It Is based upon an understanding of the interdependence of 
human Interests and responsibilities. and at the same time safe- III 
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guards ideals of voluntarism which underlie human freedom 
and opportunities for continued growth. 
As American trade unions have been successful in promoting 
the interests of their members, they have become Important 
Investments of both energy and accumulated revenues held 
for specific purposes. This stage of development means it Is 
necessary for the union to realize management and entre
preneur problems. 
In addition to investments in offices, old age homes, labor 
temples, labor banks, etc., unions have developed insurance 
companies. The two most important are The Union Co
operative Insurance Company and the Union Labor Life In
surance Company. The former was organized by the Inter
national Brotherhood of .Electrical Workers to provide benefit 
services for their members and families. The latter was or
ganized after careful investigation by the American Pederation 
of Labor to enable unions to have a better financial basis for 
benefits, many of which are not on an actuarial basis. In
creased responsibility made union officials look for better 
handling of finances, more accurate accounting and sounder 
policies. 
In dealing with this problem the unions have followed their 
traditional policy of relying upon union resourcefulness rather 
than asking for legislation or governmental insurance. 
It is significant that in dealing with problems of investment 
and management the unions are increasingly turning to tech
nical counsel. Por banking and insurance undertakings, tech
nicians are employed. Por research and for special problems, 
the unions are beginning to employ technicians. The leadership 
of President Green has given a new emphasis to efforts to 
promote mutual understanding in industry and to the function 
of fact-finding in promoting this end. Mr. Green has repeatedly_ 
declared unions must rely upon educational methods for future· 
progress, and he has given unreserved support to the advance
ment of worker's education undertakings so that there may 
be a more comprehensive understanding of union problems 
and thereby a more effective development and application of 

112 constructive methods. 
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During the past winter there has been a striking application 
of educational methods to concrete labor problems in a series' 
of unemployment conferences organized by the Workers Edu
cation Bureau. In these conferences representatives of various 
community groups have met with the workers to discuss the 
causes of unemployment and its prevention. The conferences 
have served to emphasize the need of the community and labor 
for facts to indicate industrial trends and mutual concern for 
the hardships growing out of unemployment. Unions' have 
as a result turned to the problem of stabilization with new 
expectations. 
The Workers Education Bureau itself. sponsored by the 
American federation of Labor. is tangible evidence of the new 
dependence which American trade unions place in education. 
The Bureau is helping to provide trade unions with opportun
ities to equip themselves to approach labor problems as oppor-' 
tunitles for progress. ' 
In Its contacts with labor movements of other countries the 
American federation of Labor is following the same instinct 
for functional relationships that it has followed in other matters. 
It has economic development as the basis for its relations with 
the workers of Canada. There is a definite unity in the 
economic interests of Canada and the United States. which has 
Its roots In geographic continuity. economic resources and 
financial Interdependence. Jurisdictions of unions of workers 
In Industries generally include both Canada. Porto Rico. the 
United States. and sometimes Mexico. There is organizational 
inter-connection between the American federation of Labor 
and the Canadian Trades and Labor Congress. with functional 
division of responsibility on a continental basis. 
There are both economic and political reasons for close Inter
dependence of interests of all countries of the Western Hemi
sphere which governmentally is expressed in the Pan-American 
Union and from a labor point of view in Pan-American 
federation of Labor. This organization was primarily due to 
the effective support which the American federation of Labor 
gave the workers of Mexico in their recent revolution to 
restore constitutional government in Mexico. As labor or- 113 
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ganizations in Latin American· countries are not as yet well 
. developed, the Pan-American Federation of Labor serves as 
a clearing house for information for workers in those countries 
which are trying to build up labor organizations. The Mexican 
I'ederation of Labor has utilized the essential fundamentals of 
the American trade union movement and adapted them to 
Mexican conditions. Methods and practices of American trade 
unions will thus have a determining influence in shaping the 
development of the labor movement of the Western Hemisphere. 
These regional developments should lead logically to inter
national relations when a mutually satisfactory basis can be 
reached. 
Progress in accord with the high ideals expressed in official 
declaration is not uniform among American trade unions, but 
it is of significance that such ideals are shaping the progress 
and development of the American trade union movement. 
They forecast the future. 
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America has inherited most of its economic and social philos~ 
ophy from Europe. Capitalism with i1s recognition of private 
property, industrial law with its doctrine of master and servant, 
the factory system with its concentration of population, trade 
practices, the wage system, and social customs with their 
inequalities of position and standards of living - all were trans
planted to American soil from Europe. The subsequent growth 
.of Industrial society in America has been therefore the ap
plication of inherited principles to a new environment. 
Changes wrought have been mainly those which grew out of 
new situations. Because of early isolation, the bonds of 
tradition were less potent and new viewpoints in government, 
education, and Industry were easily adopted. Those indus
tries which had already become set in their traditions, 
notably textiles, have been the slowest to accept new 
methods. These adaptations in the social and economic philo
sophy that came to America from Europe have amounted to 
the development of a new spirit, a new point of view and a 
distinct Identity. 
The United States is yet a youthful country with vast possi
bilities. An over-crowded Europe sent her people to develop 
the bounteous gifts placed by nature on the American conti~ 
lIent; the use of these gifts wl\l be determined in the future 
more than In the past by imernational considerations. Natural 
and Inherited endowments, unique in history, combine to make 
the United States a perpetual debtor to the world. J>or the 
stewardship of this nation, the child of Europe, during the short 
century and a half of its existence, there is no ground either 
for apology or for boasting. although the vastness of area and 
resources sometimes excites extravagant words of description. 
Rapid development with ils frequent revolutions in modes of 
life has given birth to !III exuberance frequently viewed at 
home and abroad as arrogance. 
Many have attempted to generalize about the United States 
and to reduce the picture to a Simple formula. There are 
those who understand the United States only as a countr)· 115 
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of mechanical people, of mass production and of adding 
machines for counting dollars. Others see in modem industry 
the road to a social order in which comfort and leisure will 
have entirely replaced misery and toil. Both these views are, 
of course, extreme. Certain it is that industries in the United 
States today contain all degrees of development from that of 
the pioneer industry up to the highly refined scientific man
agement. In the cotton industry alone the entire range of 
conditions is to be found and in the coal industry some of the 
methods are most medieval. There is a long road yet to 
travel in raising to a respectable standard some of the back
ward industries. 
Perhaps as wide a variety of geographic, climatic, and environ
mental influences exists in this country as in all European 
countries combined. It is often overlooked that in the majority 
of our states agriculture still stands as the leading industry. 
The large industrial cities in which visitors from other countries 
usually obtain their impressions are happily not yet represent
ative of American life. In 1925, 45.6 per cent of the population 
was rural, living outside of towns having 2,500 inhabitants 
or more. 
It is impossible in this paper to present an adequate picture 
of what the United States has been or is today, but a short 
review of historical events followed by a consideration of 
fundamental changes may provide a background for the 
industrial movements described in the accompanying 
papers. 
What are fundamental relationships within industry in tlie 
United States? Certainly they include questions of ownership, 
functions and status of persons engaged in industry, methods 
and procedures of work, division of the rewards, distribution 
of products and the consequent effect of the entire industrial 
process on social standards. " 
Until a half-century ago agricultural economy was pre
dominant in the United States. Oreat reaches of land spreading 
to the west offered a livelihood to any energetic man with 
a team of oxen, an axe, and the strength to meet the open 

116 country. Life. was simple and circumscribed; necessities 
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were produced at home by painstaking effort and in small 
quantity. Altogether existence was so primitive and indi
vidualistic that it could not fail to leave its mark on later 
periods. Gradually there developed trade between the western 
settlers and the eastern markets on the Atlantic seaboard. 
Industrial expansion, proceeding slowly and in face of oppo
sition from the southern planters, received great stimulus from 
the Civil War which shifted political and economic power to 
the northern states. 
This was only sixty years ago. The thirty-one million people 
then making up the population were concentrated chieflY in 
the east and the New England states were the center of the 
meagre industrial life of the period. Steam had largely dis
placed water power in manufacturing plants but the use of 
electricitY was as yet unheralded. The construction of rail
roads had barely begun. While most of the important cities 
were thus connected, the horse and carriage or wagon was 
still the mainstay of transportation. Most of the major fields 
of Industrial development had been tapped but none of them 
had really got under way. 
With the turning of attention in the late '60s from internal 
warfare to reconstruction pursuits, everything favored indus
trial expansion. The steam railroad had passed through its 
experimental period and was ready to push its lines across 
the continent. Within the boundaries of the country lay rich 
deposits of coal, iron, copper, gold, silver and petroleum; 
untouched forests covered the hills; the fertile soil of the plains 
was able to support millions of people; abundant water power 
was available In many regions. 
Not only were the resources of the country unexcelled but 
there was a minimum of restrictive influences on their ex
ploitation. Pioneer conditions still prevailed under which 
individualism flourished. Where all stood a chance to win, no 
one wanted to set up hazards and cramping conditions. A 
friendly government acted as a powerful agent in speeding 
industrial development through low taxes and a high tariff. 
Labor was as yet unorganized. Never bas there been such 
a paradise for the individualistic industrialist. I 17 
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A certain ruthlessness and carelessness of social consequences 
characterized the period from the Civil War, 1866, to 1900. 
Natural resources were wasted with utter disregard because 
such a course was the immediately profitable one. Little 
attention was paid to working conditions; both employers and 
employees worked long hours; labor disputes grew in· number 
and in violence. 
Industrial expansion was accompanied by and was largely 
dependent upon an increase in population, an increase ac
counted for in part by the millions of Europeans who came 
to this country to help settle its lands and take part in its 
industries. The early immigrants were largely from the 
British Isles and northern continental countries, while in recent 
years those from the southern countries and Russia predom
inate. Largely through the efforts of organized labor this 
influx has been reduced within recent years to small pro
portions. 
The growth of basic industries tells the story of the economic 
development of America. Agriculture, lumbering, mining, 
transportation and communication underlie all industrial and 
social life. 
There are approximately one and one-half billion acres of 
actual and potential farm land in the United States. By 1860 
something over 400,000,000 acres had been placed under 
cultivation. Between 1860 and 1900 another 430,000,000 acres 
were added. Some of this land on the margin of economic 
utility has since been abandoned. There are yet over 600,000,000 
acres of potential agricultural land, much of it fertile, whicb 
needs only clearing. Because of the relative ease with whicb 
land could be obtained, independent land-owning farmers have 
prevailed. Farm labor has been at a premium partly because 
any aggressive worker could within a short time get a piece 
of land of his own and partly because industry offered attractive 
inducements. Agriculture was thus forced into economy of 
labor rather than of land. Scientific agriculture and tbe use 
of motor power and machinery increased the output, in the 
period 1920-1926, of tbe American farmer in spite of the fact 

18 that the farm population had decreased. I 

• I'federlc W. WIle, editor, "A Century of Industrial Progress". New York; 
Doubleday. Doran 6t Co. 1928, p. P. 
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The place of lumbering in American life is often overlooked. 
Wood is basic or important in more than half of our industries. 
There is used In the United States six times as much lumber 
per person as is used In Europe and more saw timber than 
all the rest of the world combined. More than a million 
people are employed in lumbering and wood working In~ 
dustries. 
It has been said that "the development of the mind perhaps 
is what sets us off from other animals, but it is only man 
who uses minerals and without them he would have neither 
the means nor leisure for mental culture. Except for the 
minerals and the art of mining and metallurgy founded on 
them, there could be no civilization". Certainly, without 
enormous supplies of coal, petroleum and the metal ores, iron, 
copper, lead, gold, silver, and others, present-day civilization 
In America could not have been developed. With a population 
of 120 million, the work output of the nation, derived mainly 
from mineral fuel, Is equivalent to a population of four billion 
million hand laborers. Although there had been some mining 
In the Appalachian mountains and the Piedmont plain of the 
east, it was not until the discovery of gold In California in 
1849 and the subsequent discovery of other metals In the 
Rocky Mountains and Oreat Lakes regions that the exploitation 
of minerals, unprecedented in world history, took place. Thus 
there was available material which made possible the use of 
machinery, power, and rail transportation when the great 
Industrial development of the late nineteenth century took 
place. 
Just as transportation facilities have made possible the ex
ploration and development of new lands throughout the world 
so In the United States the spread of population and industrial 
expapsion have depended in rapid succession upon the rail
road, the automobile, and now conceivably upon the air
plane. 
l.ife in the United States before the extension of railroads 
In the '70s and '80s was vastly different from that of the 
last quarter of the nineteenth century. Railroads made pos-
sible the bringing together of coal, ore and lumber to !he 119 
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centers of manufacture usually located at places which nature 
had provided as logical transfer points. Here developed the 
industrial cities where ships met rails. Later there grew up 
inland other cities nearer the supply of raw materials and 
power. Centers of distribution were established which facil
itated the further increase of agriculture. 
While steam transportation. was in its heydey. a new fuel 
was being developed from the recently discovered petroleum. 
Life was again revolutionized in America by another means 
of transportation • the automobile, an invention from Europe. 
1900 to 1910 witnessed the establishment of the automobile 
industry among the leaders in manufacturing. EventuallY a 
hundred million people took to the road. An automobile for 
every seven persons now makes possible the movement of 
the entire population at one time. The significance of the 
automobile in social life is enormous. for millions the center 
of recreation has been shifted from the home to- the countryside 
and pleasure resorts. Daily life has become more complicated 
by increased speed and multiplied contacts of people. What the 
effect of air transportation will be is beyond calculation. 
It is impossible to dissociate from transportation the tele
phone, telegraph, wireless and radio transmission of messages. 
The use of these means of communica,tion goes hand in hand 
with increased speed in transportation. in reducing the time 
required for transacting business. or for making a sodal call. 
Together they amplify haste and tensity in doing thing'! 
and are a symbol of American eagerness for physical 
progress. 
The foregoing time-sketch of industry in the United States 
leads to a consideration of certain basic movements in present
day industry. Changes in s t r u c t u r e of business organ
izations. changes in met hod s of operation, and changes in 
the s tat u s of participants. go on apace. These constitute a 
continuallY evolving set of "fundamental relationships". They 
take form in three broad trends which condition all other 
industrial currents. first, there is the shift from individualism 
towards collectivism. Ownership and operation of industry 
is no longer a matter of individuals but of groups. Second, 
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mechanization is rapidly replacing handwork in manufacture. 
Third, there is the emergence in importance of the worker 
himself Individually and collectively. These three trends 
are interdependent and are in varying degrees both cause 
and effect. 

Changes in organization and structure of in
dustry have been predominantly in the direction of large unit 
administrative control with a consequent increase in the Im~ 
portance of large companies. Not only has this meant the 
readjustment of internal organizations; it has also brought 
(orth extreme Interdependency between companies and in
dustries. 
Concentration and control of Industry in the United States was 
made possible by the legalizing of the Joint stock corporation 
with limited liability. Under this form of organization, com
binations of small units became numerous in the latter part 
of the 19th century in order to take advantage of the greater 
economies of centralized control. In the early years of this 
trend abuses of the newly acquired power appeared. Anti
trust laws were enacted for the preservation of competition 
through the prevention or restriction of monopoly. These 
laws have in recent years come to be retarding forces in the 
efforts of American business to reach more of the world's 
markets. They have also become important factors in limiting 
the action of labor unions. . 
Under the stock company, ownership has become widelY 
scattered. Three forms of financial control are now exercised 
in the United States: individual ownership; majority stock 
ownership; and minority stock ownership. With the diffusion 
of ownership, an active minority group usually interested 
solely In financial rewards finds little difficulty in manipulating 
operations to meet its own ends. Happily, however. the In
creasing power of management basing its decisions on research 
and a growing code of Industrial ethics Is slowlY but surely 
putting control on a different plane. Control dictated by 
the facts of the situation is repladng control based on 
ownership. 121 
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With the spread of stock company form of organization, in
dustrial financing has been nationalized through the passage 
of the Federal Reserve Act. This Act has served as a 
stabilizing influence while at the same time it has facilitated 
the flow of capital to the places where it is most needed. 
Another evidence of consolidation is in the trade and business 
associations, of which there are about 9,000 now in this 
country. The co-operative programs of these organizations 
are a unifying force of deep significance. Simplification of 
practice and materials, uniform cost accounting, elimination 
of waste and other activities are promoted by committees 
and staff specialists through well developed educational pro
cedures. The Federal Department of Commerce has led the 
movement for economic planning toward the prevention of 
industrial waste. As contrasted with the use of legislation 
alone, this functional cooperation between trade associations 
and the Department of Commerce may mark the development 
of a new governmental method. 
These changes in the structure of industry have been them
selves mainly changes in relationships. Community of interests 
has brought together larger and larger groups of people. The 
joint enterprise is outstripping the individual undertaking. 
Public interest has been read into practically all forms of 
private property and what is even more important, the direc
tors and managers themselves have recognized the claims 
of society in industry. This conclusion is eloquently attested 
by one of America's leading industrialists who said a year 
ago: 

"We think of managers bo longer as tbe partisan attorneys of either 
group against the other. Rather we have come to consider them 
trustees of the whole undertaking whose responsibility is to see to it 
on the one side that the Invested capital is safe and that its return 

_ is adequate and continuous; and on the other side that competent and 
conscientious men are found to do the work and that their lob Is 
safe and their -earnings are adequate and continuous. Managers may 
not be able to realize that Ideal either for capital or labor. It Is a 
great advance, however, for us to have formulated tbat objective and 
to he striving toward that goal." I 

I Owen Ii. Young, address by, given at the dedication of the new buildings 
for the Harvard Graduate School of Business Admtnistratlon, June ... 
1927. 
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Looking Into the Industrial' organization of the future this same 
man has said: 

"Perhaps some day we may be able to organize the human belogs 
engaged In a particular undertaking so that they truly will be the 
employer buying capital as a commodity in the market at the lowest 
price. It wUl be necessary for them to provide an adequate guaranty 
fund In order to buy their capital at all. II that is realized. tile 
human being will then be entitled to all the profits over the cost of 
capital. I hope the day may come when these great business or
ganIzations will truly belong to the men who are giving their lives 
and their efforts to them. I care not In what capacity. They will 
then use capital truly as a tool and they will be all Interested In 
working It to the highest economic advantage. Then an Idle machine 
will mean to every man In the plant who sees it an unproductive 
charge against himself. Then every piece 01 material not in motion 
wUl mean to the man who sees It an unproductive charge against 
himself, Then we shall have zest In labor, provided the leadership 
Is competent and- the division fair. Then we shall dispose, once and 
lor all, of the charge that In Industry organizations are autocratic. 
not democratic. Then we shall have all the oPpOrtunities for a cultural 
wage which the business can provide. Then, In a word, men will be 
as free In cooperative undertaking and subject only to the same limit
ations and chances as men In Individual businesses. Then we shall 
have no hired men." 

Although this goal Is yet a long way from realization, It Is 
significant that such a statement should be voiced by a promi
nent business leader at the dedication of a school for the 
training of business men. 

C han g e sin met hod s 0 f pro d u c t ion which have 
occurred in the United States are but a natural outcome of the 
extension of the factory system with its automatic machinery 
In an environment of limited labor supply and vast resources. 
When the factory method of production became general in 
the United States less than one hundred years ago, two 
conditions facilitated its extension and development on lines 
somewhat different from those which bad previously developed 
in England and the European mainland, namely mobility of 
population which permitted the placing of factories at strategic 
geographical points and the existence of enormous sources 
of power from both water and coal. When the hardY pioneers 
undertook to utilize the resources, America was ready to cut 123 
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and use the new patterns without having to discard the old 
ones. Already the idea of invention of mechanical devices to 
take the place of hand labor was widespread before the 
American wilderness was thoroughly explored. When the 
early industrialist met new problems of nature he literally met 
them with a machine as contrasted with the hand tool of 
former days. In a country where land, minerals, and power 
have always been more abundant than labor to exploit them, 
the stimulus has been to invent more and more labor saving 
devices. This disparity between manpower and opportunity 
has probably been the most potent force in the mechanization 
of industry in America. 
Research and mechanization go hand in hand. Among the 
various aspects of their interrelation are discoveries in pure 
science, invention, industrial research, industrial application, 
and standardization. These exhibit interaction and combined 
are responsible in large measure for whatever success has 
been had in meeting problems and opportunities in this 
country. 
Although there have been notable contributions in pure science 
in this country it has been principally in the stages of invention 
and application that the greatest progress has been made in 
the United States. Well over $100,000,000 is spent here 
annually for industrial research. 1 Hundreds of laboratories are 
now to be found in industrial companies in which new products, 
new tools and new processes are being created. Research has 
been the prime agent in creating within a short period of twenty 
or twenty-five years such major industries as the automobile, 
motion picture, radio, and chemical and electrical products. 
The individual researcher has in numerous cases given way to 
organized research in which a single project is divided among 
a corps of specialized investigators. Although industrial 
research in America is probably ,only in its infancy lts effect 
has already been conspicuous. ..An entirely negligible pro
portion of expenditures has been on research in industrial 
relations and problems involving the human factor in industry. 

I Maurice Holland. "Research the Prime Mover of Industry", The Scientific 
Monthly. Vol. XXII. No. 4, Whole No. 127, April, 1926, p. m. 
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Yet certain leaders are beginning to sense the possibilities in 
this direction and are taking steps to explore them. 
Not alone are new industries created but per capita production 
is increased. Notwithstanding a reduction in hours and days 
worked of roughly 10 per cent since 1914 there has been an 
increase of 40 per cent in output per worker. One typical 
illustration is that of a plant making automobile tires. In 
1920 the daily output was 30,000 tires by 30,000 employees; 
in 1928, 16,000 men produce 50,000 tires daily and other pro
ducts in proportion. 
Mechanization is not merely a machine, it is an idea. When 
a chemical process is discovered which brings under control 
bidden forces of nature, when a procedure of management is 
devised which works automatically, there is mechanization as 
surely as if a machine were invented. Planned control of 
manpower, materials and machines is the vital coordinating 
agent of management in mechanized industry. Mechanization 
of a job frees men in industry for new fields to conquer with 
mind and hand. Not only is this new freedom come to the 
manager interested in reducing costs but also to the worker 
who formerly took hours, days or months of arduous and 
often worrisome labor to produce an article which now rolls 
out of the machine in large numbers better made than by 
former handwork. 
Automatic machinery and the use of nature's power and 
materials have made possible Increased worldly comforts for 
all mankind. Certainly there is now more inclination on the 
part of American workmen who have tasted abundantly the 
fruits of mechanized industry to accept each new automatic 
device as an added opportunity for greater freedom from 
physical discomfort and perhaps from intellectual bondage. 
Occasionally, however, there is heard a warning that mech
anization is proceeding too rapidly and resulting in unem
ployment. Certainly in the United States there is an abundance 
of unemployment continually arising from the increase of 
labor-saving machinery. There is ground for the belief that 
this unemployment is created only temporarily, if at all, In 
those Industries which have extended the use of the machine 125 
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and that the more serious unemployment occurs in the in
dustries whose markets are diminished or destroyed by 
mechanized competitors. This is yet an unsolved problem 
which needs to be met openly. 
Experience has demonstrated so convincingly the social results 
which come from the conquest of the forces of nature, that 
there is in this country no limit to the imagination of the 
masses of the people as to what may next appear. The three 
or four generations which have been engaged in the industrial 
development of a new country are not enough to crystalize 
habits of thought or to form a routine civilization. The 
only thing to which Americans are thoroughly accustomed is 
change itself. 
The relatively high purchasing power of the population as 
a whole permits the marketing of new products which in turn 
stimulates production. Mass buying at low prices is made 
possible by mass production. The economic cycle in which 
the worker is both a producer and a consumer can only 
continue upward as long as the balance is preserved and effi
ciency of production increased. Thus the constant pressure 
for lower production costs leads to more research. The belief 
of business men of the United States in the efficacy of 
research and their willingness to invest money in it will go 
a long way toward keeping the workmen of this country 
regularly employed while enloying the highest standard of 
living ever attained by ·an industrial population. 

C han g e sin the s tat u s 0 f par tic i pan t s in industry 
have been the inevitable outcome of changes in organization 
structure and methods of work. 
Wage-earners are increasingly being given opportunity to 
share in management and to assume the responsibilities of 
partners in industry. Managers are becoming detached from 
ownership and are developing an independent pOSition. Owners 
have alreadY lost much of their identity as individuals respon
sible for specific companies. Capital is more and more the 
servant of management, working for its wage. Employees own 

.126 billions of dollars worth of stock directly In their own and 
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other companies, and indirectly through savings banks and 
insurance companies. Such ownership, however, does not· 
carry with it control over operations which, as previously 
indicated, is commonly lodged in minority groups but increas
ingly in management. 
Feudalistic paternalism does not flourish under the joint stock 
company form of ownership. Although many family-owned 
companies still exist, they are exceptions to the common rule. 
The employee is beginning to exercise his right to a voice in 
the conduct of industry. 
Furthermore, the separation of management from ownership 
promises the emergence of a group of professional managers. 
It has opened the way for an industrial code in which the 
spirit of trusteeship may predominate. 
The specialization of functions and tasks in industry has 
brought forth the workman who is skilled in closely defined 
operations as contrasted with the jack-of-all-trades. Crafts
manship in the sense of ability in one man to make a complete 
product has practically disappeared but craftmanship in
volving precision and perfection has taken its place. There 
has been much romancing about the destruction by the 
machine of the spiritual values of medieval craftsmanship. The 
story of the man who adjusts ''bolt 476" in the ford factory 
has been sadly overworked. Such viewpoints overlook the 
fact that a very small fraction of American industry uses the 
belt conveyor system and that relatively few machine workers 
are doing work which requires repetitive motions. It is 
conspicuously in the handwork Industries that sweatshop 
conditions have prevailed • witness the needle trades where 
mechanization proceeded slowly. Monotony and over-fatigue 
do e.'tist, however, in machine industry just as they did under 
the long hours of drudgery before the Industrial revolution, 
and just as they exist today among the rug makers of Persia. 
These evils obviously must be reduced but the agent for such 
improvement will probablY be more macbines and more 
mechanization rather than less, accompanied by a more ef
fective regularization and use of existing equipment. 
The vast changes in methods which have become so con- 127 
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spicuous in American mass ptoduction can not conceivablY be 
expected to satisfy the conception of spiritual values which 
prevailed under an altogether different social order. It would 
seem obvious that spiritual values are distinct from the tools 
and products of man. Man's heart is just as black using an 
ancient sword asa modern machine gun and just as full of 
inspiration with a modern riveting machine as with an ancient 
hammer. Craftsmanship in mechanized industry depends fur 
its spiritual values upon the inner man just as in the days 
"when knights were bold". And who is there to say that 
the shorter working day and other manifold fruits of science 
in industry through use of the machine have not opened the 
doors for millions of people throughout the world mentally, 
morally, and physically? 
The modern problems of machine industry are rather of 
another kind. How shall man use his leisure time under the 
shorter working day? How shall the rewards of cooperative 
effort be more equitably distributed? How can the concept 
of stewardship be further developed in industry. Can an 
industrial government improve upon the now traditional forms 
of democratic political government? These are the unsolved 
puzzles which completely over-shadow the unimaginative cry 
against the machine which yet awaits its most Intelligent use 
by man. 
It is the search for this intelligence which commands the 
attention of the five modern movements described in this 
symposium. Each of these movements is an outgrowth of 
the environment and background in which it rests. Singly 
and collectively, they represent constructive forces of America 
for development of healthy social, political, industrial, and 
educational life in an industrial civilization. 
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U! MOUVeMeNT SYNDICAL. 
Apr~s la guerre Ie mouvement syndical s'est developpe en 
Belgique, il y a environ 800.000 syndiques. La reconnaissance 
patronale est acquise. 
11 a un caract~re nettement politique. Ceci semble d'abord 
iIlogique, mais en fait, en Belgique, ce sont les memes hommes 
qui ont donne cours au mouvement politique et au movement 
syndical, ils ont voulu coordonner ces deux puissances. II y 
a 50 ans les syndicats, au lieu de s'interesser aux ameliorations 
immediates, comme ils Ie font aujourd'hui, avaient pour but 
la transformation generale de la societe (agitations poli
tiques). 
Les moyens d'action des syndicats sont centralises - il existe 
un seul syndicat d'une Industrie pour toute la Belgique. Le 
nombre de femmes salariees faisant 'partie de I'organisation 
syndicale est insignifiant. Les socialistes font un effort pour 
au moins grouper la grande majorite d'entre elles. "Elles 
constituent, en general, une main d'oeuvre extr@mement mo
bile, elles sont moins accessibles que les hommes, ont plus 
de pre!ugeS, et lisent moins que ces derniers."· Nombreuses 
sont celles qui abandonnement Ie travail au moment 011 elles 
se creent un foyer. 
Le Mouvement syndical patronal est un mouvement de reac
tion contre les syndicats ouvriers. 11 a pour but de proteger 
les interets des industriels vis 1 vis des consommateurs, de 
defendre les interets des patrons vis 1 vis des syndicats 
ouvriers. lis sont plus recents que les syndicats ouvriers et 
lI'ont pas la meme discipline. lis s'engagent l verser des 
cotisations proportionnelles aux salaires qu'ils payent aUI{ 
ouvriers. forment des caisses de r~istance. 
Le Comite Central Industriel r~gle les conditions de travail -
demarches aupr~s du gouvemem.ent. 

LeS COMMISSIONS PA~ITAI~es D'lNDUSTRIC, •• 

L'organisation des rapports entre patrons et ouvriers. 
Avant guemi dejl, dans la plupart des pays industriels. patrons 
• Mouvement syndlcat 7 Mal 1927: l'Organlsatlon syndicate de 1& femme. 129 
•• H. Aulonopouto. 19Z6. 
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et ouvriers representant his principales industries etaienl 
groupes nationalement et avaient pris l'habitude des negoca
tions collectives. 
En Belgique on s'inspira des formules anglaises de relations 
intersyndicales permanentes, sans que la question du contrOJe 
rut posee. 
Le contrale ouvrier semble n'~tre encore, pour Ie moment, 
qu'une attitude d'esprit, qu'une tendance des travailleurs Ii 
conquerir Ie droit de participer Ii la direction de la pro
duction. 
Une reaJite importanle existe neanmoins; c'est la volonte des 
ouvriers d'exercer ce droit de regard, d'obtenir cette part 
d'aulorite, d~s qU'i1s peuvent Ie faire. 

Organisation des Commissions paritaires 
officielles. 
Elles sonl instituees Ii la demande d'une des parties inle
ressees. 
Oeneralemenl c'est Ie groupement ouvrier qui en prend I'ini
tiative. 
Les negociations se font par l'intermediaire du Minist~re du 
Travail. 
Les delegues des partis sont designes par les organisations 
syndicales respectives. 
Apr~s un accord de principe entre les deux delegations, un 
arr~te ministeriel fixe la composition, la competence et Jes 
attributions de la future commission. 
Suivant que son action s'etend, pour une industrie dOitnee, a 
tout Ie pays, ou qu'elle se confine Ii une region industrielle, la 
commission est dite nationale ou regionale. 
Toute commission paritaire se compose, par 'It, de delegues 
patrons et de delegues ouvriers. Ces membres ont, seuls, 
voix deliberative. Le Minist~re du Travail leur adjoint un 
delegue, generalement choisi parmi les fonctionnaires supe
rieurs du departement. 
Le delegue gouvernemental preside la commission avec voix 
consultative. II peut la convoquer d'office; generalement iI la 
convoque a la demande des partis, pariois a la demande du 
Minist~re du Travail. 



BELGIQue 

Le nombre des membres de chaque commission varie avec la 
d6centralisation de l'lndustrie consid6r6e, sa diversit6 d'exploi
tation et I'importance respective des groupements syndicaux 
int6ress6s. 
Nombre minimum de membres • dans Ie Comit6 National de la 
Olacerie: trois patrons et trois ouvriers. 
Maximum de membres dans Ie comit6 r6gional du textile des 
deux F1andres: 37 employeurs et 40 ouvriers. II a 6t6 r6duit 
environ de 'I. en 1922. 
En principe, la composition des d616gations doit etre pari
taire, en fait elle ne I'est pas toujours. (Ex. Commission du 
textile, 6nonc6e plus haut.) 
Les organisations professionnelles nomment leurs mandataires 
a leur gr6. Ce sont g6n6ralement les personnalit6s diri
geantes des groupements int6ress6s. 
La d61egation ouvrl~re est designee par les comites executifs 
des centrales. 
En fait, la delegation ouvrihe est une delegation syndicale 
dans Ie sens Ie plus strict. . 
Parmi les attributions des commissions, iI en est une quI, dans 
la pratique, acqulert une importance capitale au point de vue 
des relations entre employeurs et ouvriers. 
Chaque Commission Natlonale a Ie droit d'instituer des 
c I> m m Iss i 0 It s reg Ion a I e sou I 0 c a I e s dependant dl
rectement d'elle. L'exercice de ce droit est rendu extreme
ment difficile par suite de la resistance qu'y opposent les or
ganisations patronaies. C'est qu'U soul~ve Ie probl~me du 
controle syndical, organis6 A tous les degr6s, pour l'execution 
des conventions. En fait, seules, quelques commissions sont 
parvenues a organlser des comlt6s regionau."I: et locaux. 

E s s a I s d'o r g a I'! I sat ion con t r act u e II e d u t r a
vall : 
Les commissions paritaires ont pour but d'obvier A I'antago
nisme des partis. 
Une entente entre les partis n'est donc possible que sur un 
accord transactionnel, adopt6 A la suite de n6gociations plus 
ou moins laborieuses. 131 



BELGIQUE 

De ce fait, l'activite des C. P. acquiert un caractere esscll
tiellement contractuel, alors meme que I'accord intervenu serait 
juridiquement nul. 
L'opposition contractuelle domine les rapports entre chefs 
d'entreprise et travailleurs. 
Les resolutions conventionnelles portent generalement sur les 
elements memes d'opposition entre les partis: questions de 
salaires, de rendement, d'heures de travail, questions de pro
tection, de securite et d'hygiene. 
II arrive parfois que les inter!!ts respectifs convergent, soit 
pour s'opposer aux interets de tiers, soit pour maintenir les 
concessions mutuelles deja obtenues. 
II en resulte une certaine solidarite des groupements anta
gonistes pour la defense de ces inter!!ts qui leur sont 
communs. 
Les principaux problemes que les commissions paritaires ont 
a resoudre par voie contractuelle, concernent la fixation des 
salaires, la determination des conditions d'hygiene et de secu
rite des travailleurs et, avant tout, la reglementation de la 
duree du travail. 
La fixation conventionnelle des salaires pour toute une in
dustrie, realisee, pour la premiere fois, par les commissions 
paritaires, impliquait necessairement la fixation des minima. 
La commission syndicale avait, des Ie 8 novembre 1918, l"e
vendique un minimum general de 1 franc de I'heure pour toutes 
les categories d'ouvriers. 
Mais ce minimum fut rapidement depasse. Par la force des 
choses, de fortes augmentations de salaires ont dil !!tre pro
gressivement consenties dans toutes les branches de I'in-
dustrie. p 

L'organisation conventionnelle et collective du travail, devait 
fatalement creer une tendance a I'organisation contractuelle de 
la production dans son ensemble. 
Les conditions du travail etant determinees par les parties, 
employeurs et employes devaient necessairement chercher a 
survei\ler I'application des decisions conventionnelles. 
Mais alors que, pour Ie patronat, iI s'agissalt d'un simple con-

132 triile des engagements contractes, les travai\leurs avaient a 
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defendre une des plus importantes conqu@tes ouvrieres: la 
participation a l'autorite du chef d'entreprise dans la fixation 
des conditions du travail. :En defendant les decisions con
ventionnelles, ils en defendaient Ie principe. Controle admi
nistratif des marches, de la main-d'oeuvre, controle technique 
du travail et de la production, controle financier des entre
prises, il n'y eut pas un domaine dont l'imagination hardie des 
dirigeants ouvriers ne s;empara peu a peu. 
De nombreuses tentatives, vouees Ie plus souvent a l'echec. 
traduisent, au sein des commissions paritaires, cette volonte 
des ouvriers d'intervenir dans les conditions generales de la 
production, qui reagissent sur les conditions du travail. 
Les ouvriers tachent d'obtenir Ie controle sur les conditions 
de la production. Ceci est repousse, dans les commissions 
paritaires, par les patrons. Pourtant certaines realisations 
touchant les conditions de travail ont ete etablies; par exemple: 
La convention du 14 avril 1920, a la commission de la con
struction mecanique, etablit I'egalite du salaire boraire de base 
entre hommes et femmes, lorsqu'il s'agit de travaux semblabes. 
Reglementation des salaires des apprentis et des conditions 
pour leur admission. 
Les ouvriers desirant influencer les methodes techniques de 
production, font un effort dans cette voie au sein des organismes 
locaux institues par les commissions paritaires. 
La commission des Mines est la seule qui ait organise, au seio 
des entreprises, des organismes paritaires et des delegations 
ouvrieres permanentes. 
Une loi, du 16 aoOt 1927, vient d'etre votee, modifiant et com
pletant la 101 du 11 avril 1897, instituant des delegues ouvriers 
a I'inspection des mines de houille. 
l.a revision de cette loi a pour but une plus stricte application 
du rl'lglement de police des mines; c. a d. de diminuer Ie nombre 
des victlmes cause par les accidents trop frequents. 
Au lieu que des delegues a I'inspection soient nommes par 
Ie Mlnistre de l'lndustrie et du Travail, les ouvriers demandent 
la nomination directe par les ouvriers eux-ml!mes. (Voir, dans 
Revue du Travail d'aoOt 1927, Ie texte de la )01.) 
Toules les commissions paritaires n'ont pas su instituer des 133 
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comit~s r~gionaux et locaux. . Ex. Mines, sid~rurgie, et con
struction m~canique. 
Quand un differend surgit on institua une commission mlxte 
temporaire pour Ie bassin du centre; puis un autre conflit 
donna naissance a une commission mixte pour Ie Borinage. 
Cette mesure fut gen~ralisee a la demande des ouvriers, et 
ainsi se forma les commissions mixtes, regionales et locales. 
Un reglement instituait "un organisme a quatre paliers com
prenant des delegations ouvrieres permanentes par puits et 
par postes, des comites mixtes de conciliation par charbonnage 
et des conseils paritaires par bassin minier." 
Les commissions paritaires devaient prevenir les conflits, eta
blir par contrats les conditions de travail, et appliquer, dans 
les commissions locales et regionales, les decisions prises par 
la commission paritaire nationale. 
Etape vers Ie controle ouvrier. 
En 1926 I'exemple des Mines n'avait pas ete suivl dans d'autres 
branches d'industries. 
Dans la siderurgie, avril 1921, commissions regionales sans 
aucun reglement, faible activite. Meme situation pour la Con
struction Mecanique "La Centrale des Metallurglstes a chercM 
a instituer dans chaque usine" un certain nombre d'elements, 
qui, delegues par leurs camarades, devaient avoir pour mission 
de surveiller etroitement l'application des conventions arretees. 
A quelques exceptions pres, toutes les usines possectent une 
de\t:gation d'atelier. 
En somme Ie contrOie paritaire pour l'execution des resolutions 
conventionnelles n'a pu etre organise que dans I'lndustrie des 
Mines. 
Les commissions paritaires d'industrie furent chargees de con
cilier les conflits industnels. Elles ont su remplir leur lourde 
tache avec succes. 
Leur intervention se manifeste de diverses manieres sulvant 
les cas. 
5i les deux delegues. patron et ouvrler. ne parvlennent pas 
a s'entendre. ou si un des partis refuse d'admettre l'autre 
delegue. Ie conflit passera devant Ie president du Comlte 

134 National. 
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Quand un conflit local surgit, g~n~ralement, les commissions 
d~signent une d~l~gation paritaire charg~e de trancher Ie 
diff~rend. 

Les commissions paritaires, avec celles des Bourses officielles 
et de l'inspection du travail, forment Ie commencement d'une 
organisation de la conciliation et de I'arbitrage industriels. 
En 1926 les commissions paritaires en Belgique ~taient au 
nombre de seize. Et leur activit~ grandit et s'~largit de jour 
ell jour. 

L'OROANISATION SCIf!NTlf'IQtre DU TRAVAIL. 

Le Congr~s International d'Organisation Scientifique du Travail 
tenu a Bruxelles en octobre 1925 a d~montr~ que plusieurs 
essais d'organisation scientifique avaient ~t~ tent~s en Bel
gique; ces essais ~taient tout-A-fait individuels. Le comite 
d'organisation du Congr~s a provoqu~ la constitution d'un 
organisme beige permanent de l'organisation scientifique. Cet 
organisme a ~t~ cr~~ en Juin 1926. 
11 a pour but: 

d'encourager I'~tude et l'application de I'organisation scien
tifique du travail dans l'industrie, I'agriculture, Ie commerce, 
la finance, les transports, les services publics; 
de constltuer un centre de documentation pour toutes les 
enreprises et personnes s'int~ressant a l'organisation sclen
tifique du travail; 
de publler un bulletin contenant tout ce qui sera publle 
d'lnt~ressant concernant I'organisation sclentifique du tra
vail dans Ie monde; 
d'organlser des conf~rences, des excursions; 
d'offrir aux membres un local de r~unlons Journa\i~res, alnsi 
qu'une bibllotMque. 

Le comlt~ national beige collabore avec Ie comit~ International 
pour Ie d~veloppement de I'organisation sclentifique el repre
sente la Belgique lors de Congr~s Internationaux. 
Apr~ 7 mols de fonctlonnement, Ie comit~ avalt m membres 
effectifs group~ en 41 soci~t~s. 
Les nombreuses demandes de renselgnements faites au service 
de documentation montrent I'lnt~ret qu'~veille cette ques-
tion. 135 
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L'lnstitut des Hautes Etudes 'de Belgique a organise depuis 
cette annee un cours d'organisation scientifique du travail. 
PSYCHOLOGle INDUSTRleLLe OU eRGO LOGIe. 
Un cours de psychologie industrielle est donne par Ie 
Docteur Paul SoiJier a I'Institut des Hautes Etudes de 
Belgique. 
Ce cours se compose de differents points, dont les pius im
portants sont: vue d'ensemble de ia P. I. a I'etranger; ser
vices rendus dans tous les domaines de I'organisation scien
tifique, etc. Nous developperons d'une faeon un peu plus 
approfondie I'organisation de la P. I. en Belgique. Outre 
les points in diques plus haut, Ie cours comprend la selection 
professionnelle - avec les procedes d'embauchage et la mono
graphie des metiers d6iil etudies. 
Les influences des conditions, du milieu, les influences sociales 
et morales exercees sur Ie travail. 
EtabJissement des tests, avec appareits semblables a ceux em
ployes dans Ie metier. 
Recherche de l'adaptabiJite, et recherche des conditions cau
sales des accidents - fatigue, incomprehension, incapacite pro
fessionnelle, etc. 
La P. I. est une science nee de la necessite de donner un 
maximum de rendement avec Ie minimum d'efforts. 
Pour cela it faut connaitre Ie travail, les effets sur I'homme, 
l'homme et ses aptitudes. 
Les recherches sont faites surtout dans les metiers manuels, 
quelques-unes concernent les professions intellectuelles. 
En Belgique on s'est specialement occupe des menuisiers. 
La psychologie industrielle etant en Belgique une science tr~s 
jeune, on ne peut en donner que des resultats isoles. La P. I. 
est une des questions importants entrant dans Ie grand pro
bl~me de l'Organisation Scientifique du Travail. 
L'ORleNTA TION PRoreSSIONNeLLe., 
Un office d'orientation professionnelle communal ou inter
communal a ele institue dans toutes les grandes viJIes et les 
principaux centres industriels du pays. 
La Belgique, ayant une production trop forte pour ses prop res 
besoins, doit exporter, elle doit done avoir des ouvriers quaJi-
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fies, travaillant vite et bien, pour lutter contre la con
currence, en presentant sur les marches des produits a prix 
modiques. 
Le premier office d'orientation professionnelle a ete cree en 
mars 1912 par la societe beige de Pedotechnique, ayant a sa 
tete Monsieur Christiaens, et a commence ses travaux par un 
bureau d'etudes. 
En 1919 il fonctionne definitivement et devient intercommunal. 
Cette institution comprend 5 services: 

Service de documentation. - Bibliotheque et appareils. 
Service de propagande. 
Formation des aptitudes pour metiers differents. 
Service s'occupant de la preparation d'orienteurs pour les 
offices communaux. 
Service s'occupant des cas nouveaux. * 

Comme formation d'orienteurs nous n'avons reellement que les 
cours donne aux Hautes Etudes, qui consistent en cours de psy
chologie de l'adolescent, etc. 
En Belgique, une collaboration etroite existe entre les Bourses 
du Travail et les offices d'Orientation professionnelle. 
Un service special de placement pour les apprentis fonc
tionne sous Ie controle d'une commission paritaire de surveil
lance. Tout adolescent se presentant au guichet de placement, 
non porteur du livret d'apprenti, est envoye a l'Orientation 
Professionnelle. 11 y obtient son livret apr~s avoir passe 
l'examen d'Orientation Professionnelle. 
Notons que cette organisation pourrait donner de meilleurs 
resultats, si Orientation Professlonnelle et Bourse du Travail 
residaient dans Ie m(!me batiment. 
Une grande propagande est faite pour eviter que les parents 
choisissent des metiers immediatement remunerateurs, mais 
n'offrant aucun a\'enir pour leurs enfants, car n'apprenant 
aucun metier qualifle, lis deviennent des malheureux, d~ qu'ils 
ont depasse l'age requis pour ces travaux . 
• Vexamen de I'enfant est fait par un mEdecln, un psychologue et un tech

meien. Plusleurs communes ont deil un service d'Or. Prof. travalllant 
tout 1 fait independammenL En 1914 l'Unlverslto! du Travail de CbarlernI 
a cro!o!e un service d'anthropometrie aIIn de voir Ie ro!sultat du travail 
sur Ie suJeL L'oeuyre des O.ph. de lIuerre a cree un bureau d'Or. Prof. 137 
01) est fait un uameD complet: mOdical, psycholocique et social. 
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DENMARK 
BY FRU GLOERFELT.TARP AND FRU DR. RAGNA SCHOU. 

Lady Factory In.pector.. Copenhagen 

INTRODUCTORY. 

During these last years we have had an unusuallY large amount 
of unemployment. Conditions In industry have been very bad. 
The Crown, which has been much depreciated, rose to par 
during 1926 and since then the price level in Denmark has 
been decreasing. Therefore we still have depression in in
dustrial life. 

COOPERATION BETWEEN THE VARIOUS GROUPS IN INDUSTRV 

[s mainly represented by "Tillidsmaend" i. e. men who have the 
confidence of their fellow-workers. These "Tillidsmaend" are 
representatives of the workers organisations, they are them
selves workers In the establishment, and they bring the work
ers' complaints etc. before the management. This system is 
a very usual one In all countries where workers are organized 
but it is specially developed in Denmark, mainly because a 
very high proportion of the industrial workers are organized 
here. The "Tillidsmaend" are protected by the agreements 
adopted by collective bargaining, the employer not being 
allowed to dismiss a "Tillidsmaend" without cause. In some 
undertakings there is very good cooperation between the 
employers and the "Tillidsmaend", and in such places the 
employers often discuss quite informally with the ''Til Iids
maend", such matters as change of methods. In the agree
ments of February 1927 for the iron and metal tr3de 
there is a provision • concerning both skilled and unskilled 
labour - which entitles the "Tillidsmaend" to bring forward 
complaints and to make suggestions to the employer concerning 
sanitation and safety; and furthermore, at the request of the 
''Tillidsmaend'', the employer Is under an obligation to meet 
them once a month to discuss technical workshop questions 
and the like. 
This is, I think, a small beginning towards better cooperation 
and towatds works' committees. 
In December 1927 a study circle was started In Copenh9.gen 
at the invitation of a Professor in Economics· the world
known Harald Westergaard· and two employers, one of 
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these being Mr. Morup, from the firm of Messrs. Pog & 
Morup, in order to study how to attain better cooperation 
between employers and employees, especially through 
Pro fit S h a ri n g s c hem es. This circle contains several 
employers, representatives from the trade unions, some 
politicians, some civil servants and some engaged in work of 
social significance bearing on industry. 
Here in Denmark we have had a few experiments for several 
years concerning profit sharing and copartnership schemes 
which have achieved more or less success. The most interesting 
and no doubt the most easy experiment to carry out is that 
of "Pog et Morup" the main features of whose arrangements 
we now give: 
Dating from 1918, 10 percent and from 1923, 20 percent of the 
net proceeds is given to everyone who has been in the service 
of the firm without intermission for 3 years and over. These 
proceeds are divided in proportion to each one's total yearly 
income, and remain deposited in the firm. 6 % is, however, 
paid on these proceeds, just as on the capital of the firm 
Itself, according to the proceeds available. The personnel 
profit account takes its proportional share in any eventual 
deficit, but any eventual further profit is divided proportionally 
between the personnel profit account and the remaining caPital. 
On leaving the firm an employee will receive at the end of 
the year 6 percent of his share, which is payable by instalments 
over a period of five years, the first payment not being due 
until one year after retirement. The firm is allowed to pay 
out the shares at any time whatever. The personnel shares 
may neither be conveyed, pledged nor distrained. The 
shares cannot be forfeited by military service, sickness, strike 
or lockout and do not affect the fixing of wages, which should 
be at the current rate. Prom this arrangement the firm 
"Pog et Morup" have derived much pleasure, because all tho 
employees and workers have declared their great satisfaction 
with It. 
Another form of profit sharing Is that of "AlS. Holbaek Amt
stidendo" (a newspaper in the provinces) which arrangement 
began on April 1st 1919 on the following lines: 139 
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The eventual net proceeds are divided in two equal parts, 
of which the one is given to the shareholders. Of the second, 
10 percent is first put away for reserve, travelling scholarships 
etc., the rest being divided in proportion to the basic wage 
(which is at the usual rate) paid to every permanently ap
pointed employee or to everyone who has been in the employ 
of the firm for at least three months. Of this share one half 
is paid cash down, the second remaining irredeemable for five 
years, during which period interest is paid on it at exactly 
the same percent as to the shareholders. The share does not 
entitle the worker to take part in the directorate. 
In the firm "AlS. C. Schous fabrikker" a similar arrange
ment has been practised since 1920 but here one-fifth of the 
net proceeds is paid cash down every year as an increase of 
salary. This arrangement has given satisfaction to the workers 
in question, which may possibly be due to the fact that these 
factories succeed so well that a share has been paid every 
year. The directors of both these last mentioned enterprises 
are, however, agreed with "fog et Morup" that no doubt the 
best method is not to disburse the shares, but to let them 
remain in the firm equally with the other capital. 
A fourth experiment with profit sharing has been made in "AlS. 
L. Daehnfeldt", Odense, with the founding of "The employees 
and workers' percentage fund", of which shares are only paid 
out in case of death or incapacity for work on the part of 
the worker or employee. But these provisions were dis
continued in 1923 because the enterprise did not succeed. 
finally a fifth attempt has been made which may be 
found within "The Danish Cooperative Alliance", a sugar 
factory in Kolding. This firm paid out from 1903 onwards, a 
share of the clear profit in proportion to the factory workers' 
basic wage, but after. some years had passed, this was dis
continued chiefly on account of the workers' dissatisfaction in 
the poorer years, when" having regarded the share as an In
crease of wages, the smaller proceeds appeared as a wage 
reduction. This too tells in favour of keeping the shares in 
the enterprise, as above mentioned. 

140 Within Danish agriculture, Profit Sharing has also been in 
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existence. As early as IS73 Lensbaron v. Zyphten Adeler 
gave his workers a share of the clear profit, which at the 
time attracted considerable attention, even abroad. (The 
English agricultural paper "The Farmer" for 10/S, IS74.) 
In the autumm of 1927 the Danish liberal party brought in a 
biU, mainly founded on the above described arrangement of 
"fog et Morup", which is considered as the best in Denmark, 
but this bill has not yet been discussed in Parliament. 

eDUCATION AND T~AININO. 
The elementary education and training in the different 
ski II e d trades takes place in the engaging of young 
persons of about fourteen years of age as apprentices, lust 
after their passing from school, until the age of about eighteen, 
for working in the trades. During this time it is taken for 
granted that the master-workman gives them instruction in 
performing the different operations in the trade, in which they 
begin with the easier jobs and graduallY work their way 
through the different sections of the trade. At first only a 
very small wage is paid (about 4 to 8 Kr. weekly) which is 
raised gradually towards the end of the fourth year, after 
which the pay is the usual pay for a journeyman (the pay for 
a skilled labourer) In the trade. The authorities require a 
contract, in which the master-workman is charged with the duty 
of seeing that the apprentice learns his craft creditably, and 
that the apprentice be allowed to follow a course of instruction 
In the technical schools, which the master is even required 
to pay for. This instruction is both a theoretical education 
and a continuation of the primary school education finished 
at the age of fourteen. (Denmark has compulsory school 
education up to the age of fourteen.) These technical 
schools are to be found up to the number of about 300 all over 
the country. so that in actual practice all young apprentices 
are admitted to such an education. 
In the technical schools we have: 
ATe c h n i c a I Sec t I I> n concerning craftsmen which lasts 
four years, extending over 3 to 4 days weekly; the Instruction 
amounting altogether to nine hours weekly. from 6 or 7 to 9 141 
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p.m. The subjects are: professional drawing (e.g. theory of 
projection), Danish and ciphering. 
Com mer cia I Sec t ion lasting three years and including 
the following subjects: Danish, ciphering, commercial knowl
edge, mercantile correspondence and in some cases one or 
two foreign languages if desired. During the first year the 
course covers six hours weekly, the second and third year 
seven hours weekly. 
Further may be found in Copenhagen "T h e Ins tit ute 0 f 
T e c h n 0 log y" in which the day school includes trade 
courses lasting from 1 to 8 weeks for everyone wishing to 
increase his knowledge of the materials on which he is work
ing, the upkeep of machines and tools, modern methods of 
working, the commercial aspect of the handicraft, such as 
bookkeeping, the making of estimates, and other infonnation 
tCJ assist them in their work in the future. 

The day school gives: 
practical instruction including visits to factories. 
theoretical instruction (lectures and examinations.) 
In addition "The Institute of Technology" has an eve n i n g 
s c h 001 intended to zive the master-workmen, foremen, 
journeymen and workers in Copenhagen and environs, the 
knowledge so necessary nowadays for an understanding of and 
participation in modern social life, and for technical insight 
into the ordinary practice of the work. 
This evening school offers general instruction through 
courses in: 
Danish, commercial accounts and writing. 
Bookkeeping, commercial science with commercial corres
pondence, commercial law and sOciology. 
English (both for beginners and advanced pupils), French and 
German, 
Professional instruction, ciphering, paperwork, physiCS, che
mistry, mathematics and technical English, combined with 
training in workshops, also instruction in commercial practice 
and foreign languages. 

] 42 For this education payment is required to "The Institute of 
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Technology" but governmental support is available. The 
courses are completed with a final examination for which a 
certificate is given. 
Some of the trades have founded a permanent t r a d e
s c h 0 0 I, as for example the tailors, who have such a school 
in Copenhagen maintained by the employers' organization. 
The apprentices are required to attend the schools for a period 
of 4'/. years, during 8 hours a day, for which they pay in the 
beginning 4 Kr. a week, and there they learn all about their trade. 
Four tailors are their teachers. They work at garments sent 
ill by the employers. It is obvious that instruction in_ such a 
school is far more complete and efficient than in a workshop 
under lust one master and the number of those applying for 
admission to the school is therefore always in excess of the 
vacancies available. 
This refers to training of skilled workers. For the training of 
semi-skilled workers there are no special rules. Very often the 
newcomers work at time rates (the minimum wage according 
to the union agreement) at the beginning and afterwards, when 
they are supposed to have learnt the work, they go on piece
work. In other cases they only get a very small payment or 
no payment at all at first, e.g. women who learn to sew 
straws hats - who are mostly young persons under 18 - work 
3 months in a factory under the direction of the forewomen 
without any payment, and after 3 months they go on piece
work. The law does not deal with this kind of special learning, 
no contract being demanded and no supplementary training 
at schools being obligatory as above mentioned for the ap
prentices. 

SCIENTIfIC MANAOEMENT in its strictest American sense is not 
frequently found. We have very few large industrial enter
prises: In 1925 there were only 286 factories which employed 
more than one hundred workers. Danish employers and em
ployees are not usually very fond of what nowadays is called 
syStematized work. The trade unions are not opposed to 
scientific management but It is felt that they - as in other 
countries - do not \ike changes in methods and, especially 143 
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from an economic point of view, they have no confidence 'in 
methods which require an increase in administration personnel. 
As a matter of fact there has been some change in the men
tality of the employers and the employees during these last 
years. Engineers, economists, politicians and journalists have 
written and spoken of rationalisation, systematization, stand
ardisation, planning in advance, organisation with a view to 
reduction of waste in industry etc., and even if there have not 
been many enterprises which have been totally reorganized, 
improved methods have been introduced in many special 
fields. 

WELPARE WORK in general does not arouse much interest 
in Denmark. The workmen themselves, who are well edu
cated, do not want the employers to take an interest in their 
private life, and welfare work in the factories, such as the 
provision of factory nurses or rest rooms, is a very rare 
phenomenon in Denmark. There is also not much systematical 
work done to find the best position for the worker, the best 
seat and so forth, such as might be called the optimum 
working conditions. At the same time it must be said that 
in some factories attention is given to such matters as seating, 
suitable seats being provided by cooperation between the 
factory inspection and the management. 
During recent years it has been the custom in some tobacco 
factories for the workers to pay one of their colleagues for 
reading aloud one hour a day. During the past winter, the 
"Arbejdernes Oplysningsforbund", the workers' association for 
education, with the consent of some employers, has made 
attempts to get authors to read their own books aloud in 
tobacco-factories; people do not quite agree in their point of 
view concerning this experiment. 
E m p loy men t man age r s exist in many enterprises. 
Most often they only'deal with the personnel on monthly salary, 
but sometimes they also ileal with the workers. Por example 
one of the largest stores in Copenhagen has an employment 
manager who not only engages and dismisses the office per
sonnel and the shop assistants, but also the workers in the 
sewing-rooms. 
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INDUSTRIAL PSYCHOLOGY AND VOCATIONAL GUIDANce: 

Since 1924 the Municipality in Copenhagen has had a psycho
logical laboratory, which works together with the municipal 
central employment agency. Every minor of 14 or 15 years 
who seeks employment as apprentice through the municipal 
employment agencies in Copenhagen, is tested at the labor
atory. The employers in Copenhagen have made the passing 
of these tests obligatory for typographers' and lithographers' 
apprentices. Admission to office work in the service of the 
municipality of Copenhagen and admission to the police force 
Is in fact dependent on having gone through the test in the 
laboratory. About 1200 persons are tested every year. 
The standard reached In the application of scientific manage
ment methods and of welfare work is not on a specially high 
level. Measured with a less modem standard, we have many 
well managed enterprises on a high technical level, with satis
factory hygienic conditions, and with good Industrial relations, 
and both our factory legislation and our whole social legislation 
Is on a relatively high level. There Is a remarkable change 
In the mentality of employers and employees, and development 
towards a new conception of leadership and of cooperation 
between management and labour is evident. 

10 
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DEUTSCHLAND 
VON FRAU DR. J:lILDECARD SOHME. 

Berlin 

ALLGEMEINE WI~TSCHAI'TSLAOE. 

Die deutsche Wirtschaft hat in der Nachkriegszeit durch Re
volutionierung der Vermogens- und Einkommenssehichtung 
und durch die Verschiebungen auf dem Weltmarkt starke 
Strukturverlinderungen erfahren. Nach der Stabilisierung der 
Wahrung sah sie sich vor die Aufgabe gestellt, die Produktion 
den veranderten Wirtschafsverhaltnissen anzupassen. 
Dieser Umstellungsprozess. der sich auf die Rationalisierung 
der Kapitalwirtsehaft und der teehnisehen Betriebsfiihrung 
richtet, ist noeh nieht beendet; er wird kompliziert dureh die 
driickenden Auslandsverpflichtungen - vor allem durch die von 
Jahr zu Jahr steigenden Reparationsleistungen -, deren Erfiil
lung wachsende Produktionsiibersehiisse vorallssetzcn. Ein 
fast zehnjahriger Ausschluss yom Weltmarkt hat bisher noeh 
nieht iiberwundene Absatzschwierigkeiten gesehaffen; anderer
seits sind wir auf die Einfuhr von Nahrungsmitteln angewiesen. 
So konnten wir auch im Jahre 1927 trotz giinstigerer Kon
junktur unsere Ausfuhr in einer unseren Verpfliehtungen eot
spreehenden Weise noeh nieht steigern. 
Zu diesem Wirtsehaftsproblem, das aus Deutschlands Situation 
als S e h u I d n e r s t a a t entstanden ist, tritt ein zweites 
hinzu: die Notwendigkeit, eine v e r me h r t e Be v 0 I k e
run g bei v ere n g tern N a h r u II g ssp i e Ir a u m und sebr 
begrenzten Auswanderungsmoglichkeiten zu erhalten. 
Nach der Berufszahlung von 1927, deren Ergebnisse jetzt ver
offentlicht werden, ist die erwerbstatige Beviilkerung im Ver
gleich zu der letzten Berufszlihlung von 1907 urn 7,4 Millionen 
gestiegen. Von den 62 Millionen Einwohnern sind 32 Millionen 
= 51.3 % erwerbstatig. 1m Vergleich zu 1914 hat Deutsch
land jetzt fiir 5 Millionen erwerbsfahiger Bevolkerung mehr 
Arbeit und Verdiensf zu besehaffen. Die Zunahme der Ar
beitskrafte entflillt fast zur Halfte (2.3 Millionen) auf die Aus
dehnung der Prauenarbeit. 
Auf dem Arb e its mar k that der Rationalisierungsprozess 
- besonders der Zusammenbrueh und die Stillegung unproduk-

146 tiver Werke, sowie die Einsparung aller nieht unbedingt not-
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wendlgen ·Arbeitskriifte erheblich· eingewirkt. Die schwer~ 
Krise der Jahre 1925/26 hat daher auch zu einem rapiden Ab
sinken der Beschiiftigungszlffer gefiihrt, die im Pebruar 1926. 
ihren Tiefpunkt erreichte. Die Arbeitslosenziffer in den Pach
arbeiterverbanden betrug damals 22,6 %, die der Kurzarbeiter 
21.6 %. erwerbslosenunterstiitzung erhielten 2 Millionen Ar
beitslose. 1m Jahre 1927 fand eln allmiihliches Steigen der 
Beschliftigungsziffer statt. Das Jahr 1928 zeigt wieder elnen 
allerdings zum Teil durch saisonmiissige Konjunktur bedlngten 
Riickgang auf. 
Mit einer grosseren Bestandigkeit der Konjunktur und des 
Arbeitsmarkls wird erst zu rechnen sein, wenn es gelingt. 
durch erweiterte Produktions- und exportmoglichkeiten elne 
gilnstigere Zahlungsbilanz und grossere Unabhangigkeit vom 
Ausland zu erreichen. 
Der Elnfluss der wlrtschaftlichen Oesamtiage anf den Stand 
der Arb e its k Ii m p f e kommt zum Ausdruck In einer Art 
erzwungenen Waffensti11stands wiihrend der Krisis und einer 
Zunahme mit der Besserung der Konjunktur 1927. es handelt 
slch zumelst um Lohnkampfe In den fiihrenden Industrien. 
Von Selten der Arbeitgeber wird betont, dass angesichts der 
wlrtschaftlichen Situation die Senkung der Produktionskosten 
Vorbedlngung filr die Steigerung der Produktlvitlit, die Kapital
neublldung und den Wlederaufbau des Wirtschaftslebens sel 
- wlihrend auf Arbeitnehmerselte die Beteiligung an den er
gebnlssen der Rationalisierung durch Lohnerhiihung verlangt 
und die Stelgerung der Kaufkraft der breiten Massen als Vor
aussetzung filr die Behebung der wirtschaftllchen Depression 
behauptet wlrd. Die Oewerkschaften fiihren elnen erbitterten 
Verteldlgungskampf filr den Tarifvertrag, dessen Verelnba
rungen sie als Regelung von Minimallohnen angesehen wissen 
wollen, wiihrend die Arbeitgeber sich gegen den Schematismus 
und die Starrheit der aligemein verblndlichen Tarifvertriige, 
die die Exlstenzbedlngungen des elnzelnen Betriebes nicht 
genilgend berilckslchligen, wehren. 
Jedenfalls sind die letzlen Jahre der Inneren Befriedung wenig 
gOnstig gewesen. 
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I'ORMEN OEMEINSAMER ARBEIT"VON ARBEITOEBER- UNO ARBEIT
tlEHMER-OROANISATIONEN. 

Besondere Formen s p 0 n tan e r Arbeitsgemeinschaft zwi
schen Arbeitgeber- und Arbeitnehmerorganisationen haben 
sich in Deutschland nicht wieder gebildet, nachdem sich die 
1918 begriindeten Zentralarbeitsgemeinschaften in der Nach
kriegszeit - teils infolge sozialer Spannungen, teils infolge 
Vebemahme wesentlicher Aufgaben durch den Reichswirt
schaftsrat - aufgeliist hatten. 
Auf g e set z I i c her Grundlage findet ein Zusammenwirken 
statt im Reichswirtschaftsrat - dem Wirtschaftsparlament, -
das sich aus Vertretem der Arbeitgeber- und Arbeitnehmer
verbiinde und einer dritten Gruppe von Reprlisentanten des 
Wirtschaftslebens, die von Reichsregierung und Reichsrat 
emannt werden, zusammensetzt und das Recht der Begut
achtuDg sozial- und wirtschaftspolitischer Gesetzentwiirfe und 
Massnahmen hat. 
In den Organcn der Sozialversicherung und der Arbeitsver
mittlung - die mit der Arbeitslosenversicherung verbunden 1st -
sowie in den Organen zur Schlichtung von Arbeitsstreitlgkeiten 
wirken Arbeitgeber und Arbeitnehmer mit. 

ZUSAMMENARBEIT IN BETRIEBEN. 

Auf Grund des Betriebsrategesetzes vom 4. Februar 1920 steht 
dem Betriebsrat, der n u r aus Arbeitnehmem gebildet wlrd, 
das Recht der Mitwirkung in gewissem Vmfange zu bei der 
J:infiihrung neuer Arbeitsmethoden, (Beratung der Betriebs
leitung) femer - in Vertretung der Interessen der Arbelt
nehmer - bei J:rledig4ng von Beschwerden der Arbeiter, 
Schlichtung von Streltigkeiten, Aufstellung von Arbeitsord
nungen, J:instellung und J:ntlassungen, Beklirnpfung von Vnfall
gefahren, Verwaltung von Wohlfahrtseinrichtungen. 

ARBEITSRECHT UNO SOZIAL VERSICHERUNO 

haben in den letzten Jahren eine bedeutsame Ausgestaltung 
erfahren. 
Mit dem Gesetz iiber Arbeitsvermittlung und Arbeitslosen-

148 versicherung hat eine frage die gesetzliche Neuregelung ge-
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funden, die die deutsche Sozialpolitik jahrzehntelang beschaftigt 
hat. Die Orundziige dieses Oesetzes sind die Pestigung eines 
dauernden organischen Zusammenhangs zwischen Arbeitsver
mittiung und Arbeitslosenversicherung, der Aufbau ihrer Or'": 
gane auf dem Prinzip der Selbstverwaltung, die Verbindung des 
Arbeitsnachweises mit Lehrstellenvermittiung und Berufsbe
raung, die Sicherung eines Anspruchs auf Arbeltslosenunter
stiltzung bel unverschuldeter Arbeitslosigkeit. Das Arb e i t s
g e ric h ts g e set z hat eine einheitllche Oerichtsbarkeit filr 
alle sich aus dem Arbeitsverhiiltnls ergebenden Streitigkeiten 
geschaffen. 
Aus der Vielhelt der iibrigen neuen Oesetze verdienen hier 
besondere Erwahnung: der Kiln dig u n g s s c hut z der 
lilteren Angestellten, deren Lage sowohl infolge der Rationali
slerung, sowie der starker hervortretenden Tendenz, Ange
stellte ilber 40 Jahre auszuschalten, sich verschlechtert hat, 
das Oesetz ilber die Beschaftigung vor und 
n a c h d erN led e r k u n f t, das den Mutterschutz erweltert. 
wll.hrend entsprechende Aenderungen der Reichsversicherungs
ordnung, die hlerfiir erforderlichen materiellen Orundlagen ge
geben haben. 
Dem Relchstag liegt der Entwurf eines Arb e its s c hut z
g e set z e s vor, dass eine einheitliche Codification und Er
welterung der jetzt sehr zersplitterten Arbelterschutzgesetz
rebung darstellt und ein B e r u fs a usb II dun g s g e set z 
zur Neuregelung der Berufserzlehung des iugendlichen Nach
wuchses. 

A~BeJTSWISSeNSCHAfT (A~BeITsPSYCHOLOOle UNO 
PHYSIOLOOlf!). 

Ole Systematlsierung und Intensivlerung der Produktlons
methOden nach amerikanischem Muster, vor allem in der Porm 
der Pllessarbeit, findet In dell Betrieben weiter Eingang; das 
Bestreben herrscht vor, diese Methoden nicht einfach zu liber
tragen, sondern sie deutschen Produktlonsbedingungen IUlZU

passen. Das Bedilrfnls nach Bestgestaltung der Arbeit filhrt 
Vertreter der theoretischen und der angewandten Wissen-
schaften aus der Isolierung der einzelnen Disziplinen zu ver- 149 
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einheitlichenden Forschungsarbeiten und Losungsversuchen 
zusammen. In wei ten Kreisen der Industrie werden die Er
gebnisse der Arbeitswissenschaft, d.h. der Erforschung von 
Beziehungen zwischen den Bedingungen und Wirkungen der 
menschlichen Arbeit mit intensivem Interesse verfolgt. In den 
letzten Jahren haben sich eine Reihe von Orossbetrieben den 
wissenschaftlichen Untersuchungen geoffnet; teilweise sind von 
der Industrie auch finanzielle Mittel zur Verfiigung gestellt 
worden. 1m Rheinland und in Westfalen sind in einer Reihe 
von Werken - besonders auf Initiative von Professor Poppel
reuter, Bonn, - Begutachtungsstellen eingerichtet worden, die 
Arbeitsanalysen vornehmen und die Oewinnung von Berufs
bildern auf psycho-physiologischer Orundlage zum liele haben. 
Die Untersuchungen des Kaiser-Wilhelms-Instituts Berlin (Pro
fessor Dr. Atzler) und des Instituts filr angewandte Psychologie 
(Dr. O. Lipmann, Berlin) haben die wissenschaftlichen Orund
lagen filr die Anpassung der Arbeltsvorgange und Arbeits
formen an die p, ycho-physische Konstitution der Arbeitenden 
und die Orientierung der Arbeitsorganisation an Optimallei
stungen erweitert. Den meisten l10chschulen lind Universltaten 
sind betriebs- oder arbeitswissenschaftliche Institute ange-
gliedert. . 
Die Entwicklllng der Berufseignungspsychologie hat zur Kom
bination verschiedener Methoden mit dem liel der Oewinnung 
eines Strukturbildes der Oesamtpersonlichkeit gefiihrt. 
Die Organisation der E i gnu n g s p r Ii fun g fiir lwecke der 
Berufsauslese wird seit Jahren lebhaft diskutiert, tells wird die 
Angliederung nur an wissenschaftliche Institute filr wiinschens
wert gehalten, tells die Verbindung mit Berufsamtern oder mit 
den Betrieben selbst. Die grossen Werke wol'en in der Regel, 
die Arbeiterauslese im eigenen Betrieb vomehmen. Sozial
politiker und Berufsberater weisen auf die bedenklichen Folgen 
einer "negativen Berufsauslese" durch die Betriebe hin. die 
lediglich unter privat-wirtschaftlichen Gesichtspunkten erfolgt, 
und halten an der Vornahme der Priifung durch neutrale Stellen 
fest, die dem eigentlichen Sinn der Berufsberatung· gerecht 
werden. 
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BeRU1'SBeRATUNo. 

Die Beziehung zwischen Arbeitgebern, Schule, Jugend- und 
WohlfahrtsAmtern und den Berufsberatungsstellen haben slch 
In erfreulicher Weise vertieft. Das Interesse der Arbeltgeber
und Arbeitnehmerorganlsationen wird durcb ibre BeteiliglIDg 
In den Ausscblissen der Arbeits- und Berufslimter wacb ge
halten. Zurzeit bestehen In Deutschland fast 600 Berufsbe
ratungsstellen, von denen im Jabren 19Z6 fast 400.000 Rat
suchenden Auskunft erteilt worden ist. Das Hauptkontingent 
der Besucber stellen die scbulentlassenden Jugendlicben dar, 
doch werden die Berufslimter auch in steigenden Masse von 
berelts In der Arbelt stebenden Personen in Anspruch ge
nommen. In den grosseren StAdten finden eignungs-psycbo
loglsche, hAufig aucb lirztllche Untersuchungen staU. Die Aus
blldung der Berufsberater und die Besetzung dleser Posten 
mit geschulten Krliften wlrd von Seiten der ZentralbehOrden 
gefOrdert. 
Verschledene Zentrallimter filr Berufsberatung haben frucbt
bare Arbeit filr die B e r u f s for s c bun g geleistet. Das 
Landesarbeltsamt Sachsen/ Anbalt glbt 1m .Einvernebmen mit 
dem Relchsarbeitsmlnlsterium eln "Handbuch der Berufe" her
aus, das auf Grund gemeinsamer Arbeit mit Betriebspraktikem 
und wlssenschaftlicb-arbeltenden Personlichkeiten zum ersten 
Mal elne Topograpble der Berufe bletet. .Es werden bier an
scbauliche Berufsbilder, Darstellungen des Arbeitsinbalts und 
der Arbeitsformen, der pbysischen und psycbischen Anforde
rungen, der Gefahren und wirtschaftlicben Ausslcbten gegeben. 
Gerade diese Arbeiten, die es ermoglichen elne Uebersicht Iiber 
die Struktur der Berufszweige, ilber die Verlagerung und Ver
zweigung der .Elnzelberufe und Ihre Abwandlung In den eln
zelnen Betrieben zu verfolgell, werden sowohl filr die Arbelts
wissenschaft wie filr die Praxis der Berufsberatung wlchtige 
Handhaben bleten. 

U!HRUNOSWe5fN, ANL.I!RNWfSI!N. 

Der Arbeitsausschuss filr Berufsausblldung, 
In dem die Relchsverblinde der Industrle und des Handwerks, 
der Deu tsche Auss.:huss fii r te chn Iscbes 5tb ul- 151" 
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we sen u.s.w. vertreten Sind, bearbeitet zentrale Fragen der 
Berufserziehung (l'acharbeiterausbildung, Berufsschulwesen, 
Ingenieurausbildung). Durch die Aufstellung von Lehrgangen 
und die Herausgabe von Lehrmitteln, durch Propaganda fiir die 
Einrichtung von Lehrwerkstatten und Werkschulen ist dati 
Lehrlings- und Anlernwesen in verschiedenen Industriezweigen 
in mustergiiItiger Weise planmassig neugestaltet worden. Nach 
einer Statistik von 1927 bestanden 111 Werkschulen. 
Fiir die Auswahl und Schulung von Werkmeistern, Vorarbel
tern usw., die mit der praktischen Anleitung und Anlemung 
der LehrHnge und Arbeiter betraut sind, haben sich iedoch 
noch keine festen Formen herausgebiJdet. Meist entscheidet 
hier das berufliche Konnen. Auch in den Reformvorschlagen 
fiir die AusbiJdung der Ingenieure haben diese Gesichtspunkte 
noch keine Beriicksichtigung gefunden, obgleich die Arbeiten 
iiber die "Psychologie des Anlernens" (Prof. Rupp, Berlin) 
weitgehende Beachtung gefunden haben. 
Das "Dinta".(Deutsches Institut fiir technische Arbeitsschulung) 
hat als erste Stelle Kurse fiir Ingenieure eingerichtet, die diese 
fiir die Organisation und Leitung von Lehrwerkstatten vorbiJden. 
Elnige grosse Firmen des Einzelhandels lassen Instruktorinnen 
in mehrmonatIichen Kursen vorbereiten, denen spater dann die 
Schulung des Verkaufspersonals obliegt. 

OEWINNBETEILlOUNo, OENOSSENSCHAl'TSWESEN. 

Eine Gewinnbeteiligung von Arbeltnehmern kommt ausser bel 
wenigen grosseren Flrmen, bei denen sie schon seit Jahren 
besteht z.B. Optische Werkstatte Zeiss-Werke, Jena; Heinrich 
Freese, Berlin usw., in nennenswertem Umfange nicht vor. 
Nach einer privaten Erhebung bestand Kapital- oder Gewlnn
beteiligung 1m Jahre 1922 bel 29 firmen; es ist anzunehmen, 
dass die Zahl inzwischen" zuriickgegangen ist. 
Von den Produktivgenossenschaften haben sich 
nur die Baugenossenschaften starker entwickeIt. Die in den 
"Bauhiitten" zusammengeschlossenen Gruppen von Facharbel. 
tern werden zum Teil auch von offentIichen Klirperschaften 
finanziert und erhalten von diesen Auftrage. 

,152 Aus wirtschaftIichen Griinden hat die alte Genossenschafts-
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form fast Immer aufgegeben und eine Umwandlung in Gesell
schaften mit beschrlinkter J:iaftung erfolgen miissen, die zum 
Tell jetzt von ihren auf kapltalistischer Grulldlage errichteten 
Dachgesellschaften gestiitzt werden. Diese sorgen dann fUr 
KapUal- und Auftragbeschaffung. So umfasst z.B. der inner
halb des Allgemeinen Deutschen Gewerkschaftsbundes be
griindete Verband Sozialer Baubetriebe 151 Betriebe mit 30.000 
beschliftigten Arbeitern. 
1m Anschluss an die K 0 n sum g e nos sen s c h aft e n, die 
eine bedeutende Entwicklung genommen haben, sind grosse 
Produktionsbetrlebe, Arbeiterbanken, Versicherungsgesellschaf
ten, Verllige usw. begriindet worden. Den beiden grossen Ver
blinden der Konsumvereine, die dem Allgemeinen Deutschen 
Gewerkschaftsbund und den Christlichen Gewerkschaften nahe
stehen, gehiirten 1926 vier Millionen Mitglieder an. Der Um
satz betrug fast 1 Milliarde. 
Die Betriebe der Arbelterverblinde sind grossenteils nach be
triebswissenschaftlichen Grundlagen ausgeriistet; besonderer 
Wert war auf arbeitserleichternde Einrichtungen gelegt. 

BIITRIEBSWOHLf'AHRTSPf'L1!OE. 

Elne umfassende Zusammenstellung der Einrichtungen der Be
trlebswohlfahrtspflege besteht nicht. Das Archiv fUr Wohlfahrts
pflege Berlin hat 1926 durch eine Umfrage bei iiber 100 Firmen 
Wohlfahrtselnrichtungen grosseren Umfangs festgestellt, be
sonders bel den grossen Werken, der Mechanischen-, Chemi
schen- und der Textillndustrle. 
Haupttypen sind Elnrlchtungen fUr Speisung und Erholung in 
den Betrieben selbst, Wohnungsfiirsorge, Fiirsorge fiir Wochne
rinnen, fUr Kinder und die zumeist im Anschluss an die Be
trlebskrankenkassen angegliederten Einrichtungen der Ge
sundheitsfiirsorge: Heiistlitten, Sanatorien, Erholungsheime. 
Das Interesse, das man der PfIege der korperlichen Uebungen 
entgegenbringt, kommt zum Ausdruck in der Schaffung von 
Sportaniagen. Die Pensionskassen einiger grlisserer Werke, 
die zum Tell durch die Inflation in Mitleidenschaft gezogen 
waren, sind wieder auigerichtet worden. fin Teil der Arbeiter-
schaft nimmt den Betriehswohlfahrtseinrichtungen gegenilber 153 
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eine ablehnende Stellung ein, da sie besonders durch Inan
spruchnahme der Wohnungsfiirsorge in zu starke Abhiingigkelt 
von den Werken zu geraten fiirchtet. 
1m Jahre 1926 waren in rund 100 Betrieben Fa b r i k p fie g e
rill II e II angestellt. Die von Dr. Frieda Wunderlich 1925 ge-
gebenen Darstellungen von Umfang und Formen der Fabrik
pflege ("Betriebswissenschaft und Betriebspflege", 1925) sind 
auch noch heute zutreffend. Der f ami lie n f ii r S 0 r g e
r i s c h e Charakter der Fabrikpflege hat sich noeh starker 
ausgepragt; zur eigentliehen Mitarbeit an der Bestgestaitung 
der Arbeit in den Betrieben werden die Fabrikpflegerinnen 
selten herangezogen. Diese Tendenz wird zum Teil durch 
die Stellungnahme der Arbeitersehaft verstarkt, die derartige 
Aufgaben den Betriebsraten oder anderen Arbeitsvertretern 
iibertragen wissen moehte. Eine Sonderstellung nehmen die 
sozialen Betfiebsarbeiterinnen in der Bielefelder Industrie ein, 
deren Arbeit von der Gesellsehaft fUr Soziales Reeht organl
siert und gefordert wird. Hier ist neben der pflegerisehen Ar
beit der sozialen Betriebsarbeiterinnen aueh die Mogliehkeit 
zur Herbeifiihrung von Reformen im Betriebe gegeben. 
Zusammenfassend lasst sieh sagen, dass der Faktor Meuseh in 
Betrieben in Deutschland wachsende Beriieksiehtigung findet, 
wenn wir uns aueh nicht verhehlen durfen, dass die Motive 
nieht ausschliesslich soziale sind. Die Einsicht, dass die Ge-
setze der Wirtschaft und die Gesetze der Mensehenokonomie 
nlcht diametral entgegengesetzt sind, sondern dass hier cine 
geistige Einheh besteht, stellt einen Fortschritt dar, der auch 
auf eine weitere Verbreitung der von der I. R.1. vertretenen 
Ideen hoffen lass!. 



ESPAGNE 
PAR JOSE MALLART. 

Profeu.llr • 1·ln.titut d. R~ducation Profeolionon .. Madrid 

Depuis la fin de la guerre, la plupart des industries souffrent 
en Espagne d'une crise de surproduction. Pendant la guerre, 
la concurrence des produits etrangers, dans Ie pays et m~me 
a. I'exterieur ayant diminue, on avait augmente la capacite de 
production en ameliorant I'outillage, en developpant les af
falres des industries deja existantes et en creant des industries 
nouvelles. Une fois que les pays belligerants se furent mls 
a. l'oeuvre de la reconstruction economique, la concurrence 
s'est fait sentir, non seulement sur les marches de I'exterieur, 
mais aussi a I'interleur du pays. 
Les industriels, qui avalent assume des frais pour ameliorer 
leurs Installations, et qui produisaient plus qu'ils ne vendalent 
n'etaient plus disposes a ·faire des sacrifices. Les concessions, 
qu'US faisaient bon gre mal gre et generalement a la suite de 
gr~ves, durent s'arreter au moment oj) Ie marche ne permet
tait deja plus une marge suffisante de benefices pour les accor
der. eet arret dure encore a I'heure actuelle et s'etend aux 
oeuvres du service social qui demandent des depenses un peu 
elevees et a I'adoption des nouvelles methodes d'organisation 
Industrielle. 
Mals la crise, en faisant appel a. I'economie des forces et au 
raisonnement, a ete peut-etre favorable a l'application des me
sures de conciliation et a l'entree d'une ~re de collaboration 
entre l'element Ilatronal et I'element ouvrier. 
D'une part les ouvrlers ont reconnu qu'its etaient arrives a 
la llmite des concessions qu'Us pouvaient obtenir par la force: 
lis ont la journee de huit heures (7 heures dans certains travaux, 

. comme ceux de 1'Interieur des mines) i1s ont un taux de salaires 
qui I}'est pas inferieur a. celui de la moyenne des pays de 
l'Europe; I on a des tribunaux Industriels oj) patrons et ouvriers 
sont egalement representes, des lois de protection en mati~re 
d'accldents du travail et du travail a. domicile, etc.. des insti-

• Pendant la p6r1odo 1914-1925 les salalres en espagne ont augmente en 
moyoone de 130 %, tandis Que les Indices du coilt de la vie n'ont augment'; 
QUO de 100 % environ. V. estadistlca de Salarlos y Jordanas de Trabal ... 
Mlnlsterlo de Trabalo, Comerc\o • Industria, Madrid. 19:.1'1. 155 
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tutions de prevoyance et de secours, telles que "I'lnstituto 
Nacional de Prevision et J'Instituo de Reeducaci6n profesional 
de Invalidos del Trabajo". D'autre part, les patrons ont com
mimce a comprendre qu'i1s ne pouvaient plus s'imposer d'une 
facon autoritaire, et qu'i1 fallait faire appel a la collaboration 
dans toutes les choses de la vie industrielle, oil iI n'existe au 
fond qu'un interet commun. La fermeture de quelques usines 
importantes, a la suite de gr~ves, a un moment oil les cir
constances economiques prenaient une tournure peu favorable 
aux concessions, a fait reflechir patrons et ouvriers. Un 
exemple frappant en a ete donne par la fabrique d'automobiles 
Hispano-Suiza, transferee de Barcelone en une autre region oil 
les luttes sociales etaient moins accentuees. 
La Commission Mixte du Travail, qui fut creee a Barcelone 
par Decret Royal en 1919, au moment Ie plus difficile des 
luttes sociales en Espagne, afin de prevenir les conflits et de 
chercher des solutions harmonieuses en ce qui conceme les 
relations entre patrons et ouvriers des diverses industries, ne 
put exercer son action que dans quelques branches (speciale
ment dans Ie commerce), et seulement au moment oil, la crise 
economiques s'accentuant, les luttes sociales devaient cesser 
par la force des choses. Ces conflits tendant a I'anarchie la 
plus efirenee, patrons, ouvriers inclinhent a la raison et se 
rapprocherent des idees d'association. Actuellement on procMe 
a la creation de comites paritaires pour chaque branche indu
strielle et dans chaque localite: les questions de fixation de la 

. joumee, de la retribution, des conditions du travail, etc. commen
cent a etre I'objet de deliberations au sein des Comites pari
taires, oil les forces patronales et ouvri~res sont equilibrees. 
On arrive meme a regulariser Ie travail a domicile. De celte 
facon les relations entre patrons et ouvriers obeissent a des 
normes juri diques et morales qui font appel aux interets des uns 
et des autres, ce qui porte a I'esprit de collaboration. 
Cet esprit de collaboration se manifeste deja par I'entree de 
representants ouvriers dans Ie conseil de direction et d'admi
nistration de quelques grandes industries. II faut citer lei 
I'exemple de la "Compania Arrendataria de Tabacos", qui a 

156 Ie monopole de la preparation et de la vente des tabacs, sous 
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Ie controle de l'Etat, et qui a 6t6 des premic):res a avoir des 
repr6sentants ouvriers dans son conseil d'administration. 
I.es organlsmes gouvernementaux avaient en quelque sorte 
pr6par6 cet 6tat d'entente qui commence a se manifester. Depuis 
1903, exlstait a Madrid "I'lnstituto de Reformas sociales" oil 
slegealent des representants ouvriers et patronaux, a cot6 des 
techniciens de la legislation sociale et de I'organisation du 
travail. Cet organisme officiel, transform6 a pr6sent en "Con
seil du Travail" et en "Ecole Sociale du Ministc):re du Travail 
du Commerce et de I'Industrie", a 6t6 l'inspirateur de la poli
tlque sociale du gouvernement, et a contribu6 a la diffusion 
des Id6es de progrc):s social et de conciliation des Inter!ts dans 
I'lndustrie. 11 a donn6 lieu a la cr6ation des "Comlt6s de 
Reformes Soclales", qui etalent des organes mixtes (com
poses de patrons et d'ouvrlers) charges de r6soudre les diffe
rends surgis et d'interpr6ter la legislation sociale dans son 
application dans les diverses loca1lt6s. C'est grace a son ac
tion que la Lol du Contrat de travail a pu etre promulguee 
en 1926 sans protestation de la part des 61ements patronaux, 
c'est grace a ('etat d'esprit cre6 par les lois que cet organlsme 
avalt insplrees que Ie ministre, M. Aun6s, a pu developper son 
vaste plan d'organisation corporative nationale et de consti
tution paritalre de patrons et ouvrlers. 
En meme temps, la diffusion des principes de la psychologie 
tndustrlelle a commence a aglr sur I'esprit des organisateurs 
et des dlrecteurs d'entreprlses. Les essals de participation aux 
benefices faits par des firmes telles que "La Papelera Espa
nola" et "Prensa Espanola", les systc):mes de recompenses 
employes par des compagnles de chemins de fer et par plu
sleurs entreprlses Industrlelles, constituent des germes actifs 
d'un renouvellement des relations humalnes au sein des In
dustries. 
D'allleurs, la cr6ation de services soclaux a la charge ou au 
benefice des entreprises a commenc6 a preparer Ie terrain a un 
developpement cooperatlf. Voeuvre d'hyglc):ne et de pr6-
voyance Qui se poursuit sous i'impulsion des inspecteurs du 
travail et de Quelques femmes de bonne volontE. recrut6es un 
peu partout parmi les infirmic):res dipl6mees et parmi les an- iS7 
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ciennes l:1~ves des divers cenfres de culture professionnelle et 
sociale, constituent un l:1l:ment tr~s important. Des oeuvres 
telles que les garderies d'enfants etablies surtout a Barcelone 
sous les auspices des entreprises qui emploient des femmes; 
telles aussi que les colonies de vacances a I'exemple de celles de 
l' "Energia EIl:ctrica de Cataluna", les l:coles pour les enfants 
des ouvriers dans les colonies industrielles du nord et de l'est de 
l'Espagne, les bourses d'etudes et de voyage crl:l:es par :les 
compagnies telles que la Duro felguera et certaines firmes de 
Catalogne, au bi:ni:fiae des plus doues parmi leurs ouvriers 
jeunes, sont des facteurs qui prl:parent I'l:tat d'esprit nl:ces
saire pour obtenir I'harmonie dans les entreprises. 
11 n'est pas besoin de dire que les regions instruites sont 
les plus favorables au perfectionnement des relations humaines 
dans I'industrie. Les districts ou existent des centres de 
culture ouvri~re, des ecoles d'apprentissage, des bibliotbeques. 
des atbenees a la portee de la majorite de la population 
ouvri~re, SOllt arrives attx benefices de I'organisation moderne 
sans grandes difficultes, presque sans Itttte~. L'exemple est 
donne par la plupart des petites villes industriclles de la Ca
talogne et lies provinces basques, ou Ie niveau moyen de 
culture ouvri~re est generalement superieur au reste du pays 
et aux.grands centres industriels, qui ont touiours a resoudre 
de serieux probl~mes poses par I'immigration d'une population 
ouvri~re i\lettree ou peu disciplinee pour la vie sociale. D'une 
facon generale, on peut constater l'irradiation des centres de 
culture ouvri~re, un peu trop clairsemes dans Ie pays, en sttl
vant les etapes de ceux qui en ont reeu I'influence. Des in
stitutions telles que Ie Patronat des Ingenieurs et Ouvriers a 
l'Etranger (Madrid), I'lnstitut de Culture et la Bibliotbeque 
Populaire pour la Femme, de meme que l'Ecole du Travail 
(Barcelone), ont fourni a I'organisation sociale des ouvriers 
et a I'industrie de tr~s bons elements de progri:s et d'entente 
humaine. 
Les effets de l'cnseignement professionnel sont tr~ sensibles. 
Un exemple typique en est fourni par la petite ville d'Eibar qui, 
avec son l:cole d'armurerie, a donne non settlement des gene-
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une grande faculte d'adaptation sociale et qui ont collabore a 
I'etablissement de formes d'organisation industrielle telles que 
I'actionnariat ouvrier et la cooperative de travailleurs. On 
trouve dans cette ville, dirigee par des anciens eleves de 
I'ecole professlonnelle, une cooperative ouvri~re socialiste, qui 
s'est constitu~e a la suite de la crise les debouches pour les 
produits de I'lndustrle des armes, et qui fabrique la prelPi~re 
marque espagnole de mdchines a coudre. 
O'ailleurs, c'est un fait g~n~ralement constate dans Ie pays, 
que les entreprises Industrielles les mieux organisees et celles 
qui sont arriv~es, avec Ie moins de lutte, a un accord satis
faissant tant entre les membres du personnel qu'entre directeurs 
et dirig~s, ,ont chez elles un certain nombre d'~lements in
fluences par I'ecole professlonnelle. Dans bien des industries 
oil I'on se preoccupe du facteur humaln et des methodes 
d'organisatlon scientifique, nombre de postes responsables 
sont occupes par d'anclens boursiers du "Patronato de In
genleros y Obreros en el Extranlero". 
Cette constatation est particuli~rement interessante en Es
pagne, oil un certain nombre d'industriels avaient peur de 
I'instructlon de I'ouvrier, pensant qu'elle pouvait etre une arme 
contre leurs Interets. Quand on a vu que les travailleurs sans 
profession d6finie et que les masses incultes etaient les plus 
a redouter dans les confJits sociaux, on a tourne les yeux 
vers I'enseignement professionnel. On a commence a com
prendre que c'est par 1'616vation du niveau culturel de I'ouvrier 
que I'on pourra d6velopper Ie vaste plan de renouvellement 
Industriel qui anime maintenant la pays. La Loi de l'Ensei
gnement industriel de 1924 (Estatut:> de Ensenanza industrial) 
est venue donner une constitution organique aux initiatives 
de formation professionnelle. L'extenslon de I'Universite In
dustrlelle de Barcelone, la fondation de I'Universlte Industrielle 
de Madrid, la cr6atlon de nouvelles ecoles professionnelles a 
la charge de l'Etat, des provinces, des municipalites et des 
organlsmes economiques, sont des manifestations de la foi que 
I'on a mise dans I'enseignement comme moyen d'enrayer la 
longue crise economique et d'610igner la possibilite des Inttes 
soclales dont Ie pays a tant soufferl ces demi~res ann~ II 159 
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existe m~me plusieurs centres d'instruction professionnelle 
~parpilJes dans Ie pays, crees et soutenus par des syndicats 
ouvriers, qui n'ont donne que de bons resultats au point de 
vue des relations humaines. Exemple, les ecoles d'apprentis 
Iithographes du Syndicat des ouvriers imprlmeurs et l'Ecole 
d'apprentis metallurgistes du Syndicat Metallurgique de 
Madrid. 
II faut souligner ici la tendance des publications ouvrl~res, 
meme des organes de propagande syndicale et politique, a 
s'occuper des questions professionnelles et de la technique in
dustrielle. Les probl~mes de I'organisation du travail humain 
y sont presentes et discutes sur un ton generalement ouvert 
a la franche collaboration. Cette presse ouvri~re exerce une 
influence ~vidente sur la vie du travail et sur les possibilites 
d'adaptation aux methodes periectionnees de I'industrie. l.a 
Cooperative ouvriere des Mines de San Vicente (Asturies), 
I'actionnariat de travail constitue par les ouvriers de J<ivea 
pour la creation d'une entreprise hydraulique, peuvent !ltre 
consideres comme les premiers fruits de cette culture ouvri~re 
que les travaiIJeurs se sont donnee it eux-ml!mes. 
Mais, de plus, toute cette culture l'rofessionnelle, qui influence 
favorablement les relations humaines dans les industries, 
est accompagnee de I'action educative sociale, dont Ie noyau 
principal s'est forme aut~ur de "I'Instituto de Reformas So
ciales" et de sa continua trice, "I'Ecole Sociale" du Minislere 
du Travail, avec des organisations telles que la Societe pour 
I'Etude du ChOmage (constituee en 1910), la Societe pour Ie 
Progres Social, "l'Instituto Nacional de Previsi6n" et de nom
breux centres qui, par des publications, des cours, des con
ferences font parvenir a l'esprit des ouvriers et des patrons 
les resultats de la recherche sociale tendant a une organisation 
du travail toujours plus humaine et plus economique. Des 
prix, tels que la Fondation Marva et Ie Prix Aun6s, ont et~' crees 
pour stimuler les etudes sur les questions posees par l'orga
nisation du travail, ce qui contribue aussi a incliner a une 
attitude sereine et scientifique, les dirigeants de masses 
ouvrieres et les chefs des entreprises, en les detoumant des 
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Le fait m~me de voir que les hommes de science s'occupenl 
du blen-etre de I'ouvrler, de I'~conomle de I'effort, de l'~lImi
nation de la fatigue inutile dans Ie travail, a un grand effel 
conciliateur et harmonisateur chez I'ouvrier; nous avons pu 
Ie cons tater ~ Madrid, ~ la suite des conf~rences donnees sur 
ces questions ~ la "Casa del Pueblo" et ~ I'Institut de R~
~ducation Professionnelle. Mais, naturellement, Ie plus grand 
r~sultat est obtenu lorsqu'on s'occU\le de ces questions dans la 
vie pratique de I'usine. Des entreprises'telles que les "Fabriques 
Oal", la "Maquinlsta del Ebro", etc., nous fournlraient des 
detalls Int~ressants a ce sujet. 
51 nous examlnons les resultats de I'orientation professionnelIe, 
surtout de celIe qui se fait scientiflquement, on ne peut qu'etre 
tr~s optimiste en ce qui conceme les effets produits sur les 
bonnes relations dans l'industrie. II suffirait de remonter aux 
prlnclpes, et de consid~rer tout l'~qui1ibre fonctionnel des 
Indlvldus et des collectivlt~s que I'on pourralt obtenir en 
assignant a chacun la vrale place que lui destine la nature. 
Nous avons fait des constatations pr~cises sur ce sulet a 
l'Institut d'Orlentation et de 5~lection professionnelle. a Ma
drld; mais on peut surtout rap porter une enqullte faite par 
I'Institut d'Orlcntation professionnelle de Barcelone, II y a d~ja 
quelques ann~es. II s'aglssait, en les comparant avec les 
autres, de savolr dans queUe mesure les indivldus qui avaient 
suivl les conseil donn~s par I'institut, progressalent technique
ment, avaient Ie goOt du travail, se fatigualent moins et don
naient un rendement sup~rleur. Eh bien, on a obtenu des 
r~ponses tout ~ fait satisfaisantes, qui prouvent I'efflcacit~ de 
I'orlentation professionneUe au point de vue de I'expansion 
vitale du travallleur et de sa collaboration au travall. t 
Devant tous ces faits, et les applications ~conomiques et so
clales, II s'est cr~~ en Espagne une ambiance assez favorable 
aux ~tudes du facteur humaln. Le r~cent Decret Royal char
geant Ie Mlnlst~re du Travall de la creation de I'lnstitut de 
Psychologle app\iqu~e 1 l'Industrie, la constitution du Comite 
National d'Organlsation 5clentifique du Travail, la cr~atlon 

I V. Compte-rendu de la lII~me Conf6rence Intematlonale de Psycho-
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de nouveaux offices d'Orientation professionnelle montrent un 
mouvement assez important, dans lequel un rOle de tout pre
mier ordre a ete joue par un membre de 1'1. R. I., Monsieur 
C. de Madariaga, directeur-general du Commerce et de \'In
dustrie. Ce mouvement nous annonce I'approche d'une ~re 
de franche harmonie dans I'organisation des forces humaines 
dans Ie pays. 



FINLAND 
BY FROKEN HELNY BERCBOM, 
Lady Factory IDlpector, HelUna:foJII 

CO-OPeRATION IN INDUS~Y. 

In finland, as In the leading manufacturing countries, the 
Industrial development has given rise to associations among 
workers as well as among employers, and these organisations 
naturally play a very noteworthy part in the industry of the 
country. The exports of finland mainly consist of products 
from our forests, and at the present time are of considerable 
extent embracing: sawmill products, paper, woodpulp, che
mical woodpulp; to which must be added dairy products 
such as butter and cheese. On account of this It is evident that 
the employers' associations representing these Industries by 
means of their cooperation and organization exports, are of 
great importance in the national economy. Also in regard to 
labor disputes In particular establishments, or in the whole 
branch of Industry, the existence of these associations among 
workers as well as employers Is often of primary importance. 
Of a total of about 250,000 workers, about 70,000 belong to 
their respective labor organisations. 
The great majority of the large industrial enterprises in Pln
land are run In the form of joint stock companies. At the 
same time the cooperative movement has been accepted with 
great interest, especially among people of small means. The 
cooperative movement has been particularlY applied to com
mercial activities; nowadays there are cooperative stores 
almost in every village of any size, and the cooperative 
central-associations show an Increase both In membership and 
in trade, which would be surprising even in more favourable 
circumstances. Alongside such purely commercial activities 
these associations are succesful1y developing Industrial enter
prises. Also as regards Industrial hygiene and welfare work, 
our cooperative enterprises may well serve as good examples. 
The cooperative movement has, furthermore, gained a victory 
among the agricultural population. The farmer, operating on 
a small scale, welcomes this new method since It provides 
the opportunity of profitablly cultivating and exporting the 
abundant annual surplus of dairy products. 163 
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INSTRUCTION AND TRAINING. 

In accordance with the law of compulsory education, a public 
school graduate in a city, country-town or densely populated 
village is obliged to attend a continuation school for either 
one or two years. These schools differ in different towns 
but in general they lay more stress on domestic economy 
and needlework for the girls and on carpentery and metal 
work for the boys, than do the public schools. Considerable 
emphasis is placed on the theoretical side, since the main 
purpose is to give the young boys and girls a somewhat 
better general education and a more practical instruction than 
they have received in the public schools. This advanced 
obligatory instruction, however, is not yet carried on in all 
parts of the country. 
I'or the public school graduate there are also vocational 
schools with somewhat the same curriculum as has been des
cribed but intended more particularly to give the young people 
a good basis for their future trades. 
Vocational Training in our country Is mostly given in factories 
and in workshops, in some vocations with a definite apprentice
ship, in others with an indefinite one. For the promotion 
of vocational training, a law on apprenticeship was enacted 
in 1923. This law requires a written agreement between an 
employer and the guardian of a worker under 18 years of 
age, which agreement must be registered by the Vocational 
Training Board. The law is enforced by factory inspectors, 
and applies to those trades in which the apprenticeship 
is for 2 years or more, at the end of which period a public 
proof of skill must be given. Certain industries, as for example 
the printing trade, have arranged through the initiative of the 
employers, and with the support of the community, for their 
apprentices to attend a one-day school for theoretical and 
practical training. In the metal industry, one of our leading 
concerns has organized a half-day school and dormitory ac
commodation for 48, or half of all the apprentices, who are 
divided into 4 classes, each class remaning one year, this being 
the period of their apprenticeship. Each apprentice is exempted 
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to attend teaching In theoretical subjects pertinent to his 
vocation. In addition to this, he is given instruction In other 
theoretical subjects for 4 hours weekly in evening classes. 
The'dormitory and the . lecture hall are in the same building: 
and both are looked after by the same person. 
For demonstrating new work methods and systems, an or~ 
ganization interested particularly in this arranges short 
courses of 1 or 2 weel[s for older trained workers who are 
engaged in the respective trades. 

INDUSTalAL WELfAAf WOaK. 
Industry in Finland is comparatively young and only the large 
industrial establishments are Interested In industrial welfare 
work. The country is sparsely settled and because the fac
tories are most often located by waterfalls or rivers, it is 
necessary In order to secure good workers in these waste 
tracts, to build houses for them. R.esulting from the industrial 
development and from the present standard of housing among 
our workers, the housing problem nowadays is of significance, 
and, from the social point of view, is perhaps the most 
important kind of welfare work because of its bearing on 
the well-being of the working-class. During recent years 
the type of housing has' Improved. The number of rooms 
has Increased from one to two or three, attention being alsO' 
paid to the needs of large families for larger Quarters, 
proper location and' surroundings. In short the aim Is 
to give workers a real home, and not only a house to 
live in. 
In spite of the fact that the Finnish population has come under 
the enervating influence of industrialism at a relatively late 
date, and that the population is healthy and vigorous due to 
the hard struggle against severe nature, welfare work has 
been concentrated to a remarkable degree on hygienic in
formation. 
During the past years special courses in social hygiene for 
trained nurses have been arranged. and these ''health 
sisters" as they are called. have been much in demand by our 
industrial centers, espeCially in the country. Their work Is 165 
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usually a combination of nursing of the sick and instructing in 
social hygiene. 
The Kindergarten movement has become very popular in our 
country, the Finnish government covering a third of their 
running expenses. 
The peculiar political circumstances and lack of capital in 
Finland have prevented realization of general old age pension 
and health insurance schemes, even though these questions have 
been in the forefront. At the present time the worker is 
entitled to old age pension only if he has been engaged by the 
same employer for a suffidently long period, that is at least 20 
years, and if he at the same time evidently is unable to work. 
Absence of general health insurance has to a great degree led 
workers in large establishments to found private funds under 
their own control. The employer usually contributes to them 
up to a considerable amount. In the case of illness the law 
provides compensation only during 14 days. 
Even though our large industrial plants have not so far applied 
any definite plan or coherent direction by engaging a social 
worker or secretary, a great number of employers show 
interest and understanding at least in certain forms of welfare 
work. Sport, music, nursing of the sick, child welfare, voca
tional training etc. are more or less supported by most of the 
concerns. 
It is natural that industrial welfare work is especially near to 
the heart of the lady inspectors of factories, and they have to a 
great degree succeeded in directing employers' attention to 
the need of healthy housing, organized nursing of the sick, 
the establishing of day.nurseries and Kindergarten and gar
dening for children, vocational schools, OCCUpying workers in 
their leisure time etc. It is taken for granted, even by the 
majority, that for lady inspectors this kind of welfare work 
is their duty. 

VOCATIONAL SELECTION. 
The question of vocational selection is only to a certain degree 
practised scientifically. It is not however entirely omitted. 
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Institute for their own needs, though outsiders are allowed to 
use It. Also in the upper classes of public schools and In 
certain associations, this matter has been under discussion, 
the direct positive result of this Interest in Helsingiors being 
the establishment of two bureaus for advice in vocational 
questions, 
Because· the country Is sparsely populated and because our 
main industries are out of town, the question of vocation Is 
a rather simple one for those who want to stay in their home 
villages: there is little room for choice. 
The year 1928 Is a noteworthy one In the history of f>lnland. 
because It Is the lOth year of Independence. In social and 
economic matters the Improvement is considerable. That we 
still are behind in certain forms of social legislation is due to 
our previous changing and dependent state. Our present 
legislation is In many cases even radical, and our labor laws 
In regard to working hours etc. show that It Is not because 
of conservatism that old and sick workers have not yet been 
regarded with greater care. The gradually improving economy 
of the state together with satisfactory industrial cooperation 
are a guarantee that defects In our labor-legislation will soon 
be removed. 
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THe JOINT COMMITTee MoveMeNT. 

It is particularly dangerous to attempt to dogmalise or gener
alise on any subject in the realm of modern industry with its 
constantly changing conditions. The danger is further Increased 
if there is' an insufficiency of time and facilities to make a 
really adequate survey of any given field. At the same time 
a consideration of the many schemes in operation in works 
and factories in widely differing trades leads to the con
clusion that there is at the present time a real development 
of the committee idea. 
To understand the present position, the history of the past 
- in particular of the last decade - must be examined. The 
majority of pre-war committees appear to have dealt with 
"particular questions affecting the conditions '1l.nd remuner
ation of labour in a given works", i. e. for the purpose (in 
the main) of collective bargaining. There were in addition 
some which dealt with the social well-being of the workers, 
and it is possible to detect the germ of the conception of 
co-operation in industry brought into prominence in the war 
and crystalized in the well-known findings of the Whitley 
Committee in 1918 "for securing a permanent improvement In 
the relations between employers and workers". 
To many it seems that the high hopes then raised have been 
dashed to the ground. They point to the fact that of the seventy
three Joint Industrial Councils working in 1922 only forty-three 
survived in 1925, while according to the statistic.~ given by the 
Balfour Report an even greater number of District and Works 
Committees have ceased to function. The passage of time 
has revealed some of the causes for the partial failure. The 
scheme was premature. "At the time of the appointment of the 
Whitley Committee there was a wide-spread belief that indus
trial relations had been permanently modified by war experi
ence". This was not so and without honesty of purpose the 
Whitley scheme could not function. 
Further it has been pointed out that it took no cognisance of the 
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seemed essentially beside the point. There would appear to be 
In Great Britain a strong feeling in favour of each works forming 
its own committees and tackling its own problems from inside 
rather than removing them for settlement to what is regarded 
an "outside body" such as a National or District Council. In 
the words of one industrialist, "Par more important than a 
National Committee is the development of a scheme dealing 
with working conditions in the individual factory." 
Again, the view has sometimes been expressed that the" Joint 
District Councils do too little work and the National Joint Exe
cutive too much." But if the ideas embodied in the reports 
have never been more than partially realised, they have on the 
other hand never been wholly set aside. There may be but few 
Joint Industrial Councils functioning now, and fewer still works 
committees in official connection with them, but the committee 
idea is very much alive. It has survived in numberless works 
councils, works committees, welfare committees, social 
committees, factory committees, etc. which under every 
conceivable form of constitution, and with innumerable differ
ence in scope and declared object, are all ostensibly existing 
to promote harmony in industry. 
Various features of the present position may be noted -
changes resulting from the evolution in outlook both of 
employed and employers. There is a growing conviction 
in certain quarters that no lasting good can be accom
plished or real co-operation achieved unless there. is in 
existence a J 0 I n t Committee or Council consisting of 
representatives of both workers and management. The report 
of a special committee recently set up by an Employer's 
Federation into certain aspects of their Joint Industrial Councll 
urges employers to attend Works Committees, "personal 
contact being the solution of most difficulties in labour matters". 
It is true that in some concerns the emphasis is laid on the 
importance and desirability of providing for ''free and un
influenced deliberations by the work-people", on the necessity 
for "freedom of discussion", which is sometimes interpreted to 
mean the setting up of a Committee composed of workers 
alone. Against this must be set the experience of other con- 169 
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cerns which believe that the fundamental principle of the 
Council is that it provides an opportunity for Management 
and workers to discuss problems tog e the r and that "it is 
foreign to the spirit of a Works Committee for each side to 
make up their minds separately." The importance of direct 
contact in round table discussions is realised and this is 
clearly an advance on the idea that a Works Committee is a 
body of accredited representatives with whom the Board of 
Directors can communicate at any time - valuable as the latter 
idea is as a first step. 
Again some Committees which at one time had regarded 
membership of a Trade Union as an essential Qualification for 
membership of the Works Committee have rescinded this rule, 
for varying reasons but in no case in any spirit of antagonism 
to the Trade Union movement. 
It is recognised that if a Works Committee is to function as 
it should, it must be taken seriouslY and "adopted as an 
integral part of the factory organisation just as any other 
vital function of a modern business." Even when fairly long 
periods elapse without any real need for consultation It is 
seen that real value exists in the "static potentialities". The 
right of appeal against dismissal, the power of revision of 
Works Rules, the compilation and alteration of Conditions of 
Employment or Contract of Service may be instanced as 
features of the work of some committees which have passed 
the initial stage of dealing with petty grievances. The in
evitable development of the personality of those who serve 
on such Committees is a result which is now beginning to be 
seen and is a development fraught with more possibilities for 
the future than some may have imagined. 
"Probably the most valuable work that the best committees 
are to-day engaged upon is that of preparation, of laying the 
foundations upon which it may be possible to convert into 
fact the vision of honest co-operation that was seen by the 
members of the Whitley Committee. That some firms are 
already far in advance of this preparatory work is well known. 
They are building on foundations laid truly and long ago: 

170 they are the leaders, but, they are also the exceptions". 



QR.EAT BRITAIN 

SCIENTII"IC MANAGEMeNT. 

The development of Scientific Management In Oreat Britain 
may be divided into four periods. From 1910 to 1916 a few 
industrial companies had begun to study the work of F. W. 
Taylor and to some degree to apply his philosophy and methods 
to their own problems. Among these Hans Renold's were the 
most notable. At this stage applications of Scientific Manage
ment principles were deliberate and bnitative. Those who 
were interested were avowed disciples of Taylor. The use 
made of his work was along the line of direct copying of 
methods and systems, rather than a free application of his 
philosophy to different national conditions. 
From 1916 to 1921 the necessities of war-time prodUction, 
particularly in the engineering trades, and the abandonment 
of trade-unioll restrictions, gave a great impetus to experimellts 
likely to increase output. The various devices of Scientific 
Management were freely adopted, but the work was necessarily 
hurried and provisional: there was little time for careful 
experiment. The period however marked a great advance In 
national consciousness of the possibility of a new attitude 
towards industrial production and Its administration. The 
question of output was recognised as a national interest. The 
knowledge and resources of the State were applied directly to 
the task of coordinating and making known the best available 
practice. 
Thus the Committee on the Health of Munition Workers called 
attention to the possibility of a more scientific attitude towards 
Industrial personnel. Towards the end of this period its work 
resulted In the establishment of the Industrial Fatigue Research 
Board and the National Institute of Industrial Psychology. 
The study of psycho-technology was definitely formulated as 
a factor In our national Industrial admlnlstratiolL On the side 
of material, the end of the period witnessed the foundation of 
the Department of Scientific and Industrial Research, which 
has up-to-date resulted in the establishment of 25 Trade 
Research Associations. It also controls a number of State 
Laboratories specialised along various lines. The requirements 
of control forced many manufacturers to establish costings- 171 
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departments. finally the Ministry of Reconstruction gave an 
official blessing to a general policy of scientific management, 
and several of its pamphlets were devoted to the question. 
The whole of this development was, however, deliberately dis
associated from f. W. Taylor and his work, although it was 
entirely in line with his fundamental philosophy and teaching. 
The labour reaction against his methods, or rather the mis
application of his methods, had made great headway in the 
United States, particularly in the NavY Yards and other govern
ment establishments. The leaders of the far stronger British 
Trade Unions, many of which were on a craft-basis, fully 
shared the apprehension of their American colleagues as to 
the possible effects of "Taylorism" as they understood it. 
Throughout the period the power and position of the great 
trade unions increased unprecedently. There was therefore 
a natural tendency on the part of the State, scientists, and 
employers, while pressing forward in every way the applica
tion of new scientific discovery and of the methods of science 
to the problems of industrial administration, to avoid any 
direct association with F. W. Taylor's pioneer work or with 
the term "scientific management". There was little deliberate 
attempt to take industrial concerns and to reorganise them 
completely along scientific lines. The tendency was rather to 
apply new sciences and devices, psychology, physiology, min
eralogy, costing, time-study and the like, piecemeal to specific 
problems. 
This tendency was on the whole strengthened by the severe 
depression of 1922 to 1926. The readjustment from a war
time price level gave rise to many industrial disputes. Rigid 
economy was enforced on all departments of government. 
There was little money for new developments with the majority 
of businesses. There was a distinct set-back in the general 
interest taken in scientific management during this period. On 
the other hand the organisations established during the first 
flush of reconstruction continued to function. And in many 
instances, firms and industries faced with the increased costs 
and decreased turnover determined on radical reorganisation 
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extension of bonus methods of payment and of time-study 
throughout the engineering industries. 
The position at the present juncture is far more promising 
than at any time since 1922. In certain obvious instances, 
such as coal and cotton, the older methods of management 
prevail over large areas of industry and partly account for 
their desperate economic plight. But even in these cases 
there are not wanting enclaves, such as the Egyptian section 
in the cotton trade, and the South Yorkshire coal field, which 
act as examples to their fellow-manufacturers, proving day 
by day the direct economic advantage of modern equipment 
backed by scientific organisation and management. In all the 
more modern enterprises there is alertness to possibilities of 
change and of greater efficiency along scientific lines. Certain 
factories provide the highlights. The amazing recovery of 
Austin Motors and Dunlop Rubber Company from financial 
difficulties Is directly attributable In both cases to an extensive 
application of scientific management. 
Employers in general are feeling out towards a wider con
ception of their duties and responsibilities. This movement is 
stili largely unconscious and inarticulate. There are few delib
erate applications of "Scientific Management" in the sense 
of a complete application of the Taylor system and methods. 
Indeed the day for a directly Imitative policy is past. Taylor's 
contribution is beginning to be recognised for what it really 
Is, not a series of devices, but a new philosophy, a fresh 
attitude of mind, in approaching problems of industrial man
agement of all kinds. The opposition of organised labour to 
the conception of scientific methods is foliowing the example 
of the American Federation of Labour, and rapidly 
changing. 
OWing to the unpremeditated and unconscious character. of this 
development it has not as yet expressed itself in any national 
organisation for the study of scientific management. But a 
number of technical and professional institutions, dealing with 
special aspects of the problem, have made steady progress. 
Among them the National Institute of Industrial Psychologl'. 
the Institute of Cost and Works Accountants, the Incorporated 173 
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Sales Managers Association, the British Engineering Standards 
Association call for mention. The movement known as 
"Management Research Groups" is making rapid progress In 
uniting manufacturers in the study of their management prob
lems. Sir Alfred Mond has arranged a jOint conference of 
trade union representatives and leading employers which will 
undoubtedly have important results on similar lines. The 
Empire Marketing Board is doing valuable educative work 
on the distributive side. The Board of Trade has recently 
established a national committee for the discussion of simplifica
tion and standardisation. 
In short, while, with important exceptions, the majority of 
British employers would confess to ignorance of 1". W. Taylor's 
work, and deny any intention of applying scientific managemenf 
in their factories, the undertakings which remain entirely im
mune from the general effects of his teaching are a rapidly 
decreasing minority. On all sides there is a growing recognition 
that the problems of industrial administration can and must be 
studied on scientific lines. The new knowledge and powers 
derived from such study may, it is true, be abused, and even 
directed to anti-social purposes; but properly applied and with 
adequate safeguards for labour, they must result not only 
in lower costs and increased productivity, but in higher 
earnings for the individual worker, a more interesting task, 
and greater security under an improved standard of life for 
the community. 

PRESENT TeNDENCIES IN eDUCATION AS APPLIeD TO INDUSTRY 
AND COMMERCe. 
It is clearly impossible to deal, except in the most fragmentary 
and superficial manner, with the question of education in in
dustry and commerce within the prescribed limits of space. 
I have therefore confined myself to a series of references to 
present tendencies. The following sections of work are 
mentioned. 

School Leaving Age. 
General Education during Adolescence. 

!74 Apprenticeship and Training. 



Physical Training. 
Selection for Promotion. 
Training for Positions of Responsibility. 
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l.ectures for those already holding positions of responsibility. 
General Adult Education. 

In British educational circles there is at present the verY 
controversial issue of the direction which should be taken by 
the next extension of educational facilities for the younger 
generation. Should the school leaving age be raised to fifteen, 
or should full-time education cease where it does at present, 
and be followed by part-time continuative education during 
three or four years of adolescence? Probably the opinion of 
teachers Is in favour of the raising of the school leaving age, 
but industrial opinion Is certainly divided, and the balance has 
not been effectively ascertained. 
Organised Introduction of the young wage-earner to indus
trial conditions has become more common during the past 
decade: one method is that of the Initiation School. 
The number of Day Continuation Schools definitely associated 
with industrial or commercial houses is small. This type of 
education has never recovered from the set-back which took 
place during the period of Industrial depression two or three 
years after the war. The state of affairs foreshadowed in 
the 1918 Education Acts for England and for Scotland has 
never been realised. It is, however, noteworthy that several 
well-known and progressive firms have proved their faith in 
the efficacy of part-time adolescent education by continuing 
to maintain or to support day continuation schools of various 
types, carried on with widely varying degrees of co-operation 
between the firm and the Local Education Authority of the 
district. 
In regard to apprenticeship, increasing attention is being given 
to the more intimate co-ordination of theoretical and practical 
training. This is exemplified in various ways. An outstanding 
instance is the provision of a wide range of training work
shops for the employees of the Oas Light and Coke Company, 
at Watson House, London. A very different example, but 
none the less valuable, is to be found on the productive side 175 
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of Loughborough College - what may be called an instructional 
factory. Then there are several engineering and allied firms 
undertaking a considerable proportion of theoretical training 
for their apprentices themselves, thus ensuring a more intimate 
connection between theory and practice than can be attained 
by any other means. The Queen's Engineering Works, Bed. 
ford, and the works of Mather eX Platt, Manchester,. may be 
mentioned in this connection. 
Training departments for the inculcation of right methods of 
manipulation among semi-skilled workers are also an estab
lished feature of some factories. 
Very intimately associated with general adolescent education 
is the provision for systematic physical training and games. 
In many instances the physical side has been developed even 
where comparatively little has been done for general adoles
cent education, but the marked prominence given to gymnastics 
- and swimming to a certain extent - in the curriculum of works 
day continuation schools, is a very important feature. 
In cases where day continuation schools are not provided 
we have an infinite number of forms of co-operation between 
employers and education authorities to secure and encourage 
attendance of employees at evening classes or, in some cases, 
at part-time day classes for apprentices and others. It is 
impossible here to give details or to cite examples, but It 
is interesting to note that the city of Edinburgh· has for 
many years secured what is probably the highest ratio of 
evening class enrolments to adolescents living in the area. 
In several firms the Education Department or, where that 
does not exist, the Employment Department is at present 
giving considerable attention to methods of selection by educa
tional tests or tests of intelligence. Whether all the so-called 
intelligence tests of the present day really test intelligence 
as distinct from acquired knowledge can only be decided by 
the educationalists of the next generation. It is, however, 
reasonably established that those responsible for the making 
of promotions are justified in using tests which will enable 
them to discriminate between applicants who reach a certain 
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telllgence, and those who fail to reach that standard. The 
need for qualifying tests of this sort is rendered more urgent 
by the gradually rising educational standard of the younger 
generation of employees. The foreman or forewoman who 
has been denied the opportunities so freely offered to the 
present generation is seriously handicapped unless he or she 
takes steps to keep abreast of modern developments. 
The three remaining questions referred to in this memorandum 
follow naturally. firms in different parts of England and 
Scotland are making systematic efforts to discover and train 
young men and women, ambitious for advancement and 
possessing some at least of the necessary qualifications. In a 
few cases regular courses of lectures are provided, usually 
In the evenings, for those who wish to increase their knowl
edge, both of the methods of organisation of their particular 
firm and of the general economic principles on which this 
organisation is • or should be • based. An alternative • or 
supplementary method· is by selecting for employment young 
persons who have already matriculated, by encouraging them 
to follow definite courses of study, sometimes in preparation 
for the examinations of recognised professional bodies, and 
by offering financial rewards or incentives to those who obtain 
certificates, . diplomas, or degrees of recognised standing. 
While some of the education undertaken in this connection Is 
necessarily either technical or commercial, a good deal of 
liberal education is inevitably included. Courses of lectures 
and discussions, supplemented In some cases by visits to other 
factories or to conferences, are held for the foremen, fore
women and other branches of management In a good many 
works. In some cases the arrangement takes the useful form 
of a more or less social gathering, such as a lunch or a tea, 
followed by an address and a discussion. Self-government and 
democratic control are essential to success in efiorts of this 
kind. 
General adult education calls for some attention. A few firms 
have during the past few years awarded scholarships tenable 
at Residential Colleges where full-time general education may 
be undertaken, but the provision made for study of this kind 171 
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is still relatively small and the opportunities offered are not 
numerous. 
In the future some attempt should be made to raise the 
standard of accuracy and precision among those who take up 
either full-time or part-time adult education of a non-vocational 
character. Informed opinion seems to show that much of this 
work suffers through the inadequate nature of the preliminary 
general education. It is easy to realise that disappointment 
and perhaps even danger may result from this state of 
affairs. 
It is important to ask whether the colleges and universities 
of this country are doing as much as they might to qualify 
men and women for taking up positions of responsibility in 
industry and commerce. Is it too much to hope that indus
trial management should be established as a modern profession 
having a technique of its own which can to some extent be 
developed by suitable education? Various forces are moving 
in this direction, but there is need for considerable acceler
ation. 
Through limitations of space many important questions remain 
untouched in this memorandum. There is, for example, the 
outstanding and highly controversial problem of the pl)sition 
of university men land women entering commerce and in
dustry, a question which calls for even more attention than it 
has already received. 
It has also been impossible to discuss certain other schemes 
and arrangements which are educational in the truest and 
widest sense, e.g., school journeys, camp schools, organised 
foreign travel, popular .Iectures, week-end schools, debates, 
music, folk dancing, the drama, attractive environment, all 
things making for a liberal education. 
One cannot conclude without mentioning the educative results 
of certain voluntary social activities, such as club work, com
mittee work and even participation in suggestion schemes and 
other arrangements now fairly common in highly organised 
British factories. 
To summarise briefly, I think it may be said that while a 
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comparatively unaffected by educational influences, there are 
many indications that the place of education in industry and 
commerce is being increasingly recognised. It is also grat
Ifying that education in industry is not being interpreted in 
any unduly narrow sense, but that, on the contrary, a liberal 
education is being regarded as an invaluable training in adapt
ability and other aspects of mental development. • 

INDUSTRIAL PSYCHOLOGY. 
The aim of industrial psychology is to discover, by scientific 
methods, the laws governing the healthy employment of the 
human mind and body in industry and commerce. On the 
basis of these laws the psychologist attempts to promote the 
conditions and methods of work most favourable to efficient 
production. In other words, he seeks to reduce the needless 
expenditure of human effort and to ensure that industrial en
vironment shall be better shaped to meet the physical and 
mental requirements of the worker. 
The development of Industrial psychology In Oreat Britain has 
been the work of two bodies, the Industrial fatigue Research 
Board founded in 1918 and the National Institute of Industrial 
Psychology founded in 1921. 

THE INDUSTRIAL FATIOue RESeARCH BOARD. 
The earlier researches of this government committee were 
carried out in certain selected industries. Their outcome was 
the publication of a series of valuable reports on certain 
aspects of the metal, textile, boot-and-shoe, laundry and glass 
Industries. 
Its more recent researches have however been concerned 
with: 
• Sources of further Information: 
"Education and Industry"; Association for Education In Industry and Com
merce, June 1927. 
"Why We Want Education In Industry"; A. fl.1. C. June 1926-
"Commercial Education and the Requirements of Industry"; A. fl. I. C. 
June 1926-
"Industry and the University"; A. fl.1. C. June 1925.. 
"Education In the Factory"; PubUcation Department, Boumvllle, 1927. (3rd 
edition.) 179 
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particular psychological and physiological problems of wide 
industrial interest, 
specific problems submitted by government departments and 
industrial associations, 
factory problems resolvable by laboratory Inquiry. 

Under the first heading Inquiries have been made inter alia 
into: 

the effect on the worker of different working spells, 
the human factor in the causation of accidents, 
the design of machinery in relation to the operator's comfort, 
the physiology of ventilation, 
the rate of acquiring skill. 

1"1 0 u r s 0 f Lab 0 u r. Interesting data have been obtained 
showing the beneficial effects on output of the introduction of 
rest-pauses over a wide range of Industries. 

A c c ide n tea usa t ion. It has been discovered that 
certain individuals are susceptible to repeated accidents: some 
progress has been made in devising tests which would obviate 
their engagement for dangerous occupations. 

Mac h i neD e s i g n. This Inquiry Is being jOintly conducted 
by psychologists, engineers and physiologists: a first report 
has been issued dealing with certain general principles of design 
in relation to comfort. 

Ph y s i 0 log y 0 f Ve n t II a t Ion. Use has been made of 
the kata-thermometer to determine optimum conditions of 
temperature under widely varying industrial requirements. 

A c qui r I n g Skill. These investigations have not yet 
arrived at the report stage. 

Under the second heading some of the problems investigated 
by the Board on behalf of industrial associations of govern
ment departments have been: 
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sheds, the findings of this study have negatived the existence 
of any special risk. 
The physique of women in industry and optimum methods of 
carrying heavy weights. 
The causes of telegraphists cramp, which has been diagnosed 
as of psychological origin and led to a further inquiry into the: 
incidence of psycho-neurosis in various occupational groups. 

The Board has now issued in all a series of fifty valuable 
reports purchasable through the government stationers. In 
addition to the sublects mentioned above, it has made inquiries 
into such matters as the effect of artificial lighting and heating 
on various processes, the relief of eyestrain, the demands of 
repetitive work on the operator, together with various statistical 
and bibliographical studies. 
The constitution of the Board comprises eleven members 
representing the human sciences, engineering, industry, the 
civil service and trade unions: -the direction of research is in 
the hands of two advisory committees. The mjlln objects of 
the Board's work are: 

to acquire knowledge of human- behaviour under industrial 
conditions, 
to educate public opinion in the economic and social signifiance 
of this knowledge. 

Its relations with the Institute are harmonious: overlapping 
is avoided and several investigations have been jointly 
conducted. 

THe NATIONAL INSTlTure 01' INDUS'rnIAL PSYCHOLOOY. 

The \nstitute differs from the Board Inasmuch as: 

It is a private body financed by fees, voluntary subscriptions 
and research-grants. 
Its scope of inquiry Is wider. 
Its services are at the disposal of firms who require its bl
vestigators to introduce practical schemes for removing existing 
causes of human inefficiency and discontent 181 
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Its investigators must produce more immediate results and 
study a given situation from more points of view than those 
with which the Board's inquiries are strictly concerned. 
The Institute's work may be ranged under five headings: 

Factory-studies of the worker's movements, posture, work
place and equipment, of his working-speIls and all environ
mental and incentive factors. 
Study of occupational abilities and devising of tests to select 
and guide applicants. 
Laboratory research into psychological and physiological 
problems. 
Relevant training courses for investigators, executives and 
teachers. 
Coordination of relevant research and publication of its findings 
in non-technical language. Educational propaganda is carried 
out by means of lectures, demonstrations and broadcasting. 

In initiating an inquiry the investigator always alms at forming 
favourable mental attitudes, since the cooperation of managers, 
forepeople and employees is essential to the fuIl success of 
his work. Psychological knowledge of human difficulties and 
of the instincts, desires and motives that underlie human action 
is invaluable in conducting such inquiries. Equipped with this 
background the investigator must bring to his task tact, 
sympathy, patience and courage. His criticisms must be of a 
constructive not of a fault-finding character: he aims 10 release 
energy and increase output by removing obstacles, not by 
speeding up. In practice it Is found that this outlook does gain 
co-operation, and has received the support of prominent trade 
unions. 
Some of the Institute's results can be expressed in percentages 
of increased output. Many equally valuable but intangible 
results (such as the promotion of better relations, of interest 
in methods of work, of an experimental attitude, of cooperative 
habits) cannot thus be expressed. 
Up to now the Institute has carried out investigations for over 
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from £3,780 to £17,500, its staff from 3 to 33, its membership 
from 110 to 1100. 
The field of its inquiries has been very wide, covering nearly 
fifty industries connected with mining, fuel-production, textiles, 
engineering, food and clothing and many companies concerned 
with the manufacture of raw materials and finished products. 
On the personal service side, investigations have been carried 
out in retail stores, laundries, hotels and restaurants. On the 

-transport side inquiries have been made on behalf of shipping, 
omnibus and railway companies. 
The later trend in the Institute's development has lain beyond 
the horizon of its earlier studies, which were confined to 
questions where easily measurable results were usually 
obtainable. With growing recognition of the value of Its stand
points and methods involving an Increased demand for its 
services, the Institute has widened its earlier scope. Its 
activities now include the replanning of factories and more 
general problems of productive organisation, such as layout 
and routing, of transport and storage, of forecasting and con
trolling the flow of work. Departmental and sectional co

-ordination, the integration of administrative and executive 
with technical and productive functions are now seen to be 
psychological problems the solution of which is vital to econ
omic progress. 

VOCATIONAL OUIDANCC AND SELCCTION. 
Vocational psychology In this country was originally under 
the control of the two bodies just described. - the Industrial 
I'atlgue ~esearch Board and the National Institute of Industrial 
Psychology. Of late the practical side of the whole movement 
has been delegated mainly to the Institute, but the Board still 
engages in researches on fundamental problems - for example, 
the Qualities making for liability to accident. 
Vocational psychology has two branches· vocational guidance 
(advice given to an applicant, based on tests of his mental 
and physical capacities, as to the kind of work for which 
he Is fitted), and vocational selection (the choice, by means 
of tests, of those among the applicants for a particular Job 183 
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who are best fitted for the work). The two are closely related 
and ideal\y supplement one another. 
A preliminary experiment into the validity of vocational 
guidance methods was carried out by the Institute and the 
fatigue Board in col\aboration: and the Institute is now 
engaged on a second, more extensive experiment. The sub
jects of the first experiment were one hundred children (boys 
and girls) due to leave three elementary schools in London. 
The chief occupations open to these children were studied 
and classified: each child was systematical\y tested and voca
tional advice given on a basis of the results: and after two 
years as many of the children as possible were re·visited and 
their success or failure noted in relation to the advice pre
viously given. 
The children were tested in intelligence Clinguistic and 
practical), specific abilities (mechanical ability, constructive 
ability and creative imagination) and educational attainments. 
For estimation of character and temperament - tests for these 
Qualities having generally been found unsatisfactory - reliance 
was placed on a systematically conducted interview. (Physical 
condition was assessed from the results of " past medical 
examinations.) 
The result speaks strongly in favour of the methods used -
although, owing to the smallness of the number tested, it 
cannot be regarded as conclusive. Of the children who entered 
occupations of the kind recommended, more than 80 per cent 
were satisfied with their work, their prospects and their pay. 
Of those who obtained employment different from the kind 
advised, less than 40, per cent were satisfied. Those who 
followed the advice given were, on an average, in receipt 
of higher pay than the others; they had generally obtained 
promotion earlier, and had experienced fewer changes of 
situation. 
In the second experiment, six hundred children were advised, 
and their subsequent careers are now being compared with 
those of six hundred children to whom the Institute's advice 
was not given. The final report on this experiment will be 
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These experiments were made possible by generous grants 
from the Laura Spelman Rockefeller Memorial fund, and no 
charge was made to the parents of the children concerned. 
Individual cases are also examined at the Institute at a fee 
of three guineas: nearly 200 such cases were examined last 
year. 
Vocational selection tests are of particular value in occupa
tions or processes where the number of applicants greatly 
exceeds the number of vacancies. It very frequently happens 
that workers of equal experience differ widely, even in com
paratively simple manual operations. It is found that selection 
tests can often give, in half an hour, as accurate a measure 
of a man's capacity as could be obtained by weeks of ob
servation In the factory. The tests are used only for selecting 
applicants, and not for the transference or dismissual of workers 
already with the firm. 
Selection tests may be of three kinds; "analytic" tests, where 
the various qualities required for success in a given occupation 
are analysed and tested separately; "analogous" tests, where 
the test requires the same general abilities as the work and 
bears a fundamental resemblance to it; and "sample" tests, 
where the test Is exactly like the work (for example, a speed 
test for shorthand writers). "Sample" tests are unsuited for 
general use, as the results are affected by experience. The 
best results are given by combinations of analogous and 
analytic tests. 
Selection tests are devised for particular firms, at their own 
expense. The Institute's Investigator spends a considerable 
time In the factory, thoroughly studying the occupation for 
which tests are to be devised, and lf possible learning it him
self. He then makes an analysis of the main qualities, mental 
and physical which are required and experimentally devises 
tests for these qualities. Before, however, the tests are used 
for nctual selection their validity Is Itself tested. They are 
given to a number of workers already with the firm, of whose 
efficiency some Independent ranking is obtainable (either by 
means of output records, piece-rate earnings or the opinions 
of foremen and supervisors). Only if the ranking given by 185 
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the tests is almost identical with the ranking previously 
obtained, are the tests considered valid. 
The tests are made as simple as possible and remain the 
property of the firm • a welfare worker or other official being 
usuallY trained in their administration. Tests have now been 
devised, and are being successfully employed, in the selection 
of engineers, weavers, embroiderers, dressmakers, packers, 
wallpaper designers, chocolate and biscuit makers, leather 
workers, boxmakers, solderers, clerical workers, invoice ma
chine operators, retail sales people, etc. Their use Is favoured 
by employers • since they lead to increased output, reduced 
labour turnover and a more contented staff· and ·by workers, 
who are glad of the opportunity to "show what they can do" 
when applying for work, instead of being engaged or rejected 
as the result of a hastily conducted interview. 

PRESENT POSITION 01' WeLI'ARE WORK. 

Industrial Welfare Work in Great Britain has made no spe~· 
tacular advance in the last few years but, nevertheless, in spite 
of continued trade drepression, it has strengthened its position. 
It has secured a measure of official recognition in law. The 
compulsory provision of ambulance facilities has done much 
to give the whole movement prominence. The issue of "Wel
fare Orders" by the Home Office is a part of normal procedure 
and such orders have have now been made in a number of 
trades where the nature of the work (either owing to its 
danger or discomfort or because of the handling of food pro
ducts) makes special care necessary to secure health and 
cleanliness. Similar orders are also issued in connection with 
special permits to employ women and young persons on the 
two shift system. Purther, in the coal mining industry, a 
definite allocation of one farthing per ton is made by law to 
the Miners' Welfare Pund, which is under the control of a 
specially elected representative committee who make grants 
towards the establishment and upkeep of local welfare schemes 
varying in detail from place to place but including very 
generally plthead baths, recreational and educational schemes. 
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of a special Welfare Section emphasizes the fact that welfare 
work Is no longer regarded as the ideal of the philanthropic 
employer but as the practical goal which all can attain. 
An interesting feature of recent development is the variety 
of occupations in which welfare work is to be found. It Is no 
longer confined almost entirelY to the food trades and certain 
other industries employing large numbers of women and girls. 
Welfare work is now carried on in ship repair yards, steel 
works and engineering works where the employees are 
mostly men and boys. The Coal Mining Scheme has already 
been mentioned. Welfare Orders have recently been made in 
the herring curing trade and this experiment should be 
carefully watched as the conditions are perhaps unique in 
industry. Welfare in the textile trades, more particularly 
perhaps in cotton, has begun to emerge from the experimental 
stage and in the clothing trade is to be found in both the 
wholesale and retail sections. It Is no longer limited to the 
productive side of indusry but has spread to some large dis
tributive concerns and even to the railways and great insurance 
offices. . 
The constantly recurring use of the term "Welfare Work" not 
only in the dailY press but even in novels of contemporary 
life, Is evidence that the Idea has taken root in the popular 
mind, though It must be confessed that at present its content 
Is vague and III-defined. This however is not surprising since 
the work Itself varies so enormously not only from trade to 
trade but even within the trade. The welfare work In a 
biscuit factory for example has very little resemblance to that 
In a mining village unless one looks beneath the surface and 
CQnslders the principles and aims Involved. It Is perhaps even 
more difficult to trace the connection between the welfare 
actI~lties In a small concern and those In a works employIng 
thousands, where specialists are engaged In carrying on, each 
In his own sphere, elaborate experimental work with a view 
to Improving working conditions and efficiency. Such varia
tions. however, while they are admittediy a source of confusion 
to the superficial observer, are not a sign of weakness In the 
movement. On the contrary, If Industrial welfare work Is to 187 
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fulfil its aim of healthier conditions of work, mental, moral 
and physical, for all engaged in carrying on the work of the 
community, it must prove itself adaptable to the inevitable 
variety in process, circumstance and personnel. Uniformity 
of aim m u s t therefore issue in variety of method; anything 
approaching standardisation of welfare method would merely 
result in a loss of real effectiveness. 
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To understand the industrial problems of the Irish Free State 
It must first be recognized that Ireland Is not an Industrial 
country. It Is predominantly agricultural. Towns are com
paratively small and few. The population (which is under 
3,000,000) is chiefly composed of small farmers. Cattle breeding 
and the export of dairy produce Is Ireland's main business. 
Through various circumstances - political and economic - Ire
land has remained until recently an undeveloped land. Self
government has given a big impetus to Industry and this has 
been revealed most clearly by the Inauguration of the Shannon 
Electricity Scheme. Decided on in 1924 and begun in 1925, it 
aims at electrifying the whole country by means of utilising 
the Shannon water power. Standards and cables are now 
being set up and power will be available for agriculture as 
well as for industrial purposes. At a cost Ilf £5,000,000 it is 
estimated that over 150,000,000 units of electricity will be 
available in a little over three years from the time when 
operations commenced. Ireland has long been handicapped 
by lack of cheap mechanical power. Coal has been Imported 
from England and cheap human labour has been used to 
compete with power-driven machinery abroad. This had the 
effect of depressing labour conditions in Ireland and contributed 
to the labour troubles of 1913. 
The European War resulted in a great demand for Irish goods 
In the English market. Irish labour shared In the general pros
perity of the time and has largely retained better conditions and 
wages since. More recently the world slump In trade hit 
Ireland resulting In some wage-cuts, In unemployment and the 
shutting-down of businesses. However, there have been en
ergetic attempts to remedy this. New Industries have been 
encouraged and tariffs devised to protect Irish Industries. 
Chief among these new industries Is the Beet Sugar Factory 
established at Carlow. In 1925 the Government made arrange
ments with a Belgian group to begin operations. A State 
subsidy Is part of the scheme. In the season of 1926-27, 9,423 
acres, distributed over eleven countries, were sown with beet 189 
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to meet the factory requirements. Eight hundred workers are 
employed at the factory during the seasonal "campaign" which 
lasts one hundred days. Continuous work - in eight hour shifts -
is performed throughout this period. This year it is expected 
that 18,000 tons of sugar or roughly one-sixth of the total 
sugar requirements of the Irish Free State will be home
produced. Valuable by-products - fertilisers, feeding stuffs, 
etc. - are also available. 
Typical ·of the new spirit of enterprise and energy are the 
measures that have been taken for the better grading and 
marketing of agricultural produce. Irish eggs have been 
greatly increased in value and this also applies to butter. The 
breeding of sheep and cattle is being put on a higher level by 
inspection and control. 
Owing directly to the tariff policy three new large tobacco 
factories have been opened in Dublin. In the jam and sweet 
trades new firms have been established and existing factories 
have been developed as a result of the tariff. A similar impetus 
has occurred in connection with the manufacture of ready-made 
clothing, shirts and the furniture industry. In protected indus
tries, since 1922, the increase in the number of employees 
amounts to 10,275 and takes no account of the expansion of 
other trades affected by their prosperity. 
It is estimated that the Irish Free State contains about 10,000 
factories and workshops. Industry, up till the present, might 
have been described as a side line. It is not surprising there
fore that industrial thought and practice lag behind the indus
trialised countries. The Free State Government took over the 
British Factory Acts, 1901-20, and the Trade Boards Acts of 
1909-18. Changes of machinery such as the setting up of new 
Trade Boards have been made. But these changes were 

. departmental and involve no alteration in the framework of 
the Acts. These Boards cover such trades as the making of 
men's and women's clothing, hat-making, boot-repairing, paper
box manufacture and the tobacco trade. Employers and em
ployees are equally represented, together with independent 
members. Under the Trade Boards Act of 1918, the Minister 

190 for Industry and Commerce may set up a Board in any trade 



ll~fLAND 

if he is of opinion that no adequate machinery exists for the 
effective regulation of wages throughout that trade. These 
Boards may fix for learners, rates lower than for skilled or 
adult workers on condition that the learners are given adequate 
facilities for learning their trade. The Trade Boards are 
therefore special machinery devised to deal with ill-paid or 
"sweated" trades. The shirtmaking Board, for instance, deals 
with home·workers as well as factory workers and special 
piece rates are prescribed. A large number of these out-workers 
live in scattered, poor districts of Donegal. In linen and cotton 
embroidery, rates are fixed for embroidered leaves and dots, 
according to size. Certain Trade Boards besides dealing with 
wages also declare the normal hours per week above which 
overtime rates must be paid. In the confectionery trade the 
normal week is fixed at 48 hours. In 1926 a Government Com
mission was set up to examine the whole question of technical 
education in relation to trade and industry. Evidence as to 
the failure of the existing system of apprenticeship was taken 
and recommendations have been made, in the Report lust 
published, on the lines of the Apprenticeship Acts in operation 
in South Africa and other countries. Ireland has continued 
to take a keen interest in this question. At the International 
Labour Conference held in June 1927, Mr. R. C. ferguson of 
the Department of Industry and Commerce, moved a resolution 
calling upon the International Labour Office to make an inter
national survey and study of the means of entry into industry, 
of the methods of technical education and vocational guidance 
used in each country and issue a Report on the matter. This 
resolution, initiated by Ireland, was agreed to unanimously 
and an International survey of child labour legislation will be 
presented at the next session which will be held at Geneva 
In June of this year. 

The free State has taken an active part in the League of 
Nations and International Labour Office deliberations. It has 
ratified nine International Conventions dealing with labour 
conditions put forward by the International Labour Office. 
These are: 191 
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The setting up of public employment agencies under public 
control. 
Prohibition of night work for women in industry. 
Prohibition of the employment in industrial undertakings 
of any boy or girl under fourteen. 
Prohibition of the employment of young persons in Industry 
at night. 
Prohibition of the employment of boys under fourteen 
at sea. 
Prohibition (with exceptions) of the employment of children 
under fourteen in agriculture. 
Granting workers in agriculture the same rights of combina
tion as industrial workers. 
Giving workers in agriculture the same rights of compensa
tion as industrial workers. 
Making provision that certain industrial diseases shall be 
regarded as accidents for the purpose of compensation. 

The industrial inspection staff consists of twelve officers of 
whom two are women. They carrY out inspection both as 
regards general factory conditions and Trade Board regula
tions. The administrative staff includes a Chief Inspector of 
Factories and a District Inspector. 

So far as industrial welfare activities are concerned. these 
are not a conspicuous feature of Free State industry. But 
we are entitled to claim that what we lose in Quantity we make 
up in Quality. Certain welfare schemes. outside Ireland. have 
appeared to be merely the icing on the cake. giving no real 
indication as to the quality of the cake itself. In other words, 
because they do not penetrate the whole activities of the 
workshop they bear little relation to the actual working condi
tions. Visiting one of the largest firms in Dublin • a biscuit 
works • I was pleased to see that throughout the works everY 
effort appeared to be made to make the employees. chiefly 
girls. feel that they were human beings. not merely "hands". 
The Welfare Department is closely linked with the general 
management. Girls and boys from fourteen to sixteeen 

192 receive instruction in the factory school. which is recogn-
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sed under the Education Department and gains the highest' 
lossible reports and grants. In the girl's schoolroom I 
,aw from seventeen to twenty sturdy girls in blue overalls 
,njoying physical drill. The boys were being taught wood
vork. Besides this the usual school sublects - including Irish -. 
vere taught. There were rows of shower baths which em
Iloyees use after work. I was impressed by the "cost-price" 
lining room - a palace of glass set high in the building - which 
:ommands a view of the. city right to the Dublin mountains. 
rhere is a library too for the girls' use and at ten o'clock 
n the morning they come in for their cup of cocoa and a ten 
nlnute rest. The surgery, rest-room and general health 
lepartinent are very well-equipped. An artificial sunlight 
lpparatus has been installed. The group spirit seems to have 
lenetrated the whole works. The superintendent explained 
hat one of the first things they have to do is to conquer fear. 
rhe girls, I was told, are sometimes suspicious and untruthful 
It first because they are afraid. Soon they see that If they 
nake mistakes the best thing Is to own up. They come to look 
In the management with confidence. Anyone who knows the 
lart played by fear in modern industry will realise how Im
lortant it Is to establish relations of confidence based on just 
iealing. Girls and boys who win prizes at the factory school 
ue taken to the princlpal bookshop so that they may choose 
their prizes. The note of individuality is stressed. They are 
taken to museums, to Shakespearean drama, to the Spring 
Show and other places of interest. The girls dress dolls which 
are given to two children's hospitals in Dublin and to children 
In poor districts In the West of Ireland. The dolls are bought 
by the girls but the dressing is part of tuition. Throughout 
the works, chairs specially constructed for comfort are in use. 
employees of over a year's standing cannot be dismissed with
out the sanction of the Work's Council on which the employees 
lire represented. Much more could be said about the human 
relations in this works· which Is the pioneer of industrial wel
fare in Ireland • but sufficient hils been said to indicate the 
lines and spirit of the work. Another firm • a brewery • has 
the reputation of being among the most enlightened employers. 193 
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The directors not only concern themselves with the wellbeing 
of their employees at work but also have promoted a housing 
scheme under which hundreds of their employees get good 
houses at low rents. These two firms are among the largest 
employers in Dublin. Some of the tobacco firms which have 
opened up factories in Dublin have brought their welfare 
methods with them. Yet - with commendable exceptions -
Irish employers in general do not concern themselves with 
the welfare of their workers. The Irish temperament does 
not take kindly to that rigid discipline wWch so often leads 
to a bleak, ugly "efficiency". Irish workers have not been 
industrialised so much as their fellows in England. This means 
that without special machinery human relations tend to estab
lish themselves. Where welfare schemes have been intro
duced the Irish temperament appears to give them a more 
human note than is the case elsewhere. 
The National Institute of Industrial Psychology with head
Quarters in London has been invited by four Irish fiz:ms to 
improve their methods. The details are as follows: 
In a shirt factory, by methods which made the condi
tions of the workers happier and caused the firm no extra 
expense, the Institute was able to cut down, by more than 
half, the time previously elapsing between the receipt of orders 
and the dispatch of goods. The lay-out was greatly improved; 
a more efficient system of inspecting and tracing orders through 
the different processes was introduced; the canteen arrange
ments were made more satisfactory; the lighting was improved 
and protective devices installed. 
In a laundry improvements were effected in methods of 
work and in the arrangement of the sorting room, wash house, 
calendery and drying, packing and dispatch rooms. Extensions 
of the laundry were planned. new forms of advertisement 
devised and the general comfort and well-being of the staff 
improved. 
In a third factory, where the Institute has been working for 
more than three years, the study of labour turnover and 
accidents has led to important changes in policy, by the firm 

194 - changes which have produced excellent results. Better 
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systems of lighting and ventilation have been Introduced, and 
an Improved training scheme, together with an Improved 
employment office, have been successful\y established. Undue 
strain and spoiled work have been reduced by testing the 
vision of all new employees. Rest pauses and afternoon 
refreshment have been found to improve the mental and phys
Ical conditions of the workers and to increase the day's 
output. . 
In a fourth factory the Introduction of Improved benches In 
the soldering department increased output by ten per cent and 
greatly pleased the workpeople. Alterations in a "dryer" 
earned the congratulations of the engineers, the staff and the 
Managing Director, and resulted in labour being reduced by 
more than fifty per cent, no tins being manipulated at blister
Ing heat, four tins being handled in the time It used to take 
to handle a single tin. Other changes reduced gas consumption 
by 30 per cent, brought about savings In labour of from 33'1t 
to 50 per cent and lowered the temperature in the hottest 
shops by 30 per cent. Here, too, as In the third factory, 
selection tests were devised for new employees. 
Many laundry workers are members of the Irish Women 
Workers' Union, a body which prides Itself on being at least 
as much concerned In the Improvement of working conditions 
as It Is with hours and wages. 

I'or information used In the preparation 01 this Report. I desire to 
thank Mr. R. C. I'erzuson and Miss B. Stallord, M.A. of the Dept. of 
Industry and Commen:e; Mr. C. Eo Jacob, Director of W. and R. Jacob 
<It Co.; The Natlonallnsutute of industrial Psyebology and Miss H. Moloney, 
Orlaniser. Irish Women Workers' Union. 195 
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PAR M. LE DR.. ANNIBALE COImEGGIARI 

Expert Con.ell dane Ie. queatioDli de rel.tione induatriellea, Milan 

LA SITUATION GENERALE DE L1NDUSTRIE. 

L'Italie industrielle de 1928 n'est plus dans 1'6tat de prosp6rit6 
de 1925, quand Ie rapporteur eut l'honneur de faire l'expos6 de 
la situation pour Ie Congres de I'lessingue. Notre industrie 
traverse aujourd'hui une p6riode de crise qu'on pourrait appeler 
une crise de revision, qui semble etre en diminution, mais ne 
laisse pas de pr60ccuper les milieux gouvernamentaux, les 
employeurs et les ouvriers. Les sal aires, en effet, par suite 
de la revalorisation graduelle de la lire italienne, ont sensible-. 
ment augment6 leur pouvoir d'achat. Et apres la stabilisation 
de la monnaie (d6cid6e en Decembre 1927 a la parit6 d'un 
dollar = Lit. ] 9; une livre sterling = Lit. 92,46; une Lira oro 
= Lit. 3,66) i'epargne se trouve encouragee et s'etend. 
Malheureusement, Ie triste ph6nomene du chOmage apparait 
dans certaines industries, surtout sous forme de reduction 
du nombre des journ6es de travail pour tout Ie personnel 
ouvrier. 
On afiirme, dans des milieux autorlses, que les % des Mal
sons industrlelles italiennes doivent exporter pour subslster. 
Or les industrlels et surtout les exportateurs sont amenes a 
remettre a I'examen leurs principes de gestion pour proposer 
a leur activite de "management" de nouveaux objectifs a at
teindre avec des m6thodes radicalement changees. 
L'arriere-plan legislatif s'est, lui aussi, radicalement renou\'ele. 
L'Etat fasciste a engendr6 precisement dans ces deux dernieres 
ann6es Ie nouveau Syndicalisme national. Les Syndicats en 
question, on Ie sait, ont un caractere obligato ire. Pratique
ment, ils sont venus r6sumer dans un seul courant tous les 
difierents mouvements d'organisation ouvriere, correspondant 

. aux nuances politiques main tenant supprim6es. Dans les "Cor-
porazioni", qui se complaisent a se rattacher, meme par leur 
nom, a de glorieuses traditions historiques, nous trouvons r6unis, 
sous l'egide de l'Etat, et les employeurs et les employes. La 
greve et Ie lock-out sont devenus des dents, et les conflits 
du travail, qui ne parviennent pas a s'apaiser par des pour-

196 parlers directs entre representants des industriels et des 



lTALIE 

ouvriers, sont obligatoiremenl deferes au tribunal de la "Ma
gistratura del Lavoro", expression de l'Etat qui met un terme 
au differend. 
Un autre pbenomene ne peut ~tre neglige dans l'examen gene
ral de la situation: l'emigration. Apres la guerre, cette der
niere s'est gran dement reduite en vertu des mesures restric
tives prises dans divers pays' d'au dell). de l'ocean. De mui
tiples energies humaines, qui auparavant etaient amenees a 
s'offrlr sur les marches etrangers du travail, et pas toujours 
a leur avantage nl a celul de leur patrie, restent aulourd'hui 
en Italie et creent de nouveaux problemes complexes pour 

'l'equilibre demographique, question fOlldamentale pour l'Etat 
!talien. 

LES MESURES SOCIALES DU OOUVERNEMENT. 

Dans Ie domaine de la legislation sociale, II y a eu une co
pleuse floraison de 1925 a 1928. II faut rappeler - avant tout 
autre acte officiel - la C h art e d u T r a val I du 21 Avril 
1927 (date de l'annlversaire de la fondation de Rome et de 
la fete du travail en Italle): c'est une declaration de principe 
par laquelle Ie Parti fasciste au pouvolr a voulu marquer les 
grandes lignes de sa politique sociale et preciser les regles 
de vie commune pour Ie monde du travail. A ce principe 
general se rattachent logiquement, m@me si elles sont de date 
anterleure, les diverses mesures leglslatives en matiere sociale 
des cinq dernieres annees. Comme il est inevitable d'(!tre 
superflciel, devant necessalrement condenser notre expose. 
rappelons la 101 de 1925 qui a cree 1'0 e u v r e Nat Ion a I e 
d u "D 0 pol a v 0 r 0" (apreS Ie travail) - (VIa in Lucina, 
Roma), dont Ie but est de donner aux travaiIleurs les mo~'ens 
d'utiliser leurs lolslrs d'une facon !oalutalre, au point de vue 
physique, intellectuel et moral; notons la loi de 1926, en vertu 
de laquelle la grande majorlte des exploitations industrielles 
et agricoles sont obligees de verser une contribution i\ I'A s s 0-

ciazione Nazlonale Prevenzione Infortunl 
(Via Marina, 5 - Milano), fondee en vue de prevenlr les acci
dents et reconnue comme Institution Nationale I; Ie nouveau 
1 Pour Ialre lace au dommap moral et &onomlque des accidents cia tea- 197 
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R ~ g I e men t po u r I'h y g i ~ ned u t r a v a i I, de 1927, Ie 
plus recent et - d'apr~s des experts - Ie plus complet des 
Reglements semblables pour les Etats europeens; la 101 de 
1927 qui a institue I'assurance obligatoire des ouvriers contre 
la tuberculose, prodrome de l'assurance generale contre les 
maladies. 
L'I n s p e c tor a t den n d u s t r 1 e e t d u T r a vail - bien 
Qu'obere de taches administratives - a continue son action silen
cieuse et avantageuse de defense du travail, en veil\ant a l'appll
cation de la legislation sociale actuelle. LaC a iss e del a 
Mat e rn i tee t de 1'.E n fa n c e, recemment reconnue par 
des dispositions particulieres de loi et pourvue de moyens fi
nanciers par de larges contributions, prepare ses cadres afin de 
poursuivre dans toutes les regions une oeuvre active de con
trOie et d't\ducation. Sous la menace d'une diminution pos
sible, mais heureusement circonscrite et eloignee, de la natalite, 
de nombreuses institutions surgissent pour la defense de la 
mere et de l'enfant dans ses premi~res annees. 

LES MfSURfS DfS INDUSTRlfLS POUR L'ORGANISATION SCIeNTI
rlQUf DU TRAVAIL DANS LE DOMAINe TECHNIQUe. 

II faut certainement rattacher a l'initiative des industriels les 
premieres affirmations pratiques de I'organisation du travail 
vail - iI s'en produit environ 500.000 par an, de graves el de IEgers, dans 
l'lndustrle Italienne - ful fondee, d~s 1894, par I'inltlative des Induslriels. 
celte Association qui reeueillalt, en 1926, l'adhEsion sponlanEe d'envlron 
6.500 etabllssemenls eomptanl plus de 800.000 ouvrlers. Par Decret Royal 
du 3 Janvier 1926, I'flat rendll obligatolre pour toutes les entreprl.es 
IndustrieUes el agrieoles l'adhEslon l cette Institution: en tout. sont cooliEs 
l sa tuleUe environ 3.000.000 d'ouvrlers et 10.000.000 de paysans. 
Les obieetlfs de l'Assoclation sont la vigilance tecbnlque sur les entre
prises industrleUes, par I'entremlse d'uo corps d'\nspecteurs. l'Etude de 
tous les probl~mes relatlfs BOX mesures 1\ prendre pour prEvenir les acci
dents, aox expedients '" suggerer et - Ie cas ecbeant - l Imposer", I'en
seignement. dans les Unlversites, des r~gles l suivre pour preventr les 
accidents, la propagande. etc. 
L'organtsatlon de !'Instltutlon, dans sa forme nouvelle. D'est pas encore 
tout 1\ fait perfectlonnee: 90 Ingenleurs executent dell environ 110.000 
inspections par an dans toules les regions d'ltalle; on a commence aussl Ie 
travail de propagande, qui devra avolr une Importance crolssante; el deil 
fonctlonne un bureau technique pour I'etude des moyens m6canlques per
mettant de prevenlr les accidents, une section de propagande (avec I. 
Revue mensuelle "Securitas") elc. 
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en Italie, sous les rapports techniques. Le milieu oil elle s'est 
"formee, est la Confederation des Industriels - Ie centre corpa
ratif des patrons et chefs d'industries; c'est la qll'est n6 Ie 
mouvement, lustement dans ces demi~res annees: l'expression 
offichille du mouvement a et6 l'E. N. I. O. S. (Piazza Venezia, 
II, - Roma), organisme exer~ant son activit6 avant tout dans 
la propagande et qui groupe autour de lui de nombreuses ad
hesions collectives, parmi lesquelles ne manquent pas celles 
des Syndicats ouvriers; on reconnait tout de m!!me que dans 
i'esprit qui anime l'Institution, dans la pratique de chaque 
lour, c'est la mentalite, ce sont les directives des employeurs 
qui prevalent. Une ferveur de propagallde, vaste et sans doute 
efficace, est due a" cette Institution, sl leune encore d'annees 
(sa fondation ne date que de 1926): une Revue, qui en 1928 
est devenue mensuelle et presente, sous une forme elegante, 
les resuItats de la contribution des techniciens etrangers et 
italiens de 1'0. S.; divers concours, sur l'un desquels nous 
aurons I'occasion de revenir, comme sur l'oeuvre d'une Com
mission speciale du "facteur humain"; deux collections d'ou
vrages - l'une se composant de traductions des "classiques" 
de 1'0. S. et l'autre, des premi~re recherches originales ita
linennes: voila les syst~mes principaux adopt6s pour creer au 
sulet de 1'0. S. un ensemble de documents qui ont excite un 
inter!!t vraiment general. 
Une excellente occasion pour imposer a I'attention un peu 
superficielle du grand public Ie probl~me de la rationalisation 
du travail. a ete offerte a l'E.N.I.O.S. par Ie I 'Ie. Con g r ~ s 
International de l'Organisation Scientif!que. 
Ce demier, comme on Ie sait, eut lieu l Rome, en Septembre 
1927 et la preparation en fut confiee l I'E.N.I.O.S. Les ad
hesions fort nombreuses et autorisees des techniciens et des 
hommes d'etudes, l'ensemble imposant des rapports pr6sentes, 
I'adheslon chaleureuse du Oouvernement d'Italie, ainsi que celie 
de beau coup de personnages etrangers et nationaux, accrurent 
l'importance des resuItats de la manifestation, qui certainement 
servlt a cimenter des convictions et a susciter des consente
ments nouveaux. Peut-l!tre, compar6s aux probl~mes de la 
technique de la production, les probl~mes du "facteur humain" 199 
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parurent-i1s un peu sacrifies a qui considerait la reunion a ce 
point de vue special. Mais cette disproportion possible (qui 
ne refl~terait pas exactement I'esprit du mouvement interna
tional, tel qU'i1 est dans sa realite) ne peut certainement pas 
etre attribuee aux organisateurs du Congr~s; ceux-ci recher
cherent avec Ie plus grand soin la collaboration des specialistes 
de tous les courants de la pensee, et auraicnt accueilli les 
contributions d' "humanisation" avec Ie plus grand plaisil', 
si leur affluence efit ete aussi large qu'elle etait desiree et 
desirable. 
L'E.N.1.0.S. a adhere, d~s sa fondation, a I'Institut Internatio
nal de 1'0. S. (I. O. S.) de Oen~ve, comme, les annees prece
dentes, les chefs actuels de I'Institution avaient participe aux 
reunions de Prague, de Varsovie et de Bruxelles, du C.1.0.S. 
(Comite International de I'O.S.). Bien plus, celui qui fut appele 
par Ie Congres de Rome a presider 1'1.0.S., ce fut I'Ingenieur 
italien Prancesco Mauro, qui est egalement President de 
I'E.N.I.O.S. " 
Vne autre Institution italienne est d'une importance essentielle 
dans Ie domaine technique de la rationalisation: c'est I'V.N.IM. 
(Poro Bonaparte, 16 - Milan), fruit des efforts de I'Assocla
tion des Industriels mecaniques. Cette Institution se charge 
de faire les etudes et les enquetes necessaires a la creation 
des s tan dar d s. Pondee en 1922, elle eut une activite tr~s 
circonscrite jusqu'en 1925: ayant augmente cette annee-Ia, d'une 
facon sensible, ses ressources financi~res, elle put, en 1926, 
obtenir I'approbation definitive d'une collection de 64 feuilles. 
dont chacune decrit un standard. Pour 1927 - les comptes 
rendus officiels manquent "jusqu'ici - on prevoyait de nouvelles. 
standardisations en nombre encore superieur. Toutes les en
quetes ont eu jusqu'a maintenant pour obiet des matieres. 
interessant I'industrie mecanique. L 'U.N.I.M. a adhere a I'In
stitut International pour I'Vnification, dont on a jete les bases 
a la reunion de New York (avril 1926). 

Dlfferentes forces coopererent, meme sans lien apparent entre: 
elles, a la creation et au developpement de quelques essais. 

200 d'organisation scientifique technique de la part de quelques. 
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industriels entre les plus puissants et les plus conscients: "la 
lecon des faits" qui ~tait clairement donn~e par les succes 
obtenus dans les autres Pays - et dans les Etats-Unis en par
ticulier - la pression de la concurrence qui a ~t~ apport~e par 
ces succes, la complexit~ de la vie industrielle apres la guerre. 
sous ses aspects financiers, d~mographiques et sociaux, invi
talent l'industriel intelligent a r~fl~chir, a comparer, a iuger. 
Et ces jugements furent ~videmment d~favorables aux prin
cipes traditionnels de la .gestion, car nous voyons surgir c;a et 
la, par gi!;ni!;ration spontani!;e, contemporaine, divers efforts 
correctifs, tendant spi!;cialement - comme il est naturel dans 
les premieres phases du monvement - a influencer les facteurs 
techniques, mi!;caniques de la production. Qui est-ce qui entre
prend cette oeuvre et soutient ces efforts? Oi!;ni!;ralement 
c'est l'industriel lui-m~me, ou quelqu'un de ses collaborateurs 
tres· proches, Intimes; ce n'est presque iamais un spi!;ciaJiste, 
un technicien de l'organisation. Le principe salutaire de la 
division du travail, peut-~tre par suite d'une habitude mentale 
propre a notre race, est encore mal mis en pratique en ItaJie. 
1\ manque aussl a l'ltalien, et quelque-fois a son industrie, une 
grande chose: Us sont "pauvres" et ne peuvent se payer cer
taines spi!;cialisations. Tant il est vral que, m~me a pri!;sent, 
c'est a\ dire lorsque plusieurs anni!;es se sont ~couli!;es, depuis 
Ie jour oil a commenci!; Ie mouvement, on peut encore, pour ainsi 
dire, compter sur ses doigts les "spi!;cialistes" italiens; et 
peut-~tre faut-U recourir a ceux d'une socii!;ti!; i!;trangere - la 
Socl~t~ Bedaux - pour ne pas se trouver.... avec plusieurs 
doigts qui chOment. 
Aux problemes divers, des solutions diverses; pour des milieux 
profond~ment diff~rents, des mHhodes qu'il n'est pas possiNe 
de comparer entre el\es; phases de di!;veloppement poussi!;es 
fort loin dans un endroit, embroyonnaires dans l'autre. Mais 
si nous voulons essayer de spi!;cifier un peu, nous devons 
constater qu'i1 n'y a que la grande Industrie - et sp~cialement 
l'lndustrie m~canique - qui ait a\ son actif un groupe assez 
~tendu d'innovations d'organisation rationnel\e: les autres 
caMgories de producttllrs suivent de !res loin; et l'on peut 
en dire autant des grandes administrations: les banques, les 201 
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assurances, les maisons de commerce et de transports: encore 
y a-t-i1 des exeptions • a rechercher toujours parmI les or
ganismes les plus vastes • 011 I'on observe au moins en partie 
les lois de 1'0. S. Les Institutions de I'Etat, naturellement 
pretes a reagir sous les stimulants qui viennent des milieuJl; 
gouvernementaux • ont commence quelques experiences d'un 
vif interet (dans les bureaux de poste, sur une Iigne de chemins 
de fer, etc.) etle succes de ces innovations servira beaucoup 
i encourager les incertains et les sceptiques. Au contraire, 
dans I'agriculture et dans I'economie domestiques, iI semble 
moins probable que I'on arrive a de prochaines realisations; 
dans I'un et I'autre domaine, ce qui agit certainement avec 
une grande puissance, ce sont les coefficients du traditio
nalisme. 
Les milieux scolaires, ainsi que ceux qui s'interessent a Ja 
culture, suivent avec cordialite Ie mouvement de 1'0. S. et y 
collaborent. Tous les Instituts superieurs des sciences com
merciaJes et industrielles, toutes les ecoles de perfectionne
ment professionnel et beaucoup d'autres Institutions, oil I'on 
professe I'enseignement, et m@me celui de I'ordre universitaire, 
donnent des Ie cons et organisent des cours, des conferences 
sur la rationalisation du travail et du produit. 
Pour conclure, on doit reconnaitre que les efforts visant a 
I'application de 1'0. S. dans Ie domaine technique, sont encore 
assez rares en Italie et • sauf un petit nombre d'exceptions • 
incomplets; mais on peut se consoler en constatant qU'un vif 
interet est ne et se repand surtout parmi les classes cultivees 
et parmi les differentes categories de patrons, pour Ie pro
bleme qui nous (lccupe. Comme indice 'de cette situation 
favorable, qui donnera bientot de meilleurs fruits, nous pou
vons citer ces paroles prononcees a la Chambre, en Mars 
1928, par M. Belluzzo, Ministre de I'Economie Nationale, apres 
un expose de la situation de l'industrie nationale: "La nou
velle economie fasciste, dans la production, se fonde sur I'idee 
de rationalisation, c'est-a-dire de prociide de reorganisation, 
tendant a augmenter Ie rendement de la main d'oeuvre. Pen
dant tant de temps, on a parle de droits et non de deVOirs, 
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eet ensemble de causes politiques et sociales qUi exercalel1t 
leurs pressions depuis des dizaines d'annees, iI est certain que 
l'on arriveraau maximum de reduction quant a remploi de 
la main d'oeuvre. C'est-a-dire que ron appliquera un principe 
de rationalisation graduelle qui reduira les prix de revient, 
sans creer de chOmage et accel~rera son propre rythme en 
proportion de la diminution de roffre de la main-d'oeuvre" 

!!rUDES !!r APPLICATIONS POIm LE "fACTEtm HUMAIN" DANS 
Lfl TRAVAIL. 

Apr~s avolr touch6 les differents probl~mes coliateraux et 
mis, de quelque facon en lumi~re, les conditions de milieu: 
arrlvons malntenant au point central de notre M.tif expose: 
I'activlte Italienne se toumant vers les probl~mes humains de 
la production. 
l.'a c tI v It esc len t If I que. La cause, la condition neces
salre, Ie stimulant, et en ml!me temps la limite des efforts 
tendant a perfectionner d'une facon durable les conditions du 
travail, c'est toujours rlnvestlgatlon scientifique. Toute entre
prise de ce genre fait Inevltablement faillite, si elle veu! 
s'emanciper des princlpes de la science, pour se fier au conseil 
llIusolre de la "pratique". 
Nous n'entendons certainement pas renfermer, dans un expose 
en raccourcl, tous les resultats que la science Italienne a ob
tenus pour sa part en ces trois demi~res annees: c'est a 
d'au'res, qui peuvent Ie falre avec une reelle autorite dans 
chacun de ces domaines, que dolt revenlr cette tache geniale. 
Pour nous • comme simples chroniqueurs • en nous excusant, 
comme on dit habituellement, "pour les Inevitables omissions", 
• nous Indiquerons seulement quelques noms d'hommes d'etu
des et de centres de recherches italiens: aux personnes diver
semeRt competentes, qui parcourront ces notes, une Indication 
• ml!me aussl sommaire • suffira pour rappeler un objet 
d'etude, un courant de pensee, ou ml!me seulement pour falre 
entrevolr une promesse, falre Jallllr une esperance de nouvelles 
conqul!tes dans les matl~res Qui nous passionnent. 
Dans nos cabinets unlversitalres de ph y s I 0 log I e, avec 
Herlitzka A Turin, PaA A Milan, Gayda A Pavie, Ducceschl 203 
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a Padoue, Patrizi a Bologne, Aducco a Pise, Baglioni a Rome, 
Bottazzi a Naples, U. Lombroso a Palerme - l'ecole italienne, 
qui s'honore des traditions encore recentes et inoubliables de 
Mosso, de Maggiora, de Treves, d'Aibertoni, a continue labo
rieusement et silencieusement ses recherches. Parmi les 
travaux les plus interessants, nous rappelons celui de Mariano 
Patrizi, au titre et au contenu si suggestifs: "La I'atigue en 
flagrant delit" (prepare pour Ie B.LT.), qui etudie avec d·in
genieux expedients Ie transport de!' bagages a la main et sur 
les epaules dans ses repercussions physiologiques sur Ie 
rythme respiratoire et cardiaque; et les recents travaux de 
G. Viale, appele a occuper la chalre de physiologie a rUni
versite de Rosario (Amerique du Sud), travaux oil I'on etudie. 
avec la methode de la calorimetrie indirecte (examen des 
echanges respiratoires - methode de Zuntz) la fatigue qui suit 

'un emploi determine d'energie humaine. 
Un cHnicien - Pende, de Genes - a su trouver, avec l'appui 
moral, les moyens suffisants pour creer uit "I n s tit \1 t b i 0-

t y polo g i que et 0 r tho g e net i que" qui assujettit a 
!ies investigations morphologiques, physiologiques (donnant 
une importance speciale a ce qui se rattache a I'endochrino
logie) et psychotechniques, des groupes d'ecoliers, de soldats. 
de travailleurs, pour recueiIliI: les elements pouvant servir de 
base a I'orientation professionnelle; parmi les collaborateurs 
qui assistent Ie prof. Pende, il faut rappeler Ie nom du Dr. 
Vidoni, qui dirige la section psychotechnico-pedagogique. 
Les deux C Ii n i que s d u T r a v a i I - celie de Devoto a 
Milan et celIe de I'errannini, suivi ensuite de CasteIlino, a 
Naples (Ie groupe si autorise et si connu des specialistes 
'des accidents et de ceux qui s'occupent de la medecine et de 
rhygi~ne du travail en Italie) Pieraccini a I'lorence, BionJI 
a Sienne, Loriga et Rane\letti a Rome, Ajello, Nebuloni a 
Milan - ont prepare des etudes d'un caract~re fragmentaire. 
parmi lesquelles nous rappellerons, par exemple, la recherche 
laborieuse et compl~te du Prof. Loriga sur les conditions 
hygi~niques des etablissements de soie artificielle. Au VIle 
Congr~s de Medecine du travail (1927), qui a reparcouru - de 
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et de la gloire de Bernardo Ramazzini (fondateur de la 
mMecine du travail, suJet de son ouvrage immortel "De mor
bis artificum", ~dit~ en 1700). 
Que 1'0n nous permette d'ajouter • dans cet expos~ succinct 
des recherches m~ritoires faites en Italie· Ie nom et les 
oeuvres d'un homme d'~tudes, compatriote qui a mis son ex
p~rience et son d~voQment au service de l'effort Ie plus im
posant qui soit tent~ dans Ie monde pour connaitre et com
battre les conditions pathologiques et insalubres du travail: 
Luigi Carozzi, chef de la Section d'Hygi~ne du Bureau Inter
national du Travail de Gen~ve. 
Dans Ie domaine des ~tudes de p s y c hoi 0 g i e, I'ltalie peut 
pr~senter quelques noms Insignes: Sante de Sanctis, Agostino 
Gemelli, Federico Kiesow, G. C. Ferrari; elle a perdu un autre 
homme d'une grande valeur en Vittorio Benussl, qui s'est 
~teint A Padoue en 1927. Le travail des Ins t it u t set L a
b 0 rat 0 ire sun I v e r sit a Ire s • A part les cours gene
raux de tMorie • touche divers sujets qui peuvent int~resser 
ceux qui s'occupent du "facteur humain". A Bologne, G. C. 
Ferrari et son fils Carlo Alberto (qui a meme travaille dans 
une fabrlque pour l' "organisation humaine") font des recher
ches sur I'~valuatlon de la fatigue, et d'autres en font sur la 
continuite du travail, sur Ie rythme respiratolre dans certaines 
~preuves ergographlques, etc. A Milan, A I'Unlversit~ Catha
lique, Ie P~re Gemelli, entre autre choses, s'occupe de I'~tude 
de quelques tests d'~valuation morale. L'oeuvre de Casimiro 
Doniselll, Dlrecteur de 1'1 ns tI tu t de P s y c hoi 0 g lee x
phi men ta Ie del a Com m u ned eMil a n, m~rite d' 
~tre mise particuli~rement en ~vidence. Casimiro Donlselll 
a ~Iabor~ quelques tests collectlfs fort Int~ressants pour Ie 
discernement des couleurs, pour l'attention. la memoire, la 
capaCit~ analytique et d'observation; il a Invent~ un appareil 
fond~ sur Ie principe du stroboscope, Ie "phonogammoscope". 
qui rend vlsibles les passages de tonalite de la voix et qui 
a dC;ja eu des applications pour I'enselgnement aux sourds
muets et pour l'C;valuation immMiate de la justesse du 'ton 
chez les chanteurs. Ii a aussl construit, en se basant sur les 
princlpes de Mosso. un instrument ingC;nieux et assez com- 205 
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plique - qu'il appelle "ergodynamographe" - avec lequel s'en
registerent les impulsions volontaires et les forces vives, non 
seulement des flechisseurs du medius (comme fait l'ergographe 
c1assique) mais de tous les groupes musculaires du bras et 
de ravant-bras. , 
A Rome, Sante De Sanctis poursuit ses etudes geniales sur 
la psychologie du reve, des etats mystiques, etc. Kiesow. 
it Turin, apporte une nouvelle et importante contribution a 
i'evaluation des perceptions tactiles et dolorifiques, des temps 
de reaction, etc.; son continuateur, M. Ponzo, va publier un 
cours de psychotechnique et il a elabore une nouvelle methode 
pratique pour evaluer chez les sujets la capacite de discerner 
des variations de pression, d'eHort, de temperature. 

The 0 r i e e t p rat i que. Les etudes theoriques dont nous 
venons de dire un mot, ont eu en Italie un developpement 
beaucoup plus grand que les applications concr~tes. A cause 
d'une certaine ten de nee, qui nous est propre, it la speculation 
desinteressee, mais aussi en raison des caract~res de notre 
industrialisme - jeune encore d'annees et d'experience - bien 
des conquetes de la science sont restees sans application. De 
sorte que Ie sens critique, tr~s· etendu, de l'Italien, a beau 
jeu, quand il constate que certaines "decouvertes", que s'at
trihuent de bonne foi des chercheurs etrangers, - trouvent 
leur origine logique ou leur base scientifique dans les recher
ches ignorees de quelques compatriotes, auxquels n'ont manque 
ni genie, ni penetration d'esprit, mais auxquels firent detaut 
les moyens materiels pour contriiler et appliquer les principes 
qu'ils avaient vraiment decouverts. Dans Ie domaine de 
I'etude de la fatigue, pour citer un exemple, on connait encore 
trop peu a l'etranger (bien qu'on les cite dans beaucoup de 
textes, pour en avoir entendu parler) les etudes originalcs 
de Mosso, de Maggiora et de Treves, admirables precurseurs, 
qui ont decouvert beaucoup de lois physiologiques fondamen
tales du travail humain. L'ergographe apparait a certains 
comme un appareil vieux jeu, un monument de l'histoire re
trospective, tandis que I'on pourrait peut-etre er.core obtenir 
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~Iements d'etude, comme a su Ie faire, par example, Mme 
Joteiko. 
D'autre part - tout en demandant pardon de cette effusion 
de mauvalse humeur, due en partie i notre attachement per
sonnel pour ces pures gloirs scientifiques italiennes - II ne 
serait pas juste de depr~cier les courageuses tentatives pra
tiques d'humanisation de I'lndustrie, realisees en ltalie, unique
ment parce qu'elles sont, qualitativement, moins considerables 
que les tentatives theoriques. C'est de differents milieux - pu
blics et priv~s - que sont nees ces louables innovations. 
L'initiative des industriels consideree comme 
c I ass e. La Confederation mllme des lndustriels qui a donne 
naissance i I'E.N.l.O.S., a senti Ie besoin d'instituter dans 
son sein, il y a un an, un Bureau d'Assistance So
c I a I e (Piazza Venezia, 11 - Roma), dont la tache est de 
constater, de propager et d'encourager les oeuvres crMes par 
les Industriels "au Mnefice" de leurs ouvriers. Le caract~re 
"paternallste" de cet organisme, dont I'activlte ingenieuse 
d'allleurs s'exerce sur une vaste echelle, est evident: mais i 
I'etat actuel des choses et dans la majorite des cas, une idee 
plus mod erne de I'esprit qui doit animer les oeuvres d'assis
tance seralt peut-Iltre pr~maturee et intempestivc. Tous ceux 
qui ont medlte sans passion sur ce sulet sont d'accord pour 
croire que I'ouvrler ne demande (ni agree) i Iltre encadre 
et controle - mllme dans ses heures de recreation - par celui 
qui I'emploie. Mais dans la peri ode Initiale de tous les mou
vements de ce genre, la phase "paternallste" a ete inevitable: 
avec I'~ducation ouvri~re, Ie sens de la personnalite ira, d'une 
facon corr~lative, se perfectionnant chez les travailleurs, et, 
d'autre part, les Industriels se rendront compte, par une oeuvre 
graduelle et hablle de persuasion, de la n~cessite de garantir 
I'autonomle des oeuvres d'assistance: ce sera l'histolre de 
demain. Quant.. present, on dolt prendre acte, avec une 
slnc~re complaisance, de I'activlte du Bureau d'Assistance 
Soclale, laquelle se manlfeste dans une feuille bimensuelle 
("L'Asslstance Socia I e da n s 1'1 nd us trie), dans 
des opuscules, des enqulltes, des concours. 
1.'E. N. I. O. S. mllme a reconnu la n~cessite de confier i une 207 
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Com m iss ion speciale les etudes sur I e "f act e \1 r h u
rn a i n"; cette Commission, presidee par Ie Prof. Medolaghl 
(Directeur de la Caisse Nationale d'assurances sociales) 
compte parmi ses membres des physiologistes, des econo
mistes, des industriels. Son action publique s'est bornee 
jusqu'ici (avril 1928) a une reunion d'installation. Mais il est 
a notre connaissance que deux savants d'un merite singulier 
ont prepare, precisement pour servir de base aux travaux de 
la Commission, d'appnlciables etudes: M. Niceforo a elabore 
un scMma des enqu~tes statistiques et techniques, par les
quelles on poursuit une recherche sur les mouvements et la 
fatigue; M. Loriga, renfermant dans un resume plein de 
bonnes idees qui a parfaitement mis a jour ses reflexions sur la 
fatigue dans Ie travail industriel, formule quelques propositions 
pratiques pour les investigations qui meriteraient d'~tre en
couragees de preference: quant a nous, Membres de 1'1. R.I., 
qui avons entendu exposer une partie de ces idees par M. 
Loriga lui-meme au Cours d'Ete de Baveno, II est interessant 
de constater qu'i1 a tenu compte, dans cet expose plus recent, 
de la contribution de quelques-uns des Conferenciers a cette 
reunion. La Commission du "facteur humain" de l'E.N.I.O.S., 
d'accord avec Ie Bureau d'Assistance Sociale - dont nous 
venons de parler -, a organise un Concours sur lequel nous 
devons nous arreter un moment: II a ete annonce au public 
recemment avec l'annonce de 50.000 Lit. de prix; sujets a 
trailer: Ie premier, relatif aUK oeuvres d'assistance, Ie second, 
concernant les applications au "facteur humain" des principes 
decouverts par les etudes sur la fatigue, Ie mouvement, etc. 
Personnellement, nous concevons comme un tout ideal unique 
ces efforts, dus a diverses initiatives, qui - grace a I'etude des 
formes de travail, du milieu, des hommes, ou a la vigilance 
hygienique, sanitaire et sociale - ten dent a la meme fin: Ie 
perfectionnement de la production, en se servant des memes 
methodes d'action: obJectivite scientifique des investigations, 
esprit de cooperation, mentalite de "service social". Et nous 
voyons par consequent avec plaisir Ie rapprochement de ces 
deux suiets dans un seul concours. II est perm is d'esperer 
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l !usqu'ici de si sommaires nouve\1es, efforts d'un petit nombre 
d'isoles et partant plus meritoires. 
Enfin, nous devons citer la constitution, qui a eu lieu a Milan 
dans les derniers lous d'avril, d'une So c let e p 0 uri e 5 
H u des d e p 5 Y c h o-p h y 5 I 0 log i e i n d u 5 tr I e \l e. La 
Societe a ete cree par Ie Rotary Club d'Italie, grAce a l'initia
tive de Mr. l'Ing. Umberto Quintava\1e; e\1e est presidee par 
M. Luigi Mangiagalli - medecin et sociologue ilIustre, ex Maire 
de Milan et Ministre d'Etat. Deja de nombreuses subventions: 
• parmi lesquelles une considerable de 100.000 lires, d'un 
nota ire et mec~ne milanais, M. Guasti - garantissent la vitalite 
materielle de cette Institution, qui vient de naitre sous de sl 
favorables auspices qu'on peut facilement prevoir que sa
contribution au progr~s de I'ldee en question sera des plus 
brill antes et Interessantes. 
Oeuvres d'orlgine diverse pour Ie "service so
c I a I" d'u sin e. On a deja signal6, dans Ie Rapport de 
flessingue, I'actlon de quelques Institutions ayant un carac
t~re prlve pour la creation du "secretariat social de fabrique". 
La premi~re (fonde en 1921) - 1'1 n s tI t u t It a 11 end' A 5-
slstance Sociale (Via Silvio Pellico, 8 - Milano) a 
commenc~ en 1927 a faire partie de 1'0euvre Nationale "Dopo
lavoro" (apr~s Ie travail) et a etendu d'une facon encoura
geante sa zone d'influence, qui comprend actuellement 15 eta
blissements de Milan, Sesto San Giovanni, Verceil, Bisuschio, 
Maggianico, etc. (automobiles, electro-mecanique, lampes 
6lectriques, compteurs a gaz, carri~res, etc.) auxquels sont 
attachees 10 secretalres sociales qui consacrent leus activit6 
l au moins 15.000 ouvriers et meme a leurs families. A ega
lement progresse d'une facon remarquable I'Institut d' "A s s I 5-

tan c e Soc I a I e aut r a v a ill e 11 r", (Corso Roma, 53 -
Milano), lequel exerce son activite en Lombardie et dans 
plusieurs grandes fabriques du centre industriel de Tern!. 
C'est d'un facon analogue que s'est developpee I'action due 
l la Com p a g n led e San P a 0 I 0 (institution nee d'nn 
grand organisme catholique milanais, l'Oeuvre Cardinal fer
rarO - (Via S. Sofia, 5 - Milan), dont I'objet special est d'or-
ganiser des cuisines et restaurants de fabrlque et d'assister 209 
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moralement les ouvriers: cette Compagnie a un caract~re 
confessionneldeclare; mais, pr~s de quelques firmes, elle a 
accepte des fonctions purement techniques - specialement pour 
I;alimentation ouvri~re ~ dont elle s'acquitte d'ailleurs avec un 
esprit d'altruisme vraiment chretien. 
1I est un probleme qui reste central, pour ces Institutions, c'est 
~Iui .de la preparation professionnelle du personnel; iI manque 
~ncore un ordre special et caracteristique d'etudes pour pre
parer les Secretaires ou Assistantes Sc.ciales. Vne loi de 1925 
a pr~vu I'ouverture de cours de perfectionnement d'un an, 
pour vis i t e use s soc i a I e s, reserves aux elements femi
nins deja pourvus du diplome d'infirmi~re (deux ans, d'i!1ter
nat): mais jusqu'ici, a cause du petit nombre de candidates, 
ces cours ne sont pas encore reguli~rement organises. On doit 
donc se con tenter, pour la preparation elementaire, de cours 
rapides(trois mois environ) organises par les Institutions 
directement interessees a se procurer' Ie personnel et com
pletes par un stage dans la fabrique. Le progr~s du mouve
ment italien est certainement conditionne par la prompte et 
heureuse solution de cet aspect essentiel de I'organisation de 
I'assistance. 
Vne autre Institution, que nous avons Ie devoir de citer, est 
'~La VigUe" (Via Ospedale, 20 - Torino), bien qu'elle ait un 
c;lract~re plus etroitement sanitaire et de prevoyanCe contre 
les accidents, plutot que social: c'est un corps de medecins 
Qui - selon des syst~mes economiques et standardises - se 
chargent de la gestion des infirmeries et des services mMicaux 
dans les fabriques. Elle a ete recemment absorbee par la 
Confederation des Industriels, qui - a ce point de vue encore, 
se preoccupe de rendre service a ses organises - et certaine
ment, grace a la plus grande autorite qui lui viendra de cette 
nouvelle combinaison, elle elargira encore sa spMre d'action 
deja fort vaste. 
Vne belle campagne de propagande sociale, se refietant sur 
tous les probl~mes de I'hygi~ne et de la prevoyance, mais con
siderant plus particulierement celui de I'assistance aux travail
leurs, a ete menee, dans ces derni~res annees, par 1'1 n s tit u t 
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de Rome (Palais Sciarra), fonde el dirige par Ie Prof. E. Levi. 
ardent defenseur de tout progr~s social. Cetle Institution, qui 
s'est grefi6e sur Ie puissant organisme dependant de I'Etat, 
lequel se charge de l'assurance obJigatoire contre l'invaJidite 
et la viei\lesse (Caisse Nationale d'Assurance Sociale - Rome). 
continue a pubJier sa Revue "Defense Sociale", et ofire aux 
hommes d'etudes I'almable hospitaJite de sa tr~s riche biblio
tMque, contenant de nombreux et recents ouvrages du monde 
entier sur les suiets qui nous inleressent. 
o e u v res d'o r len t a ti 0 n pro f e s s ion nell e. Elles 
ne sont p as encore tr~s developpees en ItaJie, du moins 
pour Ie moment, et pourtant les chercheurs ne manquenl pas, 
qui, recrutes surtout dans la classe des medeclns, toument 
constamment leur attention vers ce probl~me. C'est plutot 
dans les milieux scolaires que nous trouvons - et c'est naturel -
des exemples d'autant plus louables qu'i!s sont moins frequents: 
depuis Ie S e rv Ice d'O rl en t a ti on de Rome, dirlge par 
la Desse. Gasca D1ez (pr~s de I'ecole elem. Grazioli Lante), 
Jusqu'a celul qui a ete cree a Turin par Ie Prof. Dr. Pizzoll 
et par I'lng. I"ossatl (Instltut IndustrieI); de plus, II existe a 
Glines, en faveur des orphelins de guerre, un service fonde 
par Ie Dr. Vldonl; a Milan, un autre est en preparation, pal' 
les solns des Drs. Doniselll et Albertini; a Mod~ne, enfln slg
nalons Ie service de I'Ecole 1". Coml, etc. 
n manque jusqu'lcl un lien commun entre ces Institutions lo
cales, 1\ manque aussl des description sOignees des difierents 
metiers, et 1\ n'y a pas mllme, malheureusement, une colla
boration constante entre les Institutions d'orientatiou et I'indus
lrie; en somme, 1\ y a encore bien du chemin a parcourlr en 
cetle matl~re; mals on Ie parcourra, parce que, parmi les 
medeclns et parmi les membres de l'enseignement, l'interllt 
pour I'ldee va se generalisant, et de toute part germent des 
propositions qui devront blentot se traduire en actes. 

OtUVRfS POUR LA SeLECTION, POUR L'ETUDI! DI! LA I'ATIOUl! 
ET I!N OI!NI!RAL POUR L'OROANISATION HUMAINI! DU TRAVAIL. 

L'a via tion mill ta I re e t ci v He est Ie domaine o~ la 
selection est appliquee en Italie de la facon la plus large et 211 
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la plus Systematique. Les recherches et les applications faltes 
pendant la guerre par Ie physiologiste lierlitzka, par Ie blo
psychologue Gemelli, et ensuite continuees par Ie regrette Ga
leotti, par Aggazzotti, par Bilancioni et • selon les directives 
de Patrizi - par Casarini, ont donne naissance a trois Instituts 
physio-psychologiques permanents (a Rome, a Turin, a Flo
rence) lesquels se chargent d'assujettir tout Ie personnel de 
navigation aerienne a des visites d'enrOiement et ensuite de 
controle. Ces Instituts sont actuellement diriges par des me
decins militaires et une Commission technique de savants 
militaires et- civils preside a tout leur fonctionnement. Les 
methodes adoptees et tout l'outillage en partie imagine expres
sement pour _ ces visites • dont Ie nombre, pendant la guerre 
seulement, s'eleva a plus de 26.000 • forc~rent l'admiration des 
divers experts etrangerS, qui vinrent etudier la question en 
Italie; si bien que trois Etats deja: Ie Japon, l'Argentine et 
la Roumanie, ont adopte i n tot 0 les methodes et les appa
reils italiens, pour fonder des Instituts analogues de selection 
dans l'aviation. 
La visite a laquelle s'assujettissent les aviateurs, consiste en 
une rigoureuse determination des antecedents (famille - habi
tudes - antecedents d'entrainement - maladies et blessures 
deja contractees ou recues - symptomes subjectifs) suivle 
d'une serie de releves anthropometriques, cliniques, morpho
logiques, endocrinologiques. On soumet par consequent a des 
examens minutieux les differents appareils de I'organisme: 
pour l'appareil respiratoire, Ie pneumographe, Ie spirom~tre 

Grazzi, I'epreuve du vent artificiel, etc.; pour I'appareil circu
latoire, Ie cardiographe et Ie sphygmomanom~tre, pour deter
miner, dans des conditions differentes, les differences du 
rythme cardiaque, l'epreuve de resistance aux variations de 
pression barometrique (chambre pneumatique); pour les ap
pareils digestif et uro-genital, des epreuves plus somma Ires. 
Viennent ensuite les releves sur la sensibilite generale (esthe
siometrie), dolorifique, thermique (barosthesie, batiesthesie, 
stereognosie); les examens, objectif et fonctionnel, du nez, de 
la gorge, de I'oreille surtout pour la fonction statique du ves-
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(Bilancioni), de I'lndlcation, du sens de position et de verti
caUte (carlingue de Malan); de l'oeil, aC!lite, adaptation, re
fraction, champ visuel et champ du regard, vision crepuscu
laire (Gradenigo), stereoscopique, chromatique. On passe 
ensuite Ii l'etude des fonctions motrices volontaires, avec des 
dynamom~tres, I'ergographe digital de Mosso, l'ergographe 
crural de Patrizi ,avec Ie tapping (vitesse des mouvements), 
avec I'ergoesthesiographe Galeotti (sens musculaire); aux 
etudes des reflexes superficiels et profonds, du dermographisme. 
Et I'on arrive Ii 'l'examen psychique de l'emotivite (pletismo
graphe de Mosso et gant· volumetrique de Patrizi, meme 
combine avec pneumographe, spygmographe et tremographe 
de Lugiato) du temps de r~action simple et avec cltoix (dis· 
positifs Ii "cloche" d'Aggazzotti), de la vitesse de perception 
(appareils de Gemelli et de Galeott!), de I'attention dans ses 
diverses formes. 
Ces divers examens sont faits chacun par des specialistes et 
c'est Ie Directeur de I'lnstitut qui, sur la base des. resultats 
obtenus, prononce Ie jugement de selection. On' a prevu 
douze categories d'imperfections physiqUes et d'infirmites qui 
sont cause d'inadmission. 11 serait interessant de rapporter 
les r~gles tr~s opportunes de I'evaluation "ponderale" des 
differentes ~preuves, evaluation qui est egalemeilt influenc~e 
par des observations generales sur les caract~tes physio
psychologiques et sur Ie maintien du candidat,' surtout ali 
double point de vue volonte'et inhibition. Le pourcentage des 
f~formes - au moins pendant la guerre -, s'est elev6 seinble-t-il, 
Ii 30-40% des candidates. 11 ne nous a pas semble inutile de 
mettre en lumi~re par quelques details· cette methode de 
visite, parce qu'elle atteste une rigueur et une profondeur de 
principes dont nous verrions avec plaisir, dans la mesure du 
possible, etendre l'application aux visltes de selection des 
ouvriers. 
Depuis quelque temps, dans les C hem Ins de fer, Oil met 
en evidence l'opportunlt6 d'un examen psychotechnlque complet 
pour les chauffeurs et les alguilleurs: mais, en depit de la 
propagande falte par un des medecins les plus autorites des 
Chemins de fer - Ie Prof. Diez .. jusqu'icl les epreuves aux- 213 
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quelles sont soumis ces employes des chemins de fer, se bor
nent au domaine des sens, en particulier aux perceptions de 
la vue et de l'ouie. Rien de plus. 
Quant aux con d u c t e u r s des t ram way s, l'unlque 
innovation qui nous soit connue est celie de l'adminlstration 
des Tramways de Milan (Foro Bonaparte, 61), laquelle a 
installe un cabinet physio-psychotechnique, pourvu de tout Ie 
necessaire et y a fait commencer en 1926 des visltes de selec
tion. La methode qui y est suivie est encore rigoureuse et 
prudente: d'autre part, Ie pourcentage des candidats refuses 
peut aussi ~tre relatlvement eleve, etant donne qu'aux COIl

cours organises pour les employes des tramways, il se presente 
toujours un nombre de candidats largement superieur au 
nombre des places vacantes. Nous n'avons pas lusqu'icl de 
donnees precises sur les resultats de ces visltes, surtout en 
ce qui concerne la determination, m~me sous forme de ten
dance, des aptitudes preferables pour Ie conducteur de 
tramways. 
Si, dans les exploitations ayant un caract~re public, on a 
seulement commence, jusqu'lci 1'0 r g a n I sat Ion h u
rn a i n en et - peut-on dire - exclusivement pour ce qui se 
rapporte a la selection, dans les exploitations ayant un ca
ract~re prlve, malheureusement, on en est presque encore au 
m~me point. 
11 n'y a pas jusqu'icl de serieux examens physlo-psychlques 
pour les conducteurs de vehlcules automobiles: 
et c'est domrnage, parce que c'est Ici que l'opportunlte loglque, 
et scientifique de cet examen a ete proclamee - probablement 
pour la premi~re fois dans Ie monde entier - par Ie psychllitre 
Petrazzani de Reggl Emilia, cela d~s 1907 (Rivlsta dl rrenla
tria), et la m~me necesslte a ete chaleureusement proposee, 
de facon encore plus explicite,par M. L. Patrizl, en 1909, 
lorsque les etudes psychotechniques de Mfinsterberg etaient 
encore ignorees et peut-~tre, m~me, n'avaient pas encore ete 
commencees. 
Mais c'est dans l'lndustrie privee que I'organisation humaine 
du travail doit s'affirmer par sa propre vertu et sans I'aide 
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la defense du salut public. C'est dans les Industries privees 
• ou les preoccupations du lucre et de la concurrence sont 
vives et Immtdiates • que I'organlsation humaine du travail 
dolt fournir une preuve plus dlrecte et plus prompte de sa 
capaclte "economique": sl "it pays", comme disent les Anglo
Saxons,· sl elle engendre des resultats avantageux pour la 
production, la preuve est favorable et reussie. Autrement, 
nous sommes dans Ie royaume de l'Utopie. 
Dans l'lndustrle privee Italienne, nous trouvons tr~s peu 
d'exemples de veritable organisation humaine et encore ces 
exemples sont-ils incomplets. Nous mentionnerons sommaire
ment I'hlstoire et les caract~res de l'un d'eux, pour donner' 
une Idee • en cltant des faits • de ce qui se pratique chez 
nous. Devant choisir, par force, l'exemple de I'organisation 
la plus developp~e et la plus compl~te, nous sommes contraints 
de parler d'une chose qui n'est pas etrang~re a l'activlte per
sonnelle de l'auteur de ce rapport: et de cela, nous demandons 
pardon. 
A 1a P a b b rl c a It a Ii a n a Mag net tI Mare 111 (Sesto 
S. Giovanni - pr~s de Milan; environ 1500 ouvriers, dont 200 
femmes), il existait deja, depuis sa fondation (1921), des 
oeuvres tr~s developpees d'assistance sociale. En 1924, l'ln
stitut Italien d' Assistance Sociale y avait cree un "Secretariat 
de Pabrique" s'occupant, avant tout, de "welfare work": as
sistance sanitairt, morale, Intellectuelle: vlsltes medicales 
generales et vlsltes de speclalistes, vlsltes a domicile, cours 
d'economle domestlque, blbliotMque clrculante, restaurant de 
fabrlque avec cuisine Interieure, oeuvres de bienfaisance 
variees, excursions ouvri~res, repas supplementaires pour les 
predisposes 1 1a tuberculose, cabinet de consultations pour 
nourrissons, etc. Toute une floraison de belles Innovations, 
realisees selon les Idees de la Direction, par une vaillante et 
laborleuse "secretaire sociale", qui avait aussl Ie brevet d' 
"asslstante sanltalre" (visiting nurse). 
La n6cesslte d'un medecln de fabrlque fut sentie d~s Ie pre
mier moment, et bien qu'entre autres choses la vlslte des 
victimes des accidents du travail filt confiee l ses solns, la 
Direction et les organlsateurs du Service virent tout de suite 215 
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qu'on pourrait falre encore d'avantage. Mais la pr~paratiol1 
rut longue et penible. II fallut environ deux ans pour arriver 
a outiller un cabinet psychotechnique; mais en attendant on 
avait mis en train I'execution de releves de la production 
(statistique du rendement) et de travaux embryonnaires d'ob
servation sur la fatigue, surtout en ce qui concernait I'elentent 
fcminin du personnel. En 1925, on instituait deux pauses, d'un 
quart d'heure chacune, pour interrompre I'horaire (8-12h. et 
J3-17h.), et II fut possible de demontrer que ces pauses, loin 
de representer une perte pour Ie rendement, produisaient - au 
contraire - une petite augmentation (4 % environ). Apr~s une 
periode de moindre activite, due a des changements du per
sonnel dirigeant, on arrive - en 1927 - a une reorganisation 
du Service sur les bases suivantes: ce Service se detache du 
Secretariat Social, qui continue a etre administre d'apr~s les 
memes principes et, bien plus, II elargit son action; II se separe 
aussi du service medical des accidents, confie a un autre 
medecin; Ie service de I'organisation humaine (ou bureau 
physio-psychique) s'occupe dorenavant et exclusivement de la 
determination des aptitudes, de I'etude de I'execution du tra
vail, ,des recherches sur la fatigue, sur les mouvements, etc. 
Son personnel est compose de trois personnes: un dirigeant. 
charge de la partie psychologique et sociologique (part time: 
trois heures par lour) un mfdecin, charge de la partie physio
Iogique (part time: quatre heures par jour), et un technicien, 
charge des taches statistiques, techniques, administratlves 
(huit heures par iour). Dans I'ann~e 1927-28, ce Service a 
mene a bien de nombreuses innovations qui toutes tendent aux 
m~mes fins: rendre 'Ie travail, autant qu'i1 se peut, moins 
fatigant, moins malaise, moins dangereux et plus fructueux, plus 
agreable pour les ouvriers; amener une augmentation de la 
qualite ou de la quantit~ de la production, pour i'industriel. 
Evidemment ces deux obiectifs ont des points de contact; 
mais les considerer comme distincts entre eux et envisager 
toulours Ie probl~me aux deux points de vue differents, c'est, 
peut-etre, ce qui represente Ie "punctum saliens". C'est ce que 
nous t1icherons de rendre plus clair, en examinant de plus pr~s 
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L'entr~e, au travail de tous les 'ouvriers et employ~s, est sub-' 
ordonn~e a une minutieuse visite physio-psychique, faite par 
ce Service: elle dure de 45' a Ih. 30, et comprend, selon la 
place pour laquelle on est propos~, une serie d'epreuves et de 
tests choisis opportun~ment. On fait aussi des visites de con
trOle pour les transferts et les renvois; on assujettit a une 
revision les ouvriers qui rentrent apr~s une mala die ou line 
absense. En correlation avec cette action, on a etabli, comme 
mesure provlsoire, au moyen de visites sp~ciales faites sur Ie 
personnel deja habile (les "standards"), des tab I e a u x 
d'a p tit u des pour quelques-uns des travaux les plus caracte
ristiques et les plus importants. Les etudes et les recherches 
qui peu a peu se poursuivent, permettent de parfaire ces 
tableaux dans leurs divers details. Et ainsi, d'autre part, on 
compl~te de plus en plus, par l'acquisition et la construction 
de nouveaux instruments et par l'adoption de nouveaux tests, 
l'outillage des preuves. Ce demier comprend, outre diffe
rents apparells pour mesurer la respiration, la circulation, etc., 
de nombreux instruments pour v~rifier la capacltc des sens, 
line s~rle de dynamom~tres, un ergographe Mosso,pour les 
~tudes sur la fatigue, un mesureur des temps de r~actlon a 
un stimulant acoustique, visuel ou tactile, maints dispositifs 
pour tests analytiques et syntMtico-professionnels. On faii 
ex~cuter encore quelques preuves mentales, surtout sur l'at
tentioh et sur les qualit~s ~l~mentaires de l'inteIligence (350 
visites environ ont ~tefaltes par ce Service dans l'ann~e 
1927-28). 
Une notable partie de cette activlte s'appllque aussl a I'~tude 
de la fatigue, par exemple par les recherches pour am~\iorer 
la position durant Ie travail· et pour rMuire les conditions 
nombreuses et diverses qui font obstacle a la marche r~gu\i~re 
de la production (aeration, eclalrage - verification avec Ie lux
m~tre -, temperature et humldite ratlonnelles, eau potable, 
oscillations, etc.). Pour affronter un probl~me tr~ grave - les 
accidents du travail - Qui est en meme temps cause et effet de 
la fatigue, fnt constitue Ie premier "Comite de snrete" (dont 
• Dans eet ordre d'id~ on a ImaginE un mod~le de siqe rationnel, 
rEliable, avec appuis pour Ie dos at pour 105 pieds. ' 217 
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font partie des contre-maitres et des ouvriers) qui a commence 
a fonctionner et dont les activites sont: !'institution du "tableau 
de la silrete", I'organisation de releves statistiques reguliers, 
la creation d'un concours contre les accidents du travail, avec 
caract~re sportif, etc. 
La partie la plus delicate et la plus importante de la tache 
du Service, est toutefois representee par les etudes relatives 
aux methodes du travail. Elles commencent toujours par une 
enqu!!te minutieuse (process chart) sur les conditions du milieu, 
sur Ie flux des mati~res premi~res et du travail, sur les 
qualites individuelles des ouvriers (visites physio-psychiques), 
sur Ie rendement; puis, en verifiant patiemment et en Isolant 
chaque "variable" qui influe sur Ie travail auquel on applique 
I'analyse des mouvements elementaires (therbligs), on effectue 
les reI eves photo-cinematographiques quand il Ie faut, Ie 
mesurage chronometrique des temps; enfin, on experimente 
les modifications SUggereeS par ces examens, on determine la 
duree et Ie nombre preferable des pauses de repos, Ie rythme 
et les aptitudes personnelles qui semblent repondre Ie mieux a 
la nature de la tache, etc. Ce cycle de verifications n'a ete 
applique jusqu'icl que partiellement et dans trois cas un peu 
fragmentaires. Mais a present on est en train de faire une 
enqu!!te compl~te, qui a entrepris de considerer une section 
(preparation et montage des condensateurs) occupant une qua
raintaine de jeunes filles. 
Dans I'etude des aptitudes - comme dans celie de la fatigue -
et dans celie des methodes de travail, ce qui domlne toujours 
c'est la preoccupation, dont II a deja ete parle, d'envlsager 
chaque probl~me au d 0 ubi e poi n t d e vue (production et 
homme). Etainsl se presente une difference inevitable entre 
ces nouvelles taches et celles des hierarchies que I'on ren
contre habituellement dans I'industrie, lesquelles se proposen', 
et cela, de leur point de vue est loglque, un seul objectif: "Ia 
production", et par consequent sont amenees parfois a Ignorer 
ou a subordonner I'autre facteur: "I'homme". C'est dans ce 
contraste d'opinions et de methodes - qu'i1 importe naturelle
ment de maintenir dans les termes les plus courtois et les plus 
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progr~s de I'organisation humaine. Et cela suffiralt a expliquer 
pourquoi sont encore circonscrits et exceptionnels les exemples 
o!) s'affirme, avec un caract~re pr~cis, cette tendance modeme 
ou - pourrait-on dire - appartenant a I'avenir. Mais iI y 
a plus. 
Organlser les aspects techniques, est chose en certain sens 
facile, parce qU'i1 s'aglt, dans la plupart des cas, de realiser 
- dans la pratique - les aspirations, les idees d'ordres, 'de 
promptitude et de pr~clslon que tout esprit ~quilibr~ d'organi
sateur professe d~h\ et entrevoit plus ou· moins clalrement 
devant soi. Organiser les aspects humains, est, au contralre 
une chose beaucoup plus malais~e, parce que l'on dolt pour 
cela, Ie plus souvent, contrarler, au lieu de seconder, quelques 
tendances enracin~es dans Ie cerveau des dirigeants, vaincre 
bien des pr~luges Instinctifs, dict~s par Ie tradltlonalisme, 
meme aux ouvrlers qui pourtant sont plus directement favo
rises par les nouvelles methodes. Evidemment, l'industrlel 
- qui en ales moyens - a plus vite fait de changer toutes les 
machines ou de modifier Ie flux de travail, que de faire adopter 
dans son exploitation certaines mesures contre la fatigue -par 
example, les sl~ges pour les ouvriers - ou contre les accidents 
comme la protection contre les ~clats, au moyen des lunettes 
pour Ie travail. 
n ya une autre dlff~rence defavorable aux syst~mes d'huma
nisation Que nous pouvons noter: leurs fruits r~els, qui ne 
manquent pas et parlols sont abondants, sont ordinairement 
molns apparents et semblent moins concrets que ceux qui 
provlennent des perlectionnements techniques. La complexlt~ 
meme, la varlabilit~ et l'lncoercibilit~ de la nature humaine 
- qui est I'oblet de ces mesures - font que les repercussions 
reelles de ces deml~res ce trouvent partiellement Insalslssables 
ou nil peuvent etre Que mal ~valu~es. 
Ce sont des slnguli~res dlfficu1t~ que celles que nous venons 
d'exposer. Mals iI ne suffiralt pas encore d'avoir valncu ces 
resistances ces faits negatifs: II faut encore proclamer et 
etabllr comme regie de vie deux faits positifs, deux Idees 
courageuses. 
n faut avant tout Que les chefs et ceux QUi sont pla~ sous 
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leurs ordres acceptent comme principe essentiel et r~gle de 
chacun de leurs actes 1'0 b j e c ti v I t ~ des jUg e men t s 
(justitia fundamentum regni .... ) II faut donc qu'i1s affrontent 
avec un esprit serein et depouille de prejuges, toutes les situa
tions que cree la vie en commun durant Ie travail. II faut 
qu'iIs fondent chacune de leurs actions sur des verifications et 
des con trOles non influences par les passions, par Ie perso
nalisme, par Ie traditionalisme. 
Et il faut enfin que toutes les parties en cause admettent en 
theorie et, consciencieusement et loyalement, ne perdent pas 
de vue, dans la pratique, I'autre grande idee feconde: la d e
pen dan c ere c i pro que. Qu'i1s collaborent dans la 
pensee et dans les actes, avec estime, avec cordialite et bonne 
volonte. 
A qui saura reduire ces difficuites et appliquer avec fol ces 
principes, Ie succ~s ne sera par refuse. Et Ie prix de l' "assai
nissement industriel" sera immanquable et inestimable. Les 
resultats de cet "assainissement", quand iI est enfin donne de 
les atteindre, ont une importance et une profondeur singulihes: 
autre effet, celui-ci, derivant du fait que c'est dans Ie domaine 
de I'esprit que ces resultats sont obtenu5. De grands pM· 
Ilom~nes sociaux, comme ceux de la circulation ouvri~re (turn
over), de I'education professionnelle et civile des masses, de 
I'augmentation desproduits, de la diminution des prix et de 
l'amelioration du niveau general de la vie, ressentent I'influ
ence bienfaisante des mesures d' "assainissement". Et, chose 
essentielle entre toutes, nai!, ou pluto!, renai!, un admirable 
resultat: la con f ian c e. Elle se cree - ou pluto!, elle re
commence a se creer, au dela de la parentMse des si~c1es, 
comme jadis dans la vie commune et fami\i~re de la "bottega", 
de I'atelier oli I'artiste-artisan reunissait ses el~ves, ou de la 
"corporation" du moyen-age - cette athmospMre de sillc~re, 
d'effective bienvei\lance du travai\leur a I'egard de ceux qui lui 
donnent du travail et, par reciprocite, cet attachement de ces 
dernierspour Ie travai\leur. C'est la probablement Ie besoln 
Ie plus vif de notre civilisation; bien plus, ce serait son 
soutien Ie plus solide et Ie plus sfir, presage d'autres progr~s 

220 a venir. 



ITALII:! 

Hans Sachs, incarnation de l'cHat d'artlsan, qui dans I'immortel 
"opc!;ra" "Les Maitres Chanteurs", alterne ses chants avec Ie 
rythme solennel et joyeux de son marteau de cordonnier, con
naissait et enselgnait la jole du travail; la machine, la vapeur, 
1'c!;lectricltc!; et les autres conqul!tes techniques des deux der
niers si~c1es, ont tar! et presque supprimc!; cette jole. Puisse
t-eile • pour Ie bien de I'humanltc!; • revenlr et ramener ·Ie 
sourire et Ie chant sur les I~vres ml!mes du plus humble des 
travallleurs. 
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JAf:'AN 
BY N. XAMADA AND C. SEKIYA. 
Kanegafuchi Spinning Co. Ltd. Hiogo 

Speaking in a general way concerning the development in 
Japan of that aspect of scientific management known as human 
relations, we may say at the outset that although Japan is in 
her industrial infancy she is nevertheless rapidly entering the 
field of large scale industrialism, and is aware of the necessity 
of studying the human side of scientific management. Still in 
the experimental stage of this kind of scientific management, 
Japan lacks the precise information and statistics requisite for 
a comprehensive treatment of the subject. :Except for some 
fragmentary reports and partial statistics that have been 
published from time to time by the government, a few muni
cipalities or certain research institutes, Japan offers but little 
data on which to base a report such as I would like to offer 
at this Congress. In view of the limited information available 
my report, therefore, cannot be regarded as a complete hand
ling of the subject with which it deals. I ask that you regard 
it rather in the light of a general survey, but one on which I 
have bestowed the utmost care and effort to make it as com
plete as possible under the existing circumstances. 

INDUSTRIAL PSYCHOLOGY. 
Fifteen years ago Japan, realizing the constantly increasing 
interest taken in this subject in Europe and in America, began 
her own study of it, and many large industrial firms have 
been experimenting with the application of industrial psy
chology as a means of ascertaining what particular Job the 
worker is best Qualified to fill. In many cases such tests 
are made at the time when the worker applies for employment, 
and some of the most progressive concerns now employ 
such tests for those already on the pay roll, in order to make 
certain that each worker is on the job for which he is 
best suited. Amongst the firms and organizations which are 
employing industrial psychology along scientific lines in some 
form or other, we find such trades as the following: drugs 
and chemical products, hosiery, silk, cotton, porcelain, tobacco, 
and we may also mention the railways under government 
control. 
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Apart from these organizations, where industrial psychology 
is being actuallY applied, there are a number of institutes 
which conduct research work on this subject and in addition 
on many other phases of the scientific management of labour. 
The three chief institutes directing their attention to these 
subjects are: 
Sangyo Noritsu Kenkyulo. of Tokio (Research Institute for 
Industrial Efficiency). 
Osaka Sangyo Noritsu Kenkyujo. of Osaka. (The Osaka In
stitute for Industrial Efficiency.) 
Rodo Kagaku Kenkyujo, Kurashiki, Okayama. (Research In
stitute of Labour.) 
These research bodies undertake investigations and experi
ments not only for their own study but also, in some cases, 
to assist Industrial firms in determining and drafting suitable 
rules, regulations and methods of procedure on matters 
relating to the workers in their plants. 
It was not until the close of the great European war that 
public attention was directed to this kind of scientific treatment 
of labour. As soon, however, as the war was over there 
arose an urgent need of finding employment for the very 
large number of workers who had been discharged during the 
period of depression. Faced with this situation, the govern
ment inaugurated a number of labour exchanges, for the pur
pose not only of giving work to the unemployed but also of 
giving them vocational guidance as well. This example was 
followed by municipalities in big industrial towns and cities, 
and now there are today a great many such public labour 
exchange offices throughout the empire. In respect to voca
tional guidance. taken in its strictest sense, their work cannot 
yet be described as complete. 
Besides these governmental bodies, we have three private 
Institutes known as the Shokugyo hoda kal (Association for 
Occupational Guidance) established in Tokio, Osaka and Kobe, 
and which are maintained from a fund contributed by a 
philanthropist. At these institutes are given courses and 
lectures designed with special reference to the different types 
of occupations in which workers may be engaged, and training 223 
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is given in whatever particular occupation the worker seems 
best fitted for. In addition to these general organizations 
there are certain special ones which aim at giving children 
vocational guidance. The chief are: 
Toko-fu Shonen Shokugyo Sodanjo (Juvenile Labour Con
sulting Office), established by the Tokio Provincial Govern
ment. 
Aichi-ken Jido kenkyo jo (Child Labour Investigation Office), 
established by the Aichi Provincial Government. 
Shonen sodanjo (Juvenile Labour Consulting Offices), es-' 
tablished by the municipalities of Kioto and Kobe. 
In these organisations an attempt is being made to study 
children and youths physically and mentally in order to dis
cover the most suitable occupations for them to engage in. 
Recently an important negotiation has been conducted between 
the Home Office and the Department of Education on the 
subiect of founding a big central organization for the vocational 
guidance of iuvenile labour. Another plan is on foot to start 
an institute for vocational guidance, for experts in the fields 
of psychology, education and medical science. 

VOCATIONAL seLeCTION. 

The first actual experiment in this form of scientific manage
ment, as applied to workers, was made in 1915 at the Govern
ment School for Torpedo Engineering among the crews in 
the Navy and also among the workers of the Naval Arsenal 
at Yokosuka. The successful result of this undertaking led {he 
Department of Communications to establish in the Depart
ment an institute for studying the workers' psychology, and 
through which, by means of examinations and vocational 
selection, the employees could be assigned to jobs for which 
they were best qualified. The fact that industrial psychology 
is receiving attention in both the Government Railways and 
Government tobacco factories Is an indication that this tYlle 
of industrial management in regard to labour is not overlooked 
in other Government undertakings. Amongst the private 
industries a good many of the progressive firms practise 

224 , vocational selection both in hiring new workers and also for 
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those already in their employ, in order to ensure the . right 
man being in the right place. In the cotton spinning indu!itry, 
where a large number of female workers are emploYold, voca-' 
tlonal selection in connection with various forms of psy
:hologlcal experiments, physical fatigue tests etc. are very 
much in evidence. 
Some of the most progressive firms' employ specialists for a 
scientific study of their workmen as an aid to vocational 
guidance; the aim being to augment the workers' efficiency 
through elimination of fatigue by motion study in reference 
to the particular Job In hand. 

enUCATION AND T~AININO f'OR ALL OROUPS IN INDUSTRY. 

In response to Inquiries made by the Ohara Research Institute 
of Social Sciences It was found that, through the enterprise 
of private employers, the following forms of group education 
are in existence. 
Re Continuation School: out of 229 factories Interrogated 100 
or 43.67 % reported as having It. 
Re Technical Education: out of 198 factories interrogated 49 or 
24.75 '/0 reported as having It 
Re Art and Technical Education for Pemale Labour: out of 
240 factories Interrogated 49 or 20.41 % reported as having it 
Besides these major educational activities there are throughout 
the Industrial cities and towns a great many short course 
schools. lectures and evening schools for workers In general. 
These are conducted by municipalities or corporate bodies. 
and workers whose employers make no provision for continu
ation schools and the like have a fairly good opportunity of 
learning at these schools. 

INDUSTRIAL WI!LI'A~e WORK. 
PeRSONNeL AND eMPLOYMeNT MANAGeMeNT. 

Some industrial concerns have highly developed Personnel or 
Employment Management departments In some form or 
another. but there are very few of them. thus making it difficult 
to draw a general picture. The following examples. however, 
are fairly common: libraries. workmens' dormitories and cott- 225-
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ages, medical attendance and care, personnel and employment 
offices and, in some cases, works councils. The Government 
Report for 1924 listed th~ number of works councils as 155. 
Instances of facilities provided for sports, games, music and 
other forms of recreation are not infrequent. 

CO-OPERATION WITHIN AND BETWeEN THE VARIOUS GROUPS 
IN INDUSTRY. 

In 1925 the number of Trade Associations amounted to 646_ 
These associations in addition to such price and production 
arrangements as exist between them cooperate one with 
another, as do the individual firms within each group, in 
the case of labor disputes or labour legislation. 

INDUSTRIAL AND FACTORY INSPECTION. 

It is difficult to state in what degree the general standard 
has been raised by these voluntary applications of scientific 
management over and above the standard maintained by 
reason of legislative measures protecting workers, and 
factory acts governing working conditions. With respect 
to the maintainance of such legal standards, the Government 
in 1926 appointed through the Bureau for Social Affairs at 
the Home Office and through Provincial Governments, 336 
factory inspectors. Besides the Pactory Acts, the following 
acts have been enacted with regard to industrial labour: "The 
Pactory Workers' Minimum Wage Act", "The Labour Disputes 
Act", "The Health Insurance Act", and ''The Mine Act". 
Apart from these legal obligations to maintain a minimum 
standard of welfare for workers, we note with satisfaction the 
appearance of various organizations both official and private 
which aim at the promotion and encouragement of the workers' 
welfare. Then too the fact that certain progressive firms 
whose regard for their workers' wellbeing has resulted in such 
a spirit of concord and mutual understanding that no labour 
disputes have arisen, has led other firms less concerned with 
regard to their workers' welfare to adopt a different attitude. 

OENERAL SOCIAL AND ECONOMICAL BACKGROUND. 
226 Since 1926, Japan has been uninterruptedly suffering from bad 
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times in all trades, and unemployment all round has been a 
natural outcome of the situation. Prices for daily necessities 
did not fall sufficiently to benefit and relieve the wage-earning 
class. Employers on the other hand unable to reduce wage 
costs materially have been unable to extend their business 
and have been forced to discharge many workers. Conse
Quently the great throng of workers who had been pouring 
into the towns from the country began to suffer all the misery 
of unemployment, and within the last few years serious social 
Questions have arisen. To meet this situation, both the 
central and locill Governments, including municipalities, have 
started various kinds of public relief work, such as is done 
ill Europe, and are thus relieving the situation. Will such a 
situation always be met with only such temporary measures? 
It is a great and serious question not only for Japan but for 
every other industrial country as well. Thoughtful people here 
are seeking its fundamental solution in the international benefit 
of free trade, as already discussed in the World Economic 
Conference last year in Geneva. 

')2,7 



OESTERREICH 
VON H. MARS B. A. 

Referent. ArbeitewiHeuchaftlicbee ReEerat del Kammer fUr Arbeiter and 
Angeetellte, Wien 

Auf 84.000 Quadratkilometern wohnen 6'11 Millionen Ein~ 
wohner, von denen ungeflihr 4.1 Millionen im Erwerbsleben 
tiitig sind. Der Oroszteil der Berufstiitigen, niimlich ungefiihr 
2.5 Millionen sind unselbststiindig Erwerbsliitige, d.h. Arbeit
nehmer. Die soziale Lage dieser 2.5 Millionen Arbeitnehmer 
soll mit ein paar Strichen skizziert werden. Der Durch
schnittswochenlohn fiir die miinnlichen Arbeitskriifte betr1i~t 
54.7 osterr. Schilling und filr die weiblichen Arbeitskrafte 
29.4 osterr. Schilling; filr Manner und Prauen zusammen 
47.8 osterr. Schilling. Davon entfallen ungefiihr S 3.- auf 
Versicherungsbeitriige. Hat ein Arbeiter 140 Tage gearbeitet, 
so hat er Anspruch auf 210 Tage Arbeitslosenunterstiitzung, die 
durchschnittlich S 12.60 bis S 17.50 die Woche betriigt. Yom 
211. Unterstiitzungstage angefangen erhiilt er in der Regel eine 
etwas geringere Notstandsaushilfe, die ihm gewohnlich so lange 
gewiihrt wird, bis er wieder Arbeit erMlt. Die landwlrtschaft~ 
lichen Arbeiter und die Hausgehilfen sind in die Arbeitslosen
versicherung nicht einbezogen; die Heimarbeiter iedoch insa
weit, als sle ausschlieszlich filr eine Unternehmung arbelten 
und aus diesem Arbeitsverhiiltnis ihren Lebensunterhalt be
streiten. Eine Alters- und Invaliditiitsversicherung besteht 
derzeit nur fiir die Angestellten. Alte arbeitslose Arbeiter 
und Hausgehilfen erhalten eine Altersrente. Die Leistungen 
der Krankenversicherung betragen durchschnittlich S 14.- bis 
S 20.- Krankengeld die Woche. Aerztliche Behandlung, Me
dikamente und Spitalshilfe werden unentgeltlich beigestellt. 
Das gesamte Volkseillkommen Oesterreichs wird auf 7 Milll
arden Schilling iiihrlich geschiitzt, so dasz auf den Kopf pro 
Woche 21 Schilling entfallen. Von den besteuerten Oesamt
einkommen entfallen gar nur 15 Schilling pro Woche auf den 
Kopf der Beviilkerung. 
Die sozialpolitische Oesetzgebung in Oesterreich ist sehr um
fangrelch und vielfach gegliedert. Die Arbeitsvertragsgesetz
gebung umfaszt Sondergesetze filr gewerbliche Arbeiter, Berg-

228 arbeiter, Arbeiter beim Bau offentlicher Eisenbahnanlagen, 
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Landarbeiter: fUr Industrie- und HandelsangesteIIte (Privat
beamte), Outsangestellte, Journalisten, Schauspieler und end:" 
lich fiir Hausgehilfen. 
Die landwirtschaftlichen Arbeiter werden in der sozialpoliti
schen Oesetzgebung ungiinstiger behandelt als aile iibrigen 
Arbeiter. So gilt fiir sie z.B. noch nicht der Achtstundentag. 
das Arbeiterurlaubsgesetz, das Betriebsrategesetz, die Arbeits
losenversicherung und das Oesetz iiber die Einigungsamter und 
Kollektivvertrage. Die Krankenversicherung fUr Landarbeiter 
1st in Durchfiihrung begriffen. 
Es gibt Betriebsrate und eine arbeitsrechtliche Sondergerichts
barkeit: das Kollektivvertragswesen ist besonders geregeit und 
spielt in der Praxis eine entscheidende Rolle. 
Von der ungemein vielgestaltigen Arbeiterschutzgesetzgebung 
1st hier vor aHem die Arbeitszeitregelung von Bedeutung. Der 
Achtstundentag, bezw. die 48 Stundenwoche, sind gesetzlich 
eingefiihrt. Uebertretung-en des Achtstundentagsgesetzes kom
men vor allem In Klelnbetrieben vor, wo die Kontrolle eine 
schwierige 1st und die Arbeitnehmer Ungesetzlichkeiten 
schwerer Widerstand leisten konnen. AIlerdings ist es schon 
vorgekommen, dasz sich die Arbeiter selbst mit ungesetzlichen 
Ueberstunden abgefunden haben, weil sle hiedurch eine Ver
mehrung des Einkommens erzielten. Die Sonntagsruhe ist 
gesetzlich geboten. 
In der Verwendung von Frauen, Kindem und Jugendlichen zur 
Arbeit bestehen starke Beschriinkungen, vor aHem das Nacht
arbeitsverbot. Die Heimarbeiter sind weitgehend geschiitzt. 
Die Regelung der Arbeitsinspektion entspricht den fortschritt
lichsten Regelungen In anderen Uindem. Die Arbeltsvermitt
lung 1st, von geringen Ausnahmen abgesehen, durchwegs eine 
offentliche. Die Arbeitnehmer und Arbeitgeber haben von 
einamler vomg unabMngige gesetzliche Interessenvertretungen 
(Arbeiterkammern und Handelskammem), die von der Regie
rung vor der Einbringung jedes das Wirtschaftsleben beriihren
den Oesetzes und iiberhaup! vor der Durchfiihrung wichtiger 
Masznahmen befmgt werden miissen, die die Interessender 
Arbeiter und Untemehmer beriihren. Die Kammem besitzen 
auch das Recht elner weitgehenden Initiative. 229 
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Die grosze Zahl der selbstandig Erwerbstatigen (1.6 Mllllonen) 
liiszt erkennen, dasz die meisten Betriebe Oesterrelchs elne 
geringe Grosze haben. Dies zeigt die folgende Zusammenstel
lung: 
24.000 Betriebe beschiiftigen ............ 1-5 Arbelier 

7.000 ..•..•.•.... 6-20 
2.000 . . . . . . . . . . . . 21-50 

800 .....•...... 51-100 
662 . .. .. .. .. ... 101-500 
95 .. .. .. . .. ... 501-1000 
29" ".. .. . .. .. ... tiber 1000 " 

Die Beziehungen zwischen Unternehmern und Arbeltnehmern 
hangen mit dieser Betriebsgroszenverteilung auf das engste 
zusammen. In den vielen Kleinbetrleben Oesterreichs kann 
noch ein personliches Verhallnis zwischen Unternehmern und 
Arbeitern bestehen. Es waren weniger die soziale Elnsicht 
und die Charakterbildung der kleinen Unternehmer als viel
mehr das Selbstbewusztsein, die politische Reife, das Bildungs
niveau der osterreichischen Arbeiterschaft; die das personliche 
Uebergewlcht des Unternehmers, das lediglich aus selner 
Unternehmerfunktion hervorgeht, gegeniiber seinen Arbeltem 
beseitigte. Nicht zuletzt ist diese Aenderung der ZugehOrig
keit zu einer gewerkschaftIichen oder politischen Organisation, 
dem groszeren Einflusz der Arbellnehmer In der offentlichen 
VerwaItung zuzuschrelben. Trotz der geringen Oesamt
einwohnerzahl stehl Oesterreich beziiglich der absoluten Zahl 
der organlsierten Arbeiter und Angestellten international nach 
Deutschland und England an dritter Stelle. Es kann nlchl 
wundernehmen, dasz In Kleinbetrieben, deren Arbeiterschaft 
gewerkschaftlich nichl organisierl isl, (was namentlich fUr 
Betriebe mil weiblichen Arbellskraften zutrlfft), die Arbelts
beziehungen keine befriedlgenden sind. 
In den Mittel- und Oroszbetrleben sind es die Bet r I e b s
r a I e, die die personlichen Beziehungen zwischen Arbelt
nehmern und Unternehmern aufrecht erhalten. Die Betriebs
rate wurden durch Oesetz yom 15. Mal 1919 errichtet. In Be
Irieben, die bls 50 Arbeiter und Angestellte beschliftigen, be-

230 steht der Betrlebsrat aus 3 Mitgliedem, In Betrieben mit mehr 
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als 50 Beschliftlgten erhOht sich fiir Ie weitere ] 00 Beschiiftigte 
die Zahl der Mitglieder urn eines. Die Tiitigkeitsdauer des 
Betriebsrates betragt ein Jahr und es sind ihnen eine Menge 
von Aufgaben zugewiesen, die In das Interessengebiet der I R I 
fallen. Sie haben mitzusprechen bel der Lohnfestsetzung, Er
lassung und Aenderung der Arbeltsordnung 1m Betrlebe, 
Unfallverhlltung, Arbelterverslcherung, Aufrechterhaltung der 
Betrlebsdlszlplin, Verwaltung der Wohlfahrtseinrichtungen, 
Kllndigung und Entiassung von Angestellten, Betriebsverbesse
rungen etc. Ob der Betriebsrat seine gesetzlichen Aufgaben, 
die 1m Sinne des Interessengebietes der I R I liegen, so erfiillt, 
dasz das Verhliltnis zwischen Unternehmern und Arbeitnehmem 
gebessert wird, hlingt In iedem einzelnen Falle von der M e n
Ichen han dl un g st echn ik, insbesonders von .der psy
c h 0 1 og I schen S c h Ii c h tun g st e ch n Ik des Unter
nehmers und des Betriebsrates abo 1m groszen und ganzen 
kann man sagen, dasz sich die Institution der Betriebsriite fIlr 
die Besserung der Arbeitsbeziehungen in Oesterreich sehr 
bewlihrt hat und dasz insbesonders die Betriebsriite viele Strel
tigkeiten vermelden konnten, die ohne eine stiindige Personal
vertretung unauswelchlich gewesen waren. Immer hiiufiger 
werden die geeigneten Arbeitnehmer zu Betriebsriiten ge
wiihlt. 
Es kommt in manchen Betrleben vor, dasz keln Einvemehmen 
zwischen Untemehmern und Betriebsrli.ten herrschl Dlese 
St6rung der Beziehungen geht so weit, dasz die Betrlebsrli.te 
nur mit gerlchtlicher Hilfe Ihr gesetzlich eingeriiumtes Recht 
ausllben k6nnen. 
Die Arbeiterschaft der Betriebe bildet 1m aligemelnen eine 
homogene Masse. Deutlich hervortretende Orupplerungen 
zwischen Qualiflzlerten und Hllfsarbeitem sind selten zu be
obachten. Wohl aber bllden die Angestellten (Beamten) eine 
selbststiindige Oruppe. Das Oesetz trli.gt der Sonderstellung der 
AngesteiIten dadurch Rechnung, dasz es Ihnen das Recht der 
Errlchtung selbststli.ndiger Betrlebsrli.te zuerkennl Das Be
triebsriitegesetz bestimmt nli.mUch, dasz fIlr Arbeiter und An
gestellte gesonderte Betrlebsriite zu wIihlen sind, wenn mehr 
a\s 10 Arbeiter und 10 Angestellte dauemd in demselben Be- 231 
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trieb beschliftigt sind. Der Angestelltenbetriebsrat fiihrt die 
seine Gruppe betreffenden Geschlifte. Die sich vor allem dort 
ergebenden Gegenslitzlichkeiten zwischen Arbeitern uod An
gestellten, wo die Angestellten als Stellvertreter des Uuter
nehmers und als Vorgesetzte der Arbeiter auftreten, sind seit 
der Entstehung groszer Angestelltengewerkschaften geringer 
geworden. Es ist jetzt bei Beniitzung des Apparates der Oe
werkschaften und Betriebsrate leichter moglich, Konflikte 
beizulegen oder iiberhaupt im Keime zu ersticken. Die Funk~ 
tionare der AngesteIIten- und Arbeitergewerkschaften und die 
Arbeiter- und AngesteIItenbetriebsrate kommen zur Beratung 
gemeinsamer Angelegenheiten ungemein hliufig zusammen und 
sind an die HersteIIung eines Einvernehmens gewohnt. 
Die betrieblichen Beziehungen zwischen Man n ern u n d 
F r a u e n innerhalb der Arbeiter- und Angestelltenkategorien 
sind oft unbefriedigend, woran zum Groszteil der noch nicht 
durchgefiihrte Grundsatz "Filr gleiche Leistung gleichen Lohn" 
und der Umstand Schuld tragt, dasz zumindest die Arbeiter
schaft mit der Frauenarbeit nur als einer blosz voriiber
gehenden, durch die Not diktierten ausserhliuslichen Tatigkeit 
rechnet. Erst wenn die gesellschaftIiche Wertung del' Frauen
arbeit eine andere sein wird, werden sich auch die betrieblichen 
Beziehungen in dieser Hinsicht bessern. 
Die B e r u f s b era tun g hat in Oesterreich wahrend der 
letzten Jahre an Ausdehnung gewonnen. In Wien und Nieder
osterreich, den beiden dichtbevOikertsten Landern, bestehen 11 
offentIiche Berufsberatungsamter, in den Hauptstlidten von 5 
weiteren Bundeslandern besteht ie eines, insgesamt 16. Die 
Berufsberatung ist noch weit yom Idealzustand entfernt. Es 
kann iedem Berufsanwarter nur eine sehr oberflachliche Be
ratung zuteil werden, die zwar in ledem Faile eine arztIiche 
Untersuchung mitumschlieszt, aber nur ausnahmsweise elne 
psychotechnische Eignungsprilfung. Erfreulicherweise mehrt 
sich die Zahl der Unternehmer, die ihre Lehrstellen durch die 
offentIichen Berufsberatungsamter vermitteln lassen. 
Acht der grosz ten Betrlebe Oesterreichs haben psychotechni
sche E i gnu nits p r il fs tell e n, die sie fall weise bel der 

232 Einstellung von neuen Lehrlingen und neuen Arbeitem be-
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niitzen. Die rein lirztliche Untersuchung allerdings haben 
schon seit jeher eine Reihe von Betrieben bel der Neueinstel
lung von Arbeitern vomehmen lassen. Der Regelfall bei der 
Einstellung 1st der, dasz die Einstellung im Einvernehmen mit 
dem Betrlebsrat erfolgt, was gewohlich praktisch darauf hinaus
lliuft, dasz die Betriebsrlite den Untemehmern Leute zur Ein
stellung vorschlagen. Auf diese Weise wird praktisch ver
hlndert, dasz die psychologische Betriebsatmosphlire durch 
Neuankommlinge gestort wird. Auf den Abbau haben ebenfalls 
die Betriebsrate weitestgehenden Einflusz. In vieleri Betrieben 
fiihren die Betrlebsrate den Abbau 1m Auftrage des Unter
nehmers durch. 
Diese Masznahme ist nlcht 1m Oesetz verankert. sondern auf 
das frelwillige Einvernehmen zwischen Betriebsleitung und 
Betriebsrat zuriickzufiihren und bildet sohin eine Auswirkung 
der guten Bewahrung der Institution der Betriebsrate. 
Die A n I ern u n g de r L e h r 11 n g e erfolgt nur in wenigen 
Betrleben In elgenen Lehrwerkstatten. In 5 Automobllfabriken, 
In 2 flektrobetrleben gibt es elgene Lehrwerkstatten fiir 
Lehrlinge, In denen sle eine gediegene Ausblldung erhaiten. 
Interessanterweise wird die Lehrlingsausbildung In dlesen Be
trieben fortgesetzt, obwohl ununterbrochen Pacharbeiter durch 
ungelernte und angelemte Arbeiter ersetzt werden. Die mels
ten dieser Lehrlinge werden sofort in den praktischen Pro
duktionsprozesz eingeschaitet und erhaiten daneben elnen 
theoretischen und zum Tell auch praktischen Unterrlcht in 
Berufsschulen. Die Schulpflicht umfaszt durchschnittllch 8-12 
Stunden In der Woche und 250 bis 300 Schulstunden 1m Jahr. 
Meistens wlrd der Unterricht an zwel Tagen In der Wocbe 
erteilt. Die In der Schule verbrachte Zeit wlrd als Arbeitszeit 
eingerechnet. Mit dem Portbildungsschulwesen ist eine sehr 
ausgedehnte Lehrlingsfiirsorge verbunden, die u. a. in Wien 
auch 8 offentllche und mehrere private, zum Tell modern ein
gerichtete Lehrlingsheime umfaszt, In denen mindestens je 50 
Lehrlinge vollstlindige Verpflegung und Unterkunft flnden. 
filr die A n I ern u n g von u n gel ern ten Arb e It ern 
bestehen fast gar keine Anlemwerkstlitlen. Die ungelemten 
Arbeiter milssen sich praktisch einarbeiten. Dasselbe triff! 233 
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flir fast samtliche Angestelltenkategorien zu. Arbeltslose er~ 
haIten eine unentgeItliche Berufsnachschulung, zum Tell auch 
eine Berufsumschulung, urn ihre Berufsqualifikationen an die 
Bediirfnisse des Arbeitsmarktes anzupassen. In den Betrieben 
selbst ist kaum irgendwo eine solche Nachschulungsarbeit, man 
zieht es vor, Leute zu entIassen und an ihre Stelle andere zu 
setzen. 
In Oesterreich gibt es nur wenige Bet r I e b s II fie g e r I n~ 
n en im gewohnlichen Sinne des Wortes. Von den ungefahr 
400 bis 500 Betrleben, die ihrer Arbeiterzahl nach in Oester~ 
reich fiir die Einfiihrung dieser Institution In Berracht kamen, 
baben nur einige vereinzelte Unternehmungen I'abrikpflege~ 
rinnen angestellt. Das heiszt aber nicht, dasz die Betriebs~ 
wohlfahrtspflege in Oesterreich stark vernachliissigt ist. In den 
rneisten Betrieben ist ein Teil del' Agenden, die man einer 
Betriebspflegerin zuzuweisen pflegt, an einzelne Betriebsang~ 
hOrige sozusagen als Nebenarbeit aufgegeben. In den meisten 
Betrieben gibt es eine eigene Sanitatsstube mit elner Kranken~ 
pflegerin, in groszen Betrieben sind elgene Werkiirzte vor~ 
banden, die die gesundheitliche Ueberwachung der Betrlebs~ 
mitglieder In arztlichen Sprechstunden und auf Rundgiingen 
durch den Betrleb besorgen. Die Instandhaltung und Betrlebs~ 
iiberwachung der Waschraume, Aborte, Umkleideriiume und 
Ruheraume, Bader, wird durch eln auch anderweltig verwen~ 
detes Reinlgungspersonal durchgefiihrt. Die Belstellung von 
Ruheriiumen ist allerdings erst in wenlgen Betrleben erfolgt, 
meistens in den groszten Betrieben, die l'Iieszarbeit oder Irgend 
elne andere die Arbeit stark intensivlerende Rat1onallsierung~ 
masznahme vorgenommen haben. Die meisten Groszbetriebe 
baben eigene Speiseriiume, die nur dann gern von den Ar~ 
beitern besucht werden, wenn deren Verwaltung giinzllch In 
ihren Handen Iiegt, so dasz slch die Arbeiter dort gleichsam 
wle zuhause fiihlen und nicht als Gast des Unternehmers. 
ID vielen Betrieben, in denen die Arbeiter ihre Arbeitsklelder 
stark beschmutzen, besteht eln lebhaftes Bediirfnis nach Be
triebswaschanstaIten, die In Oesterreich aber noch zu den 
Ausnahmen ziihlen. 

334 Die Errichtung von Stills tub e nun d Tag e 5 h e I m~ 
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s tilt ten filr Kleinklnder Innerhalb der Betrlebe, bezw. des 
Pabriksterritorlums selbst 1st in Oesterreich nur auf einlge 
wenige Untemehmungen beschrlinkt geblieben; hingegen hat 
die liffentiiche Piirsorge, namentiich In Wien, filr die Unter
bringung der Klelnkinder wlihrend der Arbeltszelt der Arbeit
nehmerlnnen in groszziiglger Weise vorgesorgt. 
Oanz wenige Betriebe geben elne W e r k s z e i tun g heraus, 
aber nach den bisherlgen Erfahrungen diirften die Werks
zeltungen In Oesterreich kaum ein geeignetes Mittel seln, urn 
befriedlgende Arbeitsbeziehungen herzustellen. Viel besser 
elgnet slch filr diesen Zweck die direkte Aussprache zwischen 
der Betrlebsvertretung und dem elnslchtsvollen Unter
nehmer. 
Die I1brlgen Agenden elner Betrlebswohlfahrts
p fl e g e 1m weltesten Sinne des Wortes sind aile der Be
handlung durch den Betrlebsrat vorbehalten, der ganz allge
meln zum Anwalt der Beiegschaft je nach seiner Tauglichkeit 
fUr dlese funktlon geworden 1st. Die Einwirkung auf Anstel
lung und Entlassung, die Bewilllgung von Extraurlauben (Ar
beiter erhalten fe nach der Dauer des Dienstverhliltnlsses 1-2 
Wochen, Angestellte 2-5 Wochen gesetzllchen Uriaub), Vor
schUsse, Oeidspenden, Kurse, Vortrags- und Unterhaltungs
abende, Werksblbllothek: All das wlrd vom Betrlebsrat ent
weder 1m selbstiindigen Wirkungskrels oder 1m Einvernehmen 
mit dem Untemehmer geregeit. Die osterrelchlschen Arbelt
nehmer lehnen es ab, slch elnes Sozlalbeamten oder irgend 
elner anderen Zwischenperson zur Erledlgung dieser Anga
legenhelten zu bedienen. 
Porscht man danach, wer In Oesterreich Masznahmen der 
wls s enseha ftlle hen Bet r I e bs ffi h ru n g propagiert 
und durchfUhrt, so sind es vorwiegend die Untemehmer der 
OroS2:betrlebe. Die Arbeltnehmer nehmen zwar elne positive, 
aber nur defensive Haltung eln. Diese Elnstellung 1st durchaus 
erkUlrlich, denn Oesterreich gehOrt nebst Oroszbrltannlen zu 
den zwel Undem Europas, In denen noeh elne abnormale Ar
beltsloslgkeit herrschL Es wird daher Immer die Arbeltsloslg
keltswlrkung irgend elner wenn auch noch so gutgemelnten 
und erfoigrelchen Ratlonallslerungsmasznahme gefilrchteL fin 235 
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Gebiet aber ist auszunehmen: das sind die auf Energie- und 
Ermiidungserspamis, sowie ErhOhung der ArbeitsQualitiiten und 
der Arbeitsfreude der Arbeiter gerichteten Bemiihungen der 
wissenschaftIichen Betriebsfiihrung. Die Bestgestaltung des 
Arbeitsplatzes durch griffbereite Anordnung der Werkzeuge 
und Materialien und bessere Beleuchtung, Beliiftung. gute Sitz
gelegenheiten u. ii. Masznahmen finden die einhellige Zustim
mung der Arbeiter. Die Einschaltung von Arbeitspausen zur Er
miidungsbekiimpfung ist leider nur in einem einzigen Betrieb 
Oesterreichs, allerdings dem groszten, offiziell durchgefiihrt 
worden. In vielen anderen Betrieben miissen die Arbeiter, 
wenn sie sich sehr ermiidet fiihlen, auf Kosten ihres Lohnes 
ein paar Minuten Pause im Laufe der achtstiindigen Arbeits
zeit gonnen. Zu einer Vorschreibung der Bewegungsbahn im 
Sinne des Taylorismus ist es in Oesterreich nicht gekommen, 
vorhandene Ansiitze sind wieder verschwunden, was nicht 
bedauemswert ist, well eine arbeitsphysiologische S.:hulung 
zur Vorschreibung der Bewegungsbahn notwendig 1st, iiber die 
die Betriebsingenieure derzeit noch nicht verfiigen. Es ist 
daher auch von Arbeitsunterweisungsbogen im Sinne des Tay
lorismus in Oesterreich nlchts vorzufinden. 
Die Arbeitszeit und die Lohnbemessungsmethoden sind Gegen
stand des Einvemehmens zwischen Betriebsleitung und den 
Betriebsriiten und es sind 1m groszen und gauzen die Fest
setzung der Giite und Menge der zu leistenden Arbeit und der 
hiefiir entfallenden Lohnung auf giitlichem Wege erfolgt. Von 
allen Arbeitem und Arbeiterinnen stehen rund 33 % in Stiick
lohn. In einigen Industrien erhOht sich dieser Prozentsatz. 
So z.B. beziehen 45 % der Metallarbeiter den Stiicklohn. Man 
nlmmt bei der Festsetzung der Stiickzeit manchmal nicht ge
niigend auf die Ermiidungsstunden und auf die groszen Leis
tungsschwankungen Riicksicht. Oft gewiihrt man Ermiidungs
zuschliige fiir minder leistungsfiihige Arbeiter. Der Neigung 
zur Selbstausbeutung junger Arbeih:r zwischen 22 bis 32 Jahren 
wird von Seiten ihrer Arbeitskollegen entgegengearbeitet. Die 
Arbeitsintensitiit ist gegeniiber der Vorkriegszeit betriichtlich 
erhOht worden. Steigerungen bis zu 83 %, ohne dasz die 
Arbeitsmittel oder die Arbeitsorgauisation einer Veriinderung_ 
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unterzogen worden waren, wurden beobachtet. Interessant ist 
die Feststellung, dasz in Betrieben, In denen ein gutes Einver
nehmen mit der Arbeiterschaft herrscht, die Arbeitsintensitat 
elne groszere 1st, was namentlich filr die zwei groszten Be
trlebe Oesterrelchs zutrifft. Eine Arbeits-Intensivlerung wlrd 
vielmehr durch technische Mittel (Flieszband und sonstige 
FordermitteI) als durch· organisatorische Mittel (Pramieil
systeme etc.) veranlaszt. Pramiensysteme sind bel den oster
relchischen Arbeitern unbellebt, sie ziehen reinen Stiicklohn 
vor, auch wenn sie nur zu demselben Stundenverdienst wie 
die Pramlensysteme filhren. 
Von anderen Masznahmen der wlssenschaftlichen Betrlebs
filhrung Interessleren sich die Arbeitnehmer noch fiir die Un
fallverhiitungspropaganda. Es gibt in Oesterreich elne elgene 
Zentralstelle dafiir, die schon sehr giinstlge Erfolge erzielen 
konnte. 
Alle technlschen und organlsatorlschen Verbesserungen, die 
Ausarbeitung Irgend elnes Ratlonallslerungsplanes, die Anstel
lung betrlebswlssenschaftlicher forschungen 1m Werke, wurden 
bisher In Oesterreich von den Unternehmern und den mit der 
Unternehmerfunktlon betrauten Angestellten alleln ausgefilhrt. 
Es schelnt slch aber jetzt In der Arbeiterschaft elne Verande
rung Ihrer Haltung vorzuberelten, sodasz vermutlich In nlcht 
ferner Zeit die Arbeltnehmer In elnzelnen Betrleben mltarbeiten 
werden. Voraussetzung diirfte seln, dasz In denselben keln 
Abbau stattflndet, der Untemehmer das Kapltalelnkommen filr 
produktlve Zwecke verwendet und den Arbeitnehmem eln aus
klimmllches Elnkommen geslchert 1st. Man sprlcht davon, dasz 
parltil.t1sche Betrlebsorganisatlonsausschilsse die Betrlebsver
besserungen technischer, organisatorischer und menschen
likonomlscher Art durchfiihren werden. Vorderhand gfbt es 
nur In Betrleben der liffentlichen Hand eln solches Zusammen
arbelten. 
Es wurde In letzter Zeit ein listerrelchisches Kuratorlum filr 
Wlrtschaftlichkelt gegriindet, das sozusagen die oberste Ra
t10nalisierungsstelle Oesterrelchs darstellt. In diesem Kurato
rium werden Unternehmer und Arbeitnehmer zusammen die 
fragen der wlssenschaftlichen Betriebsfilhrung und allem was .237 
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sonst zur Rationalisierung noch gehOrt, bearbeiten. l!s findet 
daher ein Zusammenarbeiten fiir die Gesamtwirtschaft, nicht 
aber fiir den einzelnen Betrieb mit Ausnahme der Betrlebe der 
offentlichen Hand statt. 
In keinem der Betriebe Oesterreichs ist ein Gewinnbeteili
gungssystem eingefilhrt, von dem die Oeffentlichkeit Kenntnis 
erhielt. Es ist wohl moglich, dasz eine Handvoll von Betrieben 
solche Systeme haben, aber die Gewinnbeteiligung wird auf 
die obersten Angestelltenschichten beschriinkt seln, sodasz in 
der Oeffentlichkeit darilber nichts verlautet. Jedenfalls spielen 
die Gewinnbeteiligungssysteme in der Besserung der Arbeits
beziehungen in Oesterreich gar keine Rolle. 
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Malgr~ les malheurs subis, la Pologne contemporaine a travers~ 
dans ce demiel' si~c1e une p~riode de vitalite, d'effort et de 
f~condit~ vraiment remarquable. Le progr~s a ~te!: si rapide 
et sl g~n~ral qu'aucun peuple, autant perse!:cute!:, si violemment 
d~chire!:, n'a jamais montre!: un parei! exemple. 
Le demier si~c1e tout entier, depuis 1807, a e!:te!: marque par 
cette marche ascendante. Mais c'est surtout depuis 1850, ou 
plutot depuis 1870, que Ie mouvement de re!:generation econo
mique et sociale s'est accentu~. Si I'on envisage de haut Ie 
chemin parcouru, en comparant Ie point de depart au point 
d'arrlvee, on est profondement frappe de la grandeur du pro
gr~s accompli. Volci ce qu'en ecrivait Elisee Reclus en 1880. 
"Heureusement que Ie peuple polonais grandit et se developpe. 
Quolque prlv~ de son autonomic politique; i! a certainement 
plus de sentiments patrlotiques, plus de valeur morale qu'au' 
dernier si~c1e .. Malgre les desastres qui ont suivi I'insurrection 
de 1863 et qui ont frappe!: surtout les classes riches, I'abolition' 
des prlvil~ges de la noblesse et du c1erge, de meme que les 
changements agraires et communaux, r~clames depuis long
temps par Ie parti democratique polonais, ont eu les conse
quences les plus heureuses. 
Au point de vue mate!:riel, les progr~s sont de toute e!:vidence. 
La prosp~rit~ ge!:nerale, s'est accrue OU, pour mieux dire, la 
mls~re a diminu~. L 'tndustrie manufacturi~re de la Pologne 
a fait plus que doublee ses produits depuis les lois agraires 
de 1864." 
La periode de 1870 A 1914 a et~ pour la Pologne une periode 
f10rissante au point de vue economique. 
La grande industrie, se developpant rapidement, a cree une 
couche sociale nouvelle qui a beaucoup contribu~ A la pros
perit~ du pays alnsi qu'a sa transformation sociale. La c1asse 
ouvri~re, Jeune, fervente, A caract~re occidental, entre aussl 
en sc~ne, r~clame ses droits, se heurte aux interets communs 
ou particuliers, secoue I'assoupissement d'un grand nombre. 
A la fin du XVllle si~cle les manufactures et les fabriques 239 
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- en dehors des metiers des villes - occupaient 20,000 ouvriers 
industriels; en 1870 I'industrie, sur les terres polonaises, en 
occupait 200,000 en chiffre rond; it la veille de la declaration 
de la guerre de 1914 la grande industrie comptait 1.650 OOQ' 
travailleurs ce qui fait environ 6 millions de personnes, nourries 
par I'industrie polonaise cette it dire 'Is de la population totale 
du pays. 
Dans Ie vaste domaine de I'industrie la grar.de guerre nous a 
laisse des ruines, un cimeti~re: les armees russe, allemande, 
autrichienne, ont saccage les villes, les c.olonies industrielles, 
les villages. La Pologne ressuscitee a dO retablir son industrie 
ainsi que la vie economique tout enti~re.· Actuellement la 
grande industrie se developpe de mieux er. mieux, surtout 
l'industrie de la houille, I'industrie siderurgique, textile, petro
Iihe, celie du se[, I'industrie sucri~re, la distillerie, I'industrie 
des allumettes, la metallurgie, l'industrie chimique, celie du 
papier, des cuirs, du ciment, de la ceramique, du vein. Nous 
notons un phenom~ne tr~s favorable, it savoir [a creation de 
nouvelles branches inexisteantes avant la guerre. On com
mence a produire des locomotives, des wagons, des tracteurs, 
des aeroplanes et des automobiles. De meme dans toutes [es 
branches de cotre industrie nationale, qui occupe actuellement 
1.500.000 ouvriers; puisque chaque ouvrier nourrit trois per
sonnes et demie de sa famille, Ie total de la population ouvrl~re 
entretenue par la grande industrie, est de 5.200.000 personnes: 
et comme la population du pays s'el~ve it 30.000.000, la popu
lation industrielle en constitute a peu pr~s un sixi~me. 

Croissant en nombre, la population ouvri~re, de lour en jour, 
est devenue, aussi plus pallvre, plus souffrante. AuJourd'hui, 
elle reclame a haute voix I'amelioration de son sort. Son etat 
economique et moral laisse beaucoup a desirer. 
Tout d'abord, c'est Ie capital qui a explcite [e travail de 
I'ouvrier polonais. En effet, Ie capitalisme polonais a enonne
ment accru sa fortune. La pauvrete, la mis~re de [a c1asse 
laborieuse depasse de beaucoup celie ce ['ouvrier d'Oc
cident. 

240 En outre, i1 est une autre cause qui rend plus ma[heureuse 
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encore la situation de I'ouvrier: c'est la crise ~conomique tr~s 
aigul! depuis la guerre. Actuellementi .J'industrie polonaise 
ressemble a un bailment mont~ trop rapidement, au m~pris des 
principes fondamentaux de I'equilibre. faute d'appuis -exte
rleurs, Ie bdtiment s'~croule. C'est un danger des plus ter
rlbles pour notre c1asse laborieuse en ce qui touche son blen
etre ~conomique. 
Le cot~ social de la crise ouvri~re offre aussi un aspect des 
moins satisfaisants. Dans les Etats constitutionnels, la classe 
ouvri~re est devenue une classe relativement elev~e, instruite. 
En Pologne, 1\ n'en va pas de meme. L'industrie s'est developpee 
rapidement, mais I'~volution sociale et llolitique du pays, 
opprlm~e par l'absolutisrne russe, prussien et autrichien, ne 
correspondit pas, a cette ~volution: par consequent, la question 
ouvri~re a pris des formes pathologiques. Dans les centres 
industriels, les masses ouvri~rs se sont agglom~r~es: mais elles 
n'ont trouve nl ~coles, nl associations, ni syndicats, ni aucune 
organisation, oft elles auraient pu s'inslruire, se rendre compte 
de leurs droits et de leurs devoirs; elles n'ont point passe 
par I'~cole de la vie publlque, qui cOllstitue la meilleure mise 
en garde contre les esp~rances irrcalisables. Personne lie 
dispensa I'instruction it ces masses populaires. Jusqu'en 1905, 
ce furent les socialistes qui les instruisirent, a leur guise, en 
excitant leurs convoitises Inassouvies. 
Meme la loi de I'ofire et de la demande ne pouvait jouer, de 
par l'omnipotence de I'administration bureaucratique locale 
russe et allemande.. L'ouvrier isol6, ne pouvant s'associer, 
vivait dans un monde ferm~, n'adouclssant son sort que par 
un reve de justice future. 
En 1905, on a permis aux ouvrlers de s'unlr un peu, de faire 
cOllnaitre leur profonde mis~re. La grande guerre et I'lnfiation 
d'apr~ guerre ont ~norm~ment aggrav~ la lamentable situation 
de l'ouvrier polonais. Nous nous rendons compte qU'U faul 
non pas r~tabllr l'ordre, mals Ie cr~er. La tragMie consiste 
en ceci que la socl~t6 dolt payer maintenant la grande dette 
des cinquante dernl~res ann~es: elle a notamment a falre toute 
l'~ducation de la classe ouvri~re, pour que I'ouvrler devienlle 
bon travailleur et bon c1toyen. 241 
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Les evenements historiques, issus de la grande guerre, ont 
definitivement montre toute la mauvaise situation de I'ouvrier 
polonais. Un chOmage inoui, une effrayante emigration de 
gran des manifestations ouvri~res, les gr~ves et les ex~s com
mis dans les villes, la terreur en parole et en action: tel est 
Ie sinistre tableau offert par les efforts des ouvriers pour I'ame
!ioration de leur sort. 
·L'anarchie des sentiments et celle de I'esprit, Ie desordre dans 
I'action, la mis~re economique de la classe laborieuse, sont les 
differents aspects de la plaie sociale qui s'est manifeste, dans 
toute sa nudite, durant la periode allant du mouvement ouvrier 
de 1918 a 1926. 
A I'heure actuelle, depuis Ie mois de mai 1926 une reaction se 
produit peu a peu. Nous constatons un apaisement general 
dans tous les milieux ouvriers. La po!itique sociale du Oou
vernement polonais (Ie Minist~re du travail existe depuis Ie 
mois de novembre 1918) a fait beaucoup pour la classe labo
rieuse. Chacun s'est mis a la tache pour chercher a guerir 
tant de maux innombrables. Mais, il y faudra des efforts he
roiques de la part tant de I'ouvrier lui-mi!me que de la societe 
dans son ensemble. 

A I'heure actuelle, Ie proletariat menace serieusement la societe 
polonaise. Les sentiments de revolte ont germe dans la classe 
ouvri~re. La mis~re, aussi grande a la campagne, qu'a la ville, 
devient plus choquante dans les milieux industriels. Jadis, les 
plaintes etaient individuelles; aujourd'hui, on s'en prend a 
I'ordre social en bloc; les plaintes ouvrihes prennent un ca
ract~re collectif, apre, agressif. En presence de la mis~re, on 
crie a l'injustice et I'on reclame des mesures pour y porter 
remMe. L'initiative privee ne·~este pas inactive. Elle cree, 
pour repondre a ce besoin social, de nouvelles institutions 
dans les centres populeux, institutions visant Ie facteur humain 
dans la production, a savoir Ie rel~vement materiel, intellectuel 
et moral de la classe ouvri~re. Outre les associations et les 
institutions que la classe laborieuse a fondees elle-mi!me, nous 
trouvons encore d'autres institutions crt"!ees pour elle, mais 

242 non par elle; nous laisserons aussi de cOte les oeuvres, fondees 
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en vertu de la loi ou bien directement par I'Etat c'est a dire 
par Ie Ministere du Travail et de la Prevoyance Sociale. 
A cette oeuvre de I'initiative privee ont preside deux motifs:' 
l'humanitarisme du patron; la preoccupation de la societe quant 
a l'avenir de la classe ouvriere et quant aux bons rapports 
entre les divers agents de la production nationale. 
Le premier motif a fait naitre les institutions patronales. 
destinees au bien-etre de la famille ouvriere. Le second a 
engendre des institutions sociales particulierement favorables 
;\ la classe laborieuse. 
En Pologne, les institutions patronales sont un des moyens a 
la fois de tMrapeutique et d'education imagines pour attacher 
l'ouvrier a I'usine et pour lutter contre les maux endures par 
la famille ouvriere. 
Chaque jour, de nouvelles institutions viennent enrichir la liste 
des creations imaginees par l'initiative patronale: ecoles et 
creches, maisons et bains, partiCipation aux benefices etc.; ce 
sont la autant d'institutions gratuites dont Ie patron fait bene
ficier ses ouvrlers. Dans les principales industries, on a cree 
divers organismes ayant pour but de permettre aux ouvriers 
d'elever leurs enfants, d'assurer les travailleurs contre la 
mlsere ou bien de les accoutumer a I'epargne. 
L'enselgnement primaire et professionnel pour les enfant& 
d'ouvrlers 40it etre mentionne en premier iieu. En effet, si 
nous conslderons que la grande majorite de la classe ouvriere 
se compose de families dont chacune compte de 3 a 5 enfants, 
nous comprendrons la necesslte e ... idente de creer des ecoles 
dans les usines. Le Oouvernement de la Pologne ressuscitee 
a fait beaucoup pour l'instruction publique en instituant l'en
selgnement prlmalre obligatolre. Cependant les besoins sont 
trop grands pour qu'U ait ete possible d'y parer suffisamment 
dans un laps de temps sl court. Les ouvriers sont penetres 
de la necessite de I'instruction et lis reclament, d'une facon 
Incessante, l'augmentation du nombre des ecoles. Subissant 
l'lnfluence ouvriere et consultant aussl leur propre interet, les 
grands industriels ont fonde des ecoles. Ordinairement Ie 
terrain et les bfi.timents sont fournis par Ie patron, tan dis que 
les ouvriers subviennent;\ I'entretien de l'ecole ou.de la creche; 243 
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it existe egalement, dans plusieurs fabriques, des ecoles indus
trielles et des ecoles materne\1es tout a fait gratuites. 
Sous ce rapport et a titre d'exemple, nous mentionnons les 
entreprises industrie\1es, de Zyrardow, pres de Varsovie, oli 
les enfants des ouvriers ont des ecoles primaires, profession
nelles et des ecoles materne\1es. M. Dittrich, industriel bien 
connu, un "bon patron" comme l'appe\1aient les ouvriers, a 
cree de vastes jardins et des batiments scolalres rationnels. 
Les enfants y trouvent un abri, l'enseignement, un repas et des 
jeux divers. Zyrardow possede presque tous les types exis
tants d'institutions patronales. 
Un autre centre illdustriel, oil les institutions patronales, sur
tout les ecoles, sont Ie mieux organisees, c'est Zawiercie. Le 
directeur general des entreprises de Zawiercie, M. Szymanski, 
anime d'un esprit humanltalre, a fonde plusieurs institutions 
pour Ie bien-etre ouvrier, parmi lesque\1es les ecoles tiennent 
la premiere place. 
Apres les ecoles viennent les maisons ouvrieres. La plupart 
des usines polonaises, situees en dehors des villes, donnent A 
leurs ouvriers des maisons a titre gratuit ou a bon marche. 
Mais seuls peuvent en profiter les ouvriers a poste fixe. Les 
journaliers logent dans des mansardes sombres, etroites et 
mal chauffees. 
De gran des entreprises, comme celles de M. Scheibler de Lodz 
ou les usines de Zyrardow, batissent des maisons ouvrieres 
speciales. Certaines d'entre elles demandent a leurs ouvriers 
un loyer peu eleve. D'une maniere generale, on ne loue ou 
I'on ne donne de maisons qu'a des families travaillant a l'usine 
depuis un temps plus ou moins long. Dans la region mini ere, 
se trouve un certain nombre de maisons ouvrieres speciale
ment destinees aux familles~de mineurs: a peu pres chaque 
mine et chaque societe d'exploitation a bati des maisons pour 
ses ouvriers. Cependant les quatre cinquiemes de la popu
lation ouvriere habitent dans les conditions les plus insup
portables. 
Certaines etablissements industriels prennent soin de la pro
prete personnelle et de l'hygiene de l'ouvrier, en fondant des 

244 bains communs pour les travailleurs. On sait que Ie travail 
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l l'usine laisse beaucoup de poussi~re, de microbes sur Ie 
vetement de I'ouvrier qui les apporte, par consequent, dans sa 
familIe. Pour ecarter ce danger, c'est ii. dire en vue de la 
sante et de la proprete de I'ouvrier, des usines ont etabli des 
bains, des douches, des lavabos, etc. 
Les premiers bains mod~les furent crees l l'usine de M. Kindler 
l Pabianice. Chaque soir et par roulement, 60 ouvriers usent 
de ces bains. D'autres bains ouvriers bien installes, se trou
vent dans les fabriques de Zyrardow, de Zawiercie et ailleurs. 
II y a en outre des bains mod~les pour les enfants ouvriers 
dans deux des localites mentionnees. 
Sous forme d'institution patronale nous remontrons ensuite 
les retraites ouvri~res, la participation aux Mnefices, les 
colonies de vacances, etc. II est incontestable que I'initiative 
patronale, dans bien des cas, a ete d'un salutaire exemple; ·on. 
lui doit beaucoup d'institutions dont a profite l'ouvrier polonais. 
Cependant, n y a une ombre it ce tableau. Aux institutions 
patronales l'ouvrler oppose des institutions ouvri~res, ce qui 
fait que Ie patron se demande si ses intentions ne seront pas 
meconnues et si, en s'imposant des sacrifices en faveur des 
ouvriers, II ne se mettra pas en etat d'inferiorite vis-it-vis de 
concurrents qui, moins soucieux de leurs devoirs moraux. 
consacreront toutes leurs ressources au fonctionnement de 
leur Industrle et arriveront alnsi l produire it mellleur compte, 
les charges etant molns lourdes. 
n est donc probable, que I'action patronale prendra des formes 
nouvelles. L'action du patron sera de moins en moins pater
nelle et se portera principalement sur tout ce qui conceme la 
vie professlonnelle de I'ouvrier, ce qu'on appelle, dans la vie 
anglalse, "Industrial betterment", cllte bien neglige dans notre 
vie de fabrlque. 

L'inltiative prlvee, en dehors de la fabrlque, fonde aussi des 
Institutions ayant pour but Ie rel~vement materiel, intellectuel 
et moral de I'ouvrier. Dans ce domalne, nous trouvons tout 
d'abord les jardlns ouvriers. L'institutions des jardins ouvriers 
procure au travall\eur plusieurs avantages: elle fournlt l sa 
fami\le des produits potagers ainsi qu'une recreation saine et 245 
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utile. De m~me, a l'heure presente, alors que toutes les in
stitutions humanitaires luttent contre la tubereulose, les hygle
nistes pensent que les jardins ouvriers sont un des meilleurs 
moyens de la combattre. Les jardins ouvriers doivent aussi 
~tre consideres comme un remMe contre l'alcoolisme, ennemi 
quotidien de I'ouvrier polonais. 
L'oeuvre des jardins ouvriers, qui se manifeste dans toutes 
les villes principals de la Pologne, (Varsovle, Lwow, Posnan, 
Katowice, Lodz, Czenstochowa, etc.) accuse un caract~re 
special: elle consiste en ce que des proprietaires de terrains 
sans emploi, industriels, municipalites permettent d'utlliser ces 
terrains au profit des families ouvri~res pauvres. Les conse
quences morales I'emportent d'ailleurs sur les profits mate
riels. .En effet, les jardins eontribuent beaucoup a developper, 
chez l'ouvrier I'esprit de propriete. lis sauvegardent les 
moeurs, attachent l'ouvrier au sol, Ie ram~nent a la nature
m~re, qui l'ennoblit. L'homme, comme Antee, puise dans la 
terre la force, la sante physique et morale. 
Les ouvriers honn~tes r~vent toujours d'avoir une maison leur 
appartenant, entouree d'un petit lardin, afln de pouvolr elever 
convenablement leurs enfants et d'avoir un abri dans leur 
vieillesse. A ce sujet, l'initiative privee n'a que tr~s peu aide 
l'ouvrier. Nous avons quelques institutions de maisons 
ouvri~res a bon marche, parmi lesquelles iI faut citer les 
maisons ouvri~res, creees a Varsovie par M. M. Wawelberg 
et Rotwand. Aetuellement ce genre de fondations ne cesse 
de se developper dans tous les grands centres du pays (Lodz, 
Katowice, Varsovle, Cracovie). 
Au point de vue intellectuel, citons les institutions suivantes, 
dont profite la c1asse ouvri~re: bibliotMques, salles de lecture, 
cours du solr, universiles populaires. L'initiative privee 
enlreprend egalement de propager1'inslruction professionnelle 
en creanl des ecoles speciales dans les milieux ouvriers. 
Au point de vue moral l'initiative privee a fonde quelques 
institutions interessantes. Dans des cadres mod estes, la 
societe polonaise, sous ce rapport, a compris son devoir. Tout 
d:abord, au point de vue moral, on a secouru I'enfant ouvrier 
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ticuliers ont fonde pour les enfants des creches, des ecoles 
matemelles, des colonies de vacances, outre des salles d'occu
pations, des jeux en plein air, differents sports, etc. 
Pour les ouvriers adultes on a cree des institutions les pre
servant contre les vices; et d'autre part, des associations 
realisant la maxime de "I'utile dulci", donnent au travailiellr 
des recreations agreables qui adoucissent ses moeurs per
sonnelles et developpent chez lui les sentiments nobles. Voici 
une serie de ces institutions: societes anti alcooliques, excur
sions collectives, jeux en commun, choeurs et orchestres, 
theatres ouvriers et clubs de travailleurs. La serie des insti
tutions sociales, destinees aux couches proletariennes et que 
nous venons d'examiner rapidement est, dans l'ensembie, de 
date recente. Ces institutions nous montrent clairement 
l'energie, qui a ete deployee pendant ces demi~res annees 
pour combattre l'esprit de haine dans les classes laborieuses. 
Les oeuvres ainsi fondees sont appelees a exercer prochaine
ment une bienfaisante Influence tant sur les rapports indlvlduels 
dans l'industrle que sur l'lndustrie nation ale elle m@me. 
En outre, elles el~vent Ie nlveau intellectuel et moral de la 
classe ouvri~re. Or, dans son Interet bien comprls, la societe 
dolt stimuler la fondatiop des oeuvres humanitaires. 
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COMPILE PAR MME:OITlLA TRYBAUKI. 

Surintendante, T c..tori. RomIlDa S. At Pitelti 

Les questions sociales ont acquis apres la guerre une impor
tance capitale dans tous les pays. Notre pays a aussi ressentl 
!'influence de ce mouvement, qui s'est manifesM dans la 
legislation des dernieres annees et dans un certain nombre 
de realisations dues a I'initiative privee. 
Nous commencerons d'abord par la legislation. En ce qui 
concerne la reglementation des rapports entre les patrons et 
Ies salaries, I'organisation, Ie perfectionnement et la protection 
du travail, on a applique en Roumanie les lois suivantes: 

La loi pour la reglementation des conflits collectifs du tra
vair de 1921, tendant a resoudre paisiblement ces conflits 
par I'intervention des Inspecteurs du travail, ou, si les 
parties ne se concilient pas, par arbitrage. 
La loi des Syndicats professionnels de 1921, dont nous 
·avons parle plus hau!, I'activite de ces syndicats etant sou
mise au controle du Ministere du Travail, par I'organe de 
ses Inspecteurs. 
La loi pour I'organisation du placement, appliquee par des 
offices de placement de district, qui font gratuitement I'office 
d'intermediaire entre les demandes et les offres de 
travail. 
La loi des migrations, qui tend a n'admettre que Ie nombre 
d'ouvriers specialistes etrangers strictement necessaire, en 
reduisant ce nombre quand les ouvriers nationaux sont en 
danger de chOmer, ainsi qu'a etablir I'emigration des ouvriers 
necessaire a I'economie nationale. 
La loi des foyers pour les apprentis, ayant pour but de 
faciliter I'apprentissage, en donnant aux apprentis la pos
sibilite d'avoir des logements hygieniques et d'etre bien 
nourris. 
La loi des foyers pour les apprentis, ayant pour but de 
des metiers et I'obtention des certificats de capacite. 

La legislation sur les organisations professionnelles a com
mence en 1921, date a laquelle on a vote la loi des Syndicats 
professionnels. Ml!me avant cette date, I'article 27 de la 
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soclation. Les Provinces r~unies ~talent soumises a des lois 
sp~clales. Les princlpes de la 101 des Syndicats professionnels 
sont les suivants: on reconnait Ie droit a toutes les per
sonnes physiques ou morales de constituer des Syndicats pro
fessionnels, sans aucune autorisation pr~alable. La loi pr~volt 
deux cat~gorles d'organlsations: des Syndicats et des Unions 
ou des f'M~rations. Les Syndicats peuvent acqu~rir la per
sonnalite !uridique avec peu de formalites. Les Unions ou les 
f'Merations ne peuvent etre constituees que par des Syndicats 
professionnels reconnus comme personalites !uridiques. 
Cette 101 fut modifiee en 1924 par la loi des personnes !url
diques. Les modifications consistent en l'lntroduction d'un 
controle des Associations professionnelles. VEtat exerce Ie 
droit de cr~er, contrOier et suprimer les personnes !uridiques. 
Les Syndlcats ne peuvent obtenlr la personnalite !uridique que 
par la decision du Tribunal, avec Ie consentement du Minis
t~re a la competence duquel l'Association est soumise. Les 
Unions et les f'M~rations obtiennent la personnalite !urldique 
par la cour d'appel, avec l'avis de la Commission superleure 
des personnes jurldlques slegeant aupr~s du Minist~re de la 
Justice. Par les modifications Introduites en 1927, la 101 a 
~t~ encore am~lioree. 

Les effets de I'application de la 101 des personnes !uridiques 
ressortent de la situation sulvante, etablie a la fin de I'annee 
1925. Nous avons dans Ie pays entler 6 Unions patronales, 
auxquelles se sont affiliees 35 organisations professionnelles 
de patrons; 21 Unions de salaries, auxquelles se sont affiliees 
154 Syndlcats professlonnels de salaries, une Union mlxte 
de patrons et de salaries, avec trois organisations affiliees 
'et 5 Unions de professlonnistes IIbres. Nous trouvons encore 
152 'organlsations patronaies Independantes, 76 organisations 
de salaries, 17 de patrons et de salarit!s et 22 de profes
slonnlstes IIbres. Le nombre total des adherents au com
mencement de I'annee 1926 etait de 23,417 patrons, 51,352 
salaries, 17,398 patrons et salarit!s et 8,330 professionnlstes 
IIbres. 
Le nombre des membres des organisations composees de pa- 249 
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trons et de salaries est assez eleve (17,398). L'esprit de col
laboration pour Ie developpement des branches d'activlte 
communes et pour la defense des interets professionnels, est 
devenu realite. Les relations entre patrons et ouvriers ont 
ete satisfaisantes. Les conflits, en nombre relativement res
treint, ont ete solutionnes paisiblement, par conciliation et tr~s 
rarement par arbitrage. 

En ce qui conceme la formation professioneIle, dans I'Ancien 
Royaume, l'enseignement tbeorique des metiers etait fort reduit. 
A l'exception des ecoles de metiers et d'une ou deux: ecoles 
pratiques, les metiers ne s'apprenaient que directement dans 
les ateliers, sans aucune methode. 
Apr~s une pratique de 3 a 5 ans comme apprenti et de 1 i\ 2 
ans comme praticien, on pouvait devenir ouvrier. 
Les ouvriers qui avaient pratique au moins deux ans et qui 
avaient des aptitudes pour diriger, pouvaient devenir contre
maitres, et s'ils avaient les possibilites materleIles, pouvalent 
ouvrir des ateliers propres et devenir ainsi des patrons. 
Apr~s la guerre, I'enseignement pratique des metiers fut 
rattacbe a l'enseignement tbeorique, par la fondation des 
ecoles d'apprentis, creees excJusivement pour les apprentis des 
ateliers. 
Actuellement fonctionnent dans Ie seul Ancien Royaume 
environ 150 ecoles d'apprentis. 
Dans les territoires annexes, excepte la Bessarabie, l'ensel
gnement pratique etait lie, avant la guerre, a l'enselgnement 
tbeorique. Les ecoles d'apprentis etant fondees par des lois 
speciales, l'enseignement pratique etait fait et se fait encore 
malntenant dans les ateliers, en observant les memes rangs: 
apprenti, ouvrier et contre-maitre. 
En Bessarable, l'enseignement professlonnel n'etalt r~gle
mente sous aucune forme. 
Apr~s la reunion avec la Roumanle, par I'unlfication legislative 
sur toute l'etendue du Royaume, la situation est devenue 
la meme. 
Pour la formation du personnel superieur, II exlste deux 

250 Ecoles Polytechniques formant des ingenieurs dipllimes. II y 



ROUMANIe 

a encore des Instituts techniques aupr~s des Unlversit6s de 
Bucarest, Cluj et Lassy, alnsl qu'une Acad6mie de. Hautes 
Etudes Commerclales. En 6change !'instruction du personnel 
Inf6rieur et celie de la maitrise ont 6t6 negligees, mals nous 
esp6rons que la reforme g6n6rale de I'enseignement, maln
tenant projetee, comblera cette lacune. 
En gen6ral, nous devons remarquer que l'enseignement theo
rique et la carri~re de fonctionnalre d'etat louit aupr~s 
des masses d'un prestige bien plus 61ev6 que des metiers, et 
un grand nombre des 61~ves des Ecoles Professionnelles pre
f~rent abandonner la sp6cialit6 qu'lls ont apprise et entrer 
comme fonctionnalres dans un minist~re quelconque. Une 
oeuvre de propagande pour Ia rehabilitation des professions 
inanuelles est n6cessalre. 

Le Service Social, dont Ie but est l'am6lioration des con
ditions de vie des ouvrlers, commence a interesser nos milieux 
industriels et 6conomlques. 
Notre industrie peut etre dlvls6e en Industrie d'Etat, grande 
Industrle et petite Industrle. 
Le Service Social se trouve plus souvent dans l'Industrle de 
l'Etat, o~ II est aussl mleux organls6. L'hygi~ne des ateliers 
et la tenue des ouvrlers sont survelll6s et, aupr~s de certaines 
institutions, fonctionnent des cantines assez bien organis6es, 
des salles de r6cr6ation, des bains. Dans les ateliers o~ 
travaillent beaucoup de femmes, U existe des pouponni~res. 
La manufacture de tabac "BelvM~re", par exemple, .!lU ser
vice de laqueUe U y a beaucoup de femmes, poss~de une 
pouponnl~re correspondant aux exigences les plus modemes 
d'hygl~ne et de confort Enfin, presque tous les 6tabllssements 
ont un service mMlcal avec une Infirmerie bien organls6e, pour 
venier a la sant6 des ouvrlers. 
En ce qui concerne la grande Industrle, ce\le-cl 6tant de date 
tres r6cente, la n6cesslt6 et l'utilit6 du Service Social n'a 
pas eu Ie temps, de s'!mposer A l'attention de tous ses dlrl
geants. Nous avons tout de meme quelques industries dans 
lesque\les des progres remarquables ont 6t6 r6aIls6s. Un 
exemple nous est donn6 par la Socl6t6 ''Tesatoria RomaTla" 251 
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de Pitesti, disposa:tt d'un Service Social qu'on peut com parer 
aux Services analogues les mieux orgaJ1is~s de I'Occident. 
A Bucarest, les Tissages "Bumbacul" poss~dent une cantine 
et un foyer qui pourraient servir de mod~les. De meme les 
Tissages Draghiceanu. Aupr~s des Ateliers de Tramways de 
Bucarest fonctionne un service medical tr~s bien organis~, 
et il y a en outre des bains, des douches, une sal1e de con
ferences. 
Des r~sultats remarquables ont ~t~ r~alis~s dans la r~glon 
p~trolif~re et dans les exploitations de charbon, oil iI existe 
aupr~s de chaque exploitation des quartiers ouvriers, cantines. 
sal1es de spectacles etc. Les ouvriers sp~clalistes ont des 
logements hygi~niques et confortables. 
Dans la petite industrie il ne peut etre question de Service 
Social, Ie nombre des ouvriers d'une entreprise ~tant fort 
restreint. 

L'organisation scientifique du travail a commenc~ a pr~
occuper nos cercles officiels, ainsi que les milieux industrlels 
et ouvriers. 
Le 3 F~vrier 1927 a ~t~ cr~~ a Bucarest un Institut Roumain 
d'organisation scientifique du travail, auquel participent I'Etat, 
les Institutions priv~es, les techniciens et les ouvriers. eet 
Institut a commenc~ son activit~ par des conf~rences, des 
publications et par la propagande directe; il lutte pour I'ln
troduction de 1'0rganisation scientifique dans les services 
publics et dans l'industrie priv~e et pour l'~tablissement de 
rapports am~lior~s entre Ie travail et Ie capital. 
L'orientation professionnel1e des ~I~ments de l'industrie est 
entree dans les pr~occupatlons de l'etat. 
En cons~quence, Ie Conseil des Ministres a decide en 1927 que 
tout ~tablissement d'orientation et de selection professlonnel1es 
fonctionnera avec l'autorisation et sous Ie controle du Minist~re 
du Travail. 

Uue Commission d'Orientation Professionnelle a ~t~ cr~~e 
aupr~s du Ministere du Travail, pour I'~tude de toutes les 
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rlsations de fonctionnement des offices et des Instituts d'en
seignement professionnel. 
Jusqu'a present, cette commission a decide d'etablir une clas
sification systematique des professions manuelles et d'entre
prendre une enquete dans les differentes entreprises sur les 
aptitudes professionnelles. 
Pour les travaux preliminaires tendant a la preparation des 
elements destines a diriger les offices d'orientation profes
slonnelle, on a creee trois laboratolres de psychotechnique 
aupr~s des f'acultes de philosophie et de lettres de Bucarest, 
lassy et Cluj. 

Les idees precMent toulours les faits et dans notre pays, o~ 
la grande industrle est de creation recente et o~ iI n'exlste 
pas de classes patronale et ouvri~re ayant une tradition et 
un passe, une grande part des intentions du legislateur et de 
ceux qui volent clair, ne saurait ftre applique integralement 
du premier coup. 
En tout cas, ce qui nous interesse prlnclpalement ce ne sont 
pas les realisations conslderees d'une facon absolue, mais plutot 
la tendance manlfestee, et nous pouvons soutenir, de ceo point 
de vue, que les nouvelles Idees de cooperation sociale ont 
passe de la phase utoplque dans Ie domalne des realisations 
courantes. 
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ZUSAMMENGESTELLT VON FRAU DR Eo ZUBUN.SPILLER. 

DirektioD .. Schweizer Vcrband Volkedienlt·'. Zurich 

Das yom Sekretariat der I. R I. aufgestellte Memorandum zur 
Ausarbeitung eines Berichtes uber die industriellen Verhiilt
nisse in der Schweiz ist verschiedenen kompetenten Person·· 
Iichkeiten vorgelegt worden, Jeren Antwort nachstehend an
gefiihrt ist. 

ZUSAMMEN~BEIT INNERT UND ZWISCHEN DEN VERSCHIEDENEN 
QRUPPEN DER INDUSTRIE. 

Dr. 1'. Bernet berichtet: 

Nach dem Vortrag, den der amerikanische Industrielle Henry 
S. Dennison am 19. Pebruar 1927 in der 'Eidg. Techn. Hoch
schule in Zurich gehaiten hatte, bildete sich auf Anregung 
einiger VorstandsmitgJieder des Zentralverbandes schweiz. 
Arbeitgeber-Organisationen in Zurich eine erste Gruppe von 
sieben industriellen, nicht unter sich konkurrierenden Firmen, 
urn versuchsweise mit einem Austausch von 'Erfahrungen auf 
dem Gebiete der 'Einkaufs- und Lager-Organisation zu be
ginnen. Die gegenseitigen Besuche und Besprechungen, die 
seither regelmiissig stattfanden, stehen vor dem Abschlus9. 
'Es ist geplant, diese Gemeinschaftsarbeit, die wertvolle Resul
tate ergeben hat, im kommenden Jahre auf eine breitere Basis 
zu stellen. 

Das "Psychotechnische Institut" in Zurich schreibt: 
Pur die Per son a lei n s t e II u n g hat die Verwendung psy
chotechnischer Methoden im vergangenen Jahre in der Schweiz 
weitere Portschritte gemacht und die psychotechnischen InstI
tute verzeichnen eine starke Zunahme ihrer Tiitigkeit. 
'Es gibt Unternehmen, die eigne hiezu geeignete Leute zu Be
triebspsychotechnikern ausbilden lassen und solche, die sich 
einfach an die psychotechnischen Institute wenden, urn ihre 
Leute dort auf ihre Beflihigung untersllchen zu lassen. Das 
in der Schweiz am weitesten vorgeschrittene psychotechnische 
Institut in Zurich hat bereits eine Anzahl von Psychotechnikern 
fUr Betriebe ausgebildet, so fUr die eidgenossische Postverwa)-
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fabrik, eine f'abrik lIer Textilbranche und andere. Dieser Weg 
hat sich als fruchtbar erwiesen. Eine Reihe von Betrieben 
Iii sst heute grundsiitzlich aile Neueintretenden und die zu Be
fOrdernden auf ihre f'iihigkeiten und Charakterziige unter
suchen. Viele klelnere Unternehmen und vor allem solche, 
die 1m engeren Elnzugsgebiet des Psychotechnischen Institutes 
liegen, bedienen sich des einfacheren Modus, ihre Leute direkt 
vom Institut untersuchen zu lassen. Die Zahl derselben 
wiichst stetig und erstreckt sich auf fast aile Branchen ange
lernter, korperlicher und gelstiger Arbeit, von den niederen 
f'unktionen bis zu !len fiihrenden Stellungen. Einige Unter
nehmen sind welter dazu iibergegangen, auch die B e r u f s
a usb II dun g ihrer Leute psychotechnisch zu vervoll
kommnen. 
Eln priignantes Beispiel dieser Art stellen die Lehrwerkstiit!en 
einer ostschwelzerischen Maschlnenfabrik dar, in welcher die 
Lehrllnge der Metall- und Holzbranchen nach einem nlcht nur 
technisch, sondern auch piidagogisch und psychologisch sorg
fiiltig aufgestellten Lehrplan rationell ausgebildet werden. Die 
Erfolge iibertreffen aile Erwartungen, die von Seiten der Be
triebsleltung gehegt wurden. Die Ausbildungszeit konzentriert 
und reduzlert sich auf einen Bruchteil der bisherigen, die 
Leistungen gewinnen qualitatlv und quantitativ. Vor allem aber 
wlrd auf dlesem Wege die Arbeitsfreude gesteigert und wieder 
gesunder Arbeitsstolz gepflanzt. 
Ein anderes lehrreiches Beispiel !iefert ein psychotchnisch· 
organlsierter Lehrkurs fUr Maurerlehrlinge, der vor einem Jahr 
ill Bern abgehalten wurde. In 5 Wochen wurde den Lehrlingen 
das Pensum ihres ersten Lehrlahres zweckmiissig beigebracht. 
lJer ErfoIg iiberraschte ebenfalls ausserordentlich. Weitere 
Kurse sind 1m Gang. Das in f'achkreisen erwachte Interesse 
driingt ersichtlich zu elner durchgreifenden VervolIkomnung 
aller Lehrverhiiltnisse. 
Bis Ende des Jahres 1927 ist das Psychotechnische Institut 
ZUrich zur Mitarbeit fUr die Personalauslese und Ausbildung 
zugezogen worden von 7 Unternehmen der Metallbranche, 2 
der Holzbearbeitungsindustrie, 4 Betrieben der Textilbranche, 
6 Verkehrsunternehmen, 5 Verwaltungen, Banken lind Ver- 255 
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sicherungsgesellschaften. Daneben bestehen sehr viele Bezie
hungen zu Unternehmen, die ihre Kandidaten von Fall zu Fall 
regelmiissig durch das Psychotechnische Instltut untersuchen 
lassen, weiter zu den BerufsberatuDgsstellen und den 
Schulen. 
Ein iiusseres Zeichen fUr den Aufschwung der Psychotechnlk 
in der Schweiz ist die GrUndung einer Schweizerischen Stiftung 
fUr Psychotechnik, die es sich zur Aufgabe macht, aile auf 
diesem Gebiete ernsthaft wirkenden Kriifte zu vereinigen und 
zu fordern. 
Die Arb e it s p s y c hoi 0 g I e, soweit sie direkt auf das 
Psychische eingeht, wird in der Schweiz von der Psychotechnlk 
in ungetrenntem Zusammenhang mit der oben skizzierten 
Tiitigkeit behandelt. Die objektive, nur auf das Verhliltnis von 
liusseren Einwirkungen und objektiven Arbeitsleistungen ab
stellende Seite stellt ein Grenzgebiet dar. in welchem ausser
dem verschiedene Betriebe eine beachtenswerte Tlitigkeit ent
wickeln, so betreffend der Verhliltnlsse von Licht- und 
Arbeitsleistung die Firmen B.A.G. Turgl und Osram A.-G. 
ZUrich. 
A1lgemein menschliche Gesichtspunkte verfolgt das in der 
Schweiz hochentwickelte industrielle FUrsorgewesen. 

WISSfNSCHAPTLICHf! BIITRIEBsrtJetmUNo. 
Dr. Bernet berichtet: 
Die praktische Rationalisierung in den einzelnen Betrieben hat 
im Jahre 1927 stetige Fortschritte gemacht. Typisch flir unser 
Land ist das schrittweise, wohliiberlegte Vorgehen, das bel 
den geplanten Massnahmen auch die Riickwirkungen auf die 
Arbeiterschaft voll beriicksichtigt. 
Die mehr der Propaganda und Aufkllirung dienende "Kommis
sion filr Rationelles Wirtschaften" der Gesellschaft der Schwel
zerfreunde der Vereinigten Staaten von Amerika hat zahl
reiche einzelne Vortrage und einige Vortragszyklen veran
staltet. Berufene in- und ausllindische Fachleute sprachen 
fiber Probleme der Rationalisierung. Ais Hohepunkt der Tiitig
keit darf der gemeinsam mit anderen Stellen durchgefUhrte 
Internationale Orlentierungskurs Uber Arbeitsrationalislerung 
(Ziirich, 6.-9. Juli) bezeichnet werden. 
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Die Rationalisierung wurde von der Kommisslon ferner g~ 
fOrdert durch die Schaffung einer Betriebswissenschaftlichen 
Bilcherstube, wo die einschlagige Literatur aufIiegt, und durch 
die Herausgabe der "Schweizer Schriflen filr rationeIIes Wirt
schaften", in denen wlchtige Probleme eine grilndliche, aber 
aIIgemelnverstlindliche DarsteIIung erfahren. 
Der "Schweizer Verband Volksdlenst" meldet: 
Nach unsererAuffassung hat sich In den letzten 10 Jahren die 
Bet r I e b s w 0 h If a h r t s p fI e g e merklich dahln geandert, 
dass der patriarchalische C.harakter Immer mehr verschwindet. 
Der Mangel an Arbeitskrliften, besonders in der Textil- und 
Chemlschen Industrie (Kunstselde) bedingt .den Zuzug aus 
elnem Immer welteren Umkreis. Die BereltsteIIung von Kan
tlnen und Madchenheimen 1st dadurch zu einer Betriebsnot
wendigkeit geworden, die durchaus 1m Rahmen der Produktion 
betrachlet wird. Immer mehr I"abriken ziehen es vor, ihre 
Wohlfahrtseinrichtungen einer neutralen Organisation (S. V.) 
zur Leltung zu ilbergeben, die ihrerselts die Verbannung des 
AIkohols strlkte durchfilhrt. 
Die In der Schweiz mehr und mehr einsetzende Schichtarbelt 
bedlngt auch elne Anpassung filr die VerpfIegungsmoglich
keit, die wiederum elne Ausgestaltung der Kantinen erfordert. 
Immer wieder wlrd der Volksdienst als Auskunftsstelle filr die 
l"abrlk-WohlfahrtspfIege In An~pruch genommen. Auf diese 
Weise wlrd es moglich, die Kantlnen nach einem gewissen 
Schema einzurlchten und dieselben durch Abhaltung von Vor
trAgen, durch Blbllotheken, Handarbeltskurse auch zu einem 
Zentrum geistlger Bl\dun~sarbeit filr die Arbeiterschaft zu ge
stalten. 

Die BERUt'SBERATUNO IN DeR SCHWelz. 

I"rI. M. L. Wild, Berufsberaterin, Bern, schreibt: 

Die Berufsberatung ist In der Schweiz nach elne junge Be
wegung, hat aber selt der Zeit Ihrer ersten Anflinge rasche 
I"ortschrltte gemacht und sich besonders in den grosseren 
StAdten sehr gut elngebiirgert. Sie g1ng hervor aus den ver
schledenen LehrIingsAmtern und Lehrlingspatronaten, welche 
den oblektlvsten Elnbllck in die Lehrverhliltnisse hesassen und 251 
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die darin auftauehenden Misstande zuerst zu beobaehten die 
OeIegenheit hatten. Dureh den ZusammensehIuss dieser Lehr
Iingsiimter, das heisst, lhrer Vertreter, zu einem sehweizeri
sehen Verein wurde im Jahre 1902 der Grund geIegt zu einer 
intensiven Arbeit auf dem Gebiete der Verbesserung des Lehr
Iingswesens und zu einem einheitIichen Zusammengehen der 
ganzen Sehweiz, so welt dies IokaIe Versehiedenheiten er
Iaubten. 
Die Organisation der Berufsberatung in den versehiedenen 
Kantonen ist sehr verschieden. In einigen ist sie stadtiseh 
organisiert, die MehrzahI der Stellen jedoeh ging aus privater 
Initiative hervor und wird aueh noeh mehr oder weniger auf' 
privater Orundlage dtlrehgeflihrt, sei es, dass eine Vereinigung 
die Inhaber des Amtes stiitzt und flir die Besehaffung der 
Geldmittel sorgt, sei es, dass der Staat, (Gemeinde, Kanton) 
mehr oder weniger grosse Beitrage an die Kosten leistet oder, 
wie in kIeineren Ortsehaften. Privatpersonen von sieh aus 
lokale Berufsberatung treiben und die wenigen Unkosten aus 
eigener Tasehe bezahlen. 
Die unter dem Namen "Sehweizeriseher Verband flir Berufs
beratung und Lehrlingsflirsorge" gegriindete Verelnigung 
sehliesst Verbandsorganisationen und .EinzeImitglieder in sieh 
und befasst sieh mit den folgenden Tatigkeitsgebieten: 

Propaganda flir die Berufsberatung. 
Ausbildung und Portbildung der Arbeitskrafte auf dem Ge
hiete der Berufsberatung. 
Massnahmen fiir die finanziellen und anderen .Erleiehterungen 
auf dem Gebiete der Berufsberatung und der Berufswahl. 
Forderung der Lehrstellenvermittlung. 
Porderung der Berufsbildefund des Lehrlingswesens. 
Lehrlings- und Jugendliehen-Piirsorge. 
Lehrentlassenenfiirsorge- und Zusammenarbeit mit den Arbeits
iimtern. 
Zusammenarbeit mit verwandten Institutionen des In- und Aus
landes . 

.Eine der Hauptsbestrebungen der sehweizerisehen Berl1fsbe-
258 ratung 1st die Arbeit in die Tiefe. das heisst die .Erfassung 
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des Intellekts und vor allem der Charakteranlagen des zu Be
ratenden, welch letztere nur zu oft im Leben auschlaggebend 
sind fUr den Erfolg oder Nichterfolg. 
Ein psychotechnisches lnstitut besteht in Ziirich, das sich 
stelgender Inanspruchnahme erfreut. Auch haben eine Reihe 
von Grossfirmen in der Schweiz eigene psychotechnische Aem
ter errichtet. Ein besonders schwieriges Gebiet der Berufs
beratung ist die Versorgung von Anormalen in Berufe, in 
welchen sie ihre Krafte entfaiten und zu brauchbaren Menschen 
herangezogen werden konnen. 
1m Vergleich zum Ausland hat die Schweiz vielleicht einen 
geringeren Prozentsatz von ungelernten Arbeitern zu ver
zeichnen, dagegen besteht die grosse Schwierigkeit, die aus
gelernten jungen Leute in sichere Stellungen zu versorgen. 
Seitdem die Auswandernng auch der gelernten Arbeiter in die 
Grosstaaten, speziell nach Amerika, mit so grossen Schwierig
keiten verbunden 1st, herrscht in beinahe allen Berufen Ueber
produktion. 
Die Berufsberatung fUr Madchen 1st fast ausnahmlos in die 
Hande von frauen gelegt. Die 1m Jahre 1922 gegriindete 
Schweizerische Zentralstel\e fUr frauenbernfe geht den in der 
Praxis stehenden Berufsberaterinnen an die Hand und zeigt 
durch das Wachsen ihrer Aufgaben, dass sie einem Erfordernls 
entsprach. Die weibliche Berufsberatung leidet speziell unter 
der sehr klelnen Auswahl. von Berufen, welche den Jungen 
Madchen aus einfachen Verhliltnissen zur Verfiigung stehen. 
Auch sind elne ganze Anzahl von Bernfen, fiir welche slch 
die frauen gut eignen wilrden, dem weiblichen Oeschlecht 
verschlossen (Kondltor, Goldschmled, Kiirschner, Graveur, 
Modellzeichner, Innenarchitektur, Dekorateur u.s.w., u.s.w.). 
Die Ausbildung zum Bernfsberater 1st kelne geregeite. Die 
beste Vorbedlngung dazu 1st die praktische Kenntnis einer 
moglichst grossen Zahl lion Bernfen und ihrer Ausbildungs
moglichkeiten, verbunden mit sozlalem Interesse und der Gabe 
der Menscheukenntnls. Durch periodische Einfiihrnngskurse 
und Berufsberaterkonferenzen erstrebt der Verband die Aus
und Weiterbildung der auf dem Geblete der Bernfsberatung 
Tiitigen, Besprechung gemeinsamer Probleme Wid deren Re- 259 
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gelung und Losung. Es wird noch viel Arbeit zu tun geben, 
doch ist die Bewegung auf guten Wegen. 

W ANDLUNGEN DER WIRTSCHAFfLlCHEN UND SOZIALEN VER
HAELTNISSE IN DER SCHWEIZ. 

Privatdoz. Dr. Jakob Lorenz, Pribourg, schreibt: 
1m Laufe des Jahres 1927 hat in der Schweiz das wi r t
s c h aft I i c h e Leben einen bedeutenden Aufschwung ge
nommen. Die Exportindustrie war im allgemeinen gut ge
schiiftigt und der Export ist wieder ungefiihr auf der Hohe von 
1913 angelangt. Die Arbeitslosigkeit ist, abgesehen von lokalen 
Erscheinungen im Gebiete des Kantons Baselstadt und -Land 
und der ostschweizerischen Industriegegend zuriickgegangen 
und teilweise wird iiber Mangel an gelernten Arbeitskraften 
geklagt, wahrend ungelernte Arbeitskrafte noch iiberschiissig 
sind. Die Lohnverhiiltnisse erlitten eine doppelte Verbesse
rung; einmal sind die Lohnsaize im langsamen Steigen be
griffen, sodann ist die Teuerung etwas zuriickgegangen, sodass 
automatisch eine Verbesserung des Lebensstandard eingetreten 
1st. Oem besseren Stande der Wirtschaft entsprechend, haben 
slch die so z i a len Verhiiltnisse in so weit etwas gebessert, 
als es der Industrie moglich ist, wieder eher an Sozialinvesti
tionen zu denken. Allerdings muss bemerkt werden, dass im 
Laufe der letzten zehn Jahre; wenn man die gesamte indu
strielle Piirsorgellitigkeit ins Auge fasst, wohl mindestens eine 
halbe Milliarde fiir diese Zwecke aufgewendet worden 1st, 
wovon etwa 400 Millionen allein nur auf die Pensionskassen 
der Industrie und grossere Handelsunternehmungen entfallen. 
Mit einem gewissen Stillstand muss daher einstweilen noch 
gerechnet werden, urn so mehr, als die Rationalisierungsbestre
bungen nicht unbetrachtliche Mittel erfordem, die slch aller
dings in Kiirze wieder einbrlngen lassen. Die s t a a t II c h e 
S 0 z I a I pol it i k beschrankte sich 1m letzten Jahre 1m we
sentlichen auf den Ausbau der Arbeitslosenversicherung, die in 
kurzer Zeit sehr grosse Portschritte gemacht hat. In der ersten 
Zeit haben namentlich die gewerkschaftllchen Arbeitslosen
kassen von der Bundessubvention den meisten Oewinn davon 
getragen; doch scheinen die Portschritte offentllcher und 
neutraler Kassen neuerdings namhafter zu seln. Der obllga-
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torlschen U n f a II v e r sic her u n g sind, einschliesslich der 
Fabriken rund 37.000 Betrlebe mit einem Personal von 606.000 
Personen unterstellt. In den Fabriken sind rund 355.000 Per
sonen beschliftigt, von denen 135.000 auf das weibliche Oe
schlecht entfallen. 

I!XPI!RIMENU MIT NI!UI!N INDUSTRII!LLI!N BI!TRU!BSSYSTI!MEN 
sind in den letzten Jahren so gut wie keine unternommen 
worden. Die Zeit war nicht dazu angetan, fiir solche Experi
mente den geeigneten Boden zu schaffen. Schon die Betrlebe, 
die an die Konsumgenossenschaften sich anlehnen imd fiir 
dlese produzieren, haben in den letzten Jahren grosse Schwie
rigkeiten zu iiberwinden gehabt; ja die K 0 n sum g e n 0 s
sen s c h aft e n selbst sind in Ihrer f'unktion als Preisregula
toren durch hohe Personalaufwendungen sehr eingeengt 
worden. Die Oewinnbeteiligung ist eher im Riickgang als in 
der Weiterbildung begrlffen. Die Oewerkschaften haben ihren 
Tlefstand iiberwunden und scheinen trotz der Schwierigkeiten, 
die durch die - iibrlgens abflauende - kommunistische Bewe
gung geschaffen worden sind, zu erstarken. Fiihrend sind die 
gemlissigten Verblinde des offentIichen Personals und der· 
Metallarbelter. Ais interessante Neubildung 1st die Bank der 
Oenossenschaften und Oewerkschaften zu nennen, welche· 
durch den schwelz. Oewerkschaftsbund und den Verband 
Schweiz. Konsumvereine Ins Leben gerufen worden ist. Indes 
handelt es sich nieht urn eine ausgesprochene Arbeiterbank, 
sondern mehr urn elne Ausgestaltung der bisherigen Bank
abteilung des Verbandes Schweiz. Konsumverelne (einer Or
ganisation mit dem Charakter elner Orosseinkaufsgesellschaft 
und einem Umsatz von 138 Mill Frs.) unter Belzug der Oe
werkschaften. Die Bank der christllchsozialen Arbelterorga
n/satlonen, die Ihr 25. Oeschliftsiahr hinter slch hat, zeigt gute 
f'oi'tsehrltte. Die grosste Oenossenschaftsbank der Schwe!z, 
die Schwelz. Volksbank, hat durch eine Umorganisation sich 
Ihres rein genossenschaftIichen Charakters teilweise begeben 
milssen, urn als Orossbank an allen Oeschliften partizipieren 
zu konnen. Der Oenossenschaftsgedanke ist in seiner Ver
wirkllchung stets geflihrdet, wenn die genossenschaftllehen 
Betrlebe elnen sehr grossen Umfang annehmen. 261 
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BY FROKEN S. FREDHOLM 

Welfare Supem.or. "Manufactur Aktiebolaget"'. Malm3 

COOPERATION WITHIN AND BETWEEN THE VARIOUS GROUPS 

IN INDUSTRY. 

The chief groups in industry are, in Sweden, strictly consol
idated and very highly organized within themselves. 
The workers are very well organized in all factories of any 
size. With a few exceptions the Unions belong to the Workers 
General Federation (Landsorganisationen), a central body, 
formed in 1898 in order to give economic assistance to its 
members in certain cases of confict but also • among other 
things • to promote the cduca tional activities among the 
workers. 
The corresponding body on the side of the employers is the 
General Federation of Swedish Employers (Svenska Arbets
givarefiireningen) formed in 1902 and since 1917 including the 
chief trades. It aims at promoting the cooperation of employers, 
at taking care of their common interests, and also endeavours 
to render economic assistance in times of conflict. 
When the collective agreement of a certain trade is to be 
renewed or revised, the chosen representatives of the em
ployers and employees r'Clspectively meet at the round table. 
Since 1906 we have had a law applicable to voluntary arbi
tration in trade disputes, and in cases of conflict the parties 
are assisted by the state arbitrator of the district. On special 
occasions a commission of arbitration is often ordered by the 
Government. 
Even if the latest years have been far from free from deplor-

. able conflicts, which by a little more understanding and good
will on the part of either or both parties ought to have been 
avoided, the general atmosphere in the industrial world has 
grown less embittered • a fact which is easily traceable in the 
responsible press. 
An attempt to bring employers and employees together to 
discuss social and economic problems from an ethical point 
of view are the yearly week-end conferences at one of our 
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as discussions between scientific people, social workers and 
employers and employees, and these two types of conferences 
still remain. During the past the few years, however, there 
have also been gatherings in which representatives of all the 
categories above mentioned have taken part. Such a w~ek-end 
conference was held in March of this year with "Unemploy
ment" as the topic of discussion. These gatherings are 
arranged by a special committee and are of a very intimate 
nature. 
A group in industry which is often overlooked, but which 
certainly is an important one· in factory life, is the body of 
foremen and forewomen. Since 1924 there has been in 
existence a central federation of foremen and overseers of 
all grades, Svenska Arbetsledareforbundet, consisting of a 
great many local bodies. This association has, however, nothing 
to do with wages and conditions of work, as the foremen are 
appointed by individual agreement. 
A question of great interest to foremen and employers alike 
is the training of overseers. The iron and mining trades have 
had since 1923 a special training school for this p_urpose, 
where a certain amount of instruction in scientific methods 
and industrial psychology is included in the curriculum. 
In 1926 the Welfare Workers Association invited forewomen 
to a short summer-school (5 days) with problems of Man
agement, Industrial Health and Industrial Psychology as chief 
topics. The experiment met with success and was repeated 
in 1927. This time some foremen were also invited. The 
numbers taking part were doubled since the previous year 
and amounted to 60, the active interest of the students being 
very great. Not the least in importance was the contact 
established between the forepeople and the welfare workers 
taking part. A summer-school on similar lines is planned for 
this summer. 

mUCATION AND TRAINING. 

As to general education there are two institutions in particular 
which have proved of special importance to the men and 
women in industry. These are the Workers' Educational 263 
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Association (Arbetarnas Bildningsforbund, A. B. P.) and the 
People's High-Schoo[s (PolkhOgskolorna). 
The A. B. P. was founded in 1912 as a result of cooperation 
between the principal and professional organisations of the 
workers. It has a local body in nearly every industrial centre 
and works chiefly by means of lectures, study-circles and a 
small system of libraries. It is still supported economically 
by the workers themselves but enjoys a .considerab[e allowance 
from the ·state. 
The People's High School is an old Scandinavian institution. 
The students were originally young men and women from 
farms. Several schools however are now specially intended 
for industrial workers, who also more and more begin to take 
part in the ordinary courses for farmers or are invited to 
short specially arranged summer-schools (1-3 weeks). This 
kind of education tends to be more and more appreciated. 
The principal subject at the High School Conference last year 
was how to make it economically possible for the young people 
in industry to attend such a school and how to arrange the 
courses in order to make them most valuable to this special 
kind of student. 
INDUSTRIAL WeLFARE WO~K. 
The depression of trade, not yet totally overcome, has neces
sitated strict economy, and brought with it a marked reluctance 
to making new experiments. The very d~tai\ed clauses in 
most collective agreements often produce a certain unwilling
ness on the part of employers to do more than is absolutely 
requested. 
New welfare-posts, therefore, have in these last years been 
exceptionally few. Yet it seems as if that kind of work shows 
a tendency to deal more than before with working conditions 
and factory life itself. 
The welfare workers themselves, who have deeply felt the 
need of consolidation, and of the recognition of welfare work 
as a real part of the business, in order to promote such an 
aim, have met for yearly conferences, and thus established 
valuable cooperation between themselves and with the factory 
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SCIENTIf'IC MANAOEMENT. 
The leading institution here is the scientific academy of engi
neers, which states that several industries in these last years 
have reorganized themselves on the principle of scientific 
management. The Inauguration of labour-saving machines is 
a burning question and the Interest generally taken in this 
matter is considerable. The first issue of a new magazine, 
Business Economy, solely devoted to questions of this kind, 
has just been published. 

INDUSTRIAL PSYCHOLOOY: 

Activities In this connection have been confined to articles of 
information in periodicals and reference-books. Psychological 
testing of aspirants to the Post-Office is now being tried, 
but the result Is not yet known. 

VOCATIONAL OUIDANCE. 

This question is not a new one. Since 1923 there has existed 
In Stockholm a juvenile labour exchange in connection with 
the general labour exchange. 
Special measures have also been taken by the preliminary 
schools In bigger towns. The statutes of the new continuation 
school explicitly state its duty to give vocational guidance to 
young people. 
The question Is, however, stili in an experimental stage. 
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CECHOSLOV AKEl 
VON V. VERUNAC. DOC. DR .• 

Praa 

WIRTSCHAl'TLlCHf UNO SOZIALf STRUKTUR DfR CfCHO-SLOVA
KISCHfN RfPUBLIK. 

Ole Elnwohnerzahl nach der Volksziihlung vorn Jahre 1921 
betrligt 13.372.406 Seelen neben 238.493 Ausllindern. 
Es 1st hler nicht notwendig, die Tatsache auseinander zu setzen 
und zu begrUnden, dass die Gruppierung der Beviilkerung 
nach Berufen Einfluss auf die Richtung der wirtschaftllchen 
und sozlalen Politik (Lepe:' Wirtschafts- und Sozialpo1ltik)" 
hat. 
Aus den Angaben, die uns zur Disposition stehen, werden wir 
elne sehr gedrlingte Charakterlstik durchfUhren, welche zur 
Beantwortung der I'rage notwendig ist, die durch das Therna 
dieses Referates gestellt wlrd. 
Die Orupplerung der Beviilkerung der cs\. Republik ergibt 
folgendes Bild: 

In der C. S. ~. 

Berufsklasse 
I-andwirtschaft, I'orstwirtschaft, I'lscherei 
Industrle und Oewerbe ........................ .. 
Handel und Oeldwesen ......................... . 
Transportwesen ..............•.•............... 
Staats- und iiffentlicher Dienst 
I'rele Berufe .................................. . 
MUitlir ........................................ . 
Selbstiindlge DienstausUbung und Lohnarbeit ....•• 
Andere Berule und ohne Beruf ................. . 

Sodann detal\1lert: 

InsgesamL 
(abso!ut) 

5.384.115 
4.601.020 

787.178 
664.311 

590.698 
159.851 
173.420 

1250.756 

13.611.349 

Hat cI1e Industrle 1m Barul tili&: Famlll en
mltglleder 

Sell>- Tag- als Hills-
stlndtge Plchter Beamle Arbeiter Lehrllnge IObner krI\te 

Mlnner 31II.8JO 1.126 66.071 1.170.\29 190.439 28.987 11.480 
!'rauen ........ 49207 132 17.704 349.461 34.543 8.331 5.033 
Zusammen ..... 329.037 1.258 83.775 1.519.590 234,!181 37.318 16.513 269 

18 



CECHOSLOV AKEI 

Angeb6rige ohne eigenen Berul: 
681.608 

1.659.329 
2.340.937 

Hausdienerschalt: 
687 

46.924 
47.611 

Aus dieser Uebersicht ist einerseits eine gewisse Aehnlichkeit 
in Bezug auf das VerhiiItniss der Landwirtschaft zur Industrie 
(im Berufe der Bevolkerung) der Cechoslovakischen Republlk 
mit den Vereinigten Staaten von Nordamerika, den Nieder
landen und Frankreich, 
anderseits wieder eine merkwiirdige AehnlichkeHi, was ~en' 
wirtschaftlichen und sozialen Gesamtcharakter anbelangt, 
der Cechoslovakischen Republik mit Deutschland, Belgien. 
der Schweiz und den Niederlanden ersichtlich. 
Diese Aehnlichkeit und Analogie erleichtert uns vieifach das 
Studium der Richtlinien der Wirtschafts- und Sozialpolitik. 
Allerdings konnen wir UIIS nicht in allen Problemen auf die. 
Analogie oder Aehnlichkeit der fremden Verhiiltnisse berufen,' 
nichtsdestoweniger gewlihrt uns hauptslichlich die Tradition 
der entwickeIten Industrielander, das System der Absatz
gebiete und die mit demselben zusammenhlingende inn ere 
soziale und wirtschaftliche Struktur einen leichtem Einblick 
in die Wirkung des in bestimmten Richtungen entwickeIten 
praktischen, wirtschaftlichen Bestrebens. 
Aus den Tabellen ist zu ersehen ,dass die grosste Zahl der 
BevOikerung der C. S. R. ihren UnterhaIt in der Landwirlschaft 
und in der Industrie findet. 
Durch Landwirtschaft (incl. Forstwirtschaft) emlihren sich fA 
der BevOikerung, in der Industrie finde! mehr als 'Is derselben 
ihren Unterhalt. 
Vergleichen wir die Zahl der in diesen zwei Wirtschafts
zweigen Tlitigen in Prozenten, so sehen wir, dass da ein 
annlihrend inneres Gleichgewicht zwischen diesen beiden Be
rufszweigen besteht. 
Was die Oruppierung der Kategorien der einzelnen Berufe 
anbelangt, so entflillt in der C. S. R. (analog wie etwa in 
Deutschland) ca. die Haifte der Arbeiter auf die Oesamtzahl 
der berufstatigen Bevolkerung, d.h. etwa ';' der Bevolkerung: 

270 sind Arbeiter, Lehrlinge und TaglOhner. 
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Selbstlindige Unternehmer und Pachter wurden im Jahre 1921 
1.361.295 gezahlt, das ist etwa ein l"iinftel (20 %) a1ler 1m 
Berufe tlitigen Personen. 
Unter 1000 in der Industrie tatigen Personen zlihlt man: 
806 Arbeiter (incl. Lehrlinge und Taglohner) 
148 Selbstlindige. 
Aus den statistischen Angaben ist weiter erslchtJich, dass die 
Zahl der Berufstatigen in der Landwirtschaft und l"ortwirt
schaft in der letzten Zeit nicht stelgt, sondern in der Regel 
sinkt (bel uns, in Amerlka und anderswo) .; dafiir die ZahI 
der In der Industrie, im Handel und 1m Transportwesen Be
rufstlitigen (nicht nur bei uns, sondern auch in Deutschland 
und anderswo) wlichst. 
Die Entwlcklung (soweit es sich urn die Oruppierung der Be
rufe der Bevolkerung handelt), bewegt sich in der Richtung 

I der IndustriaJisierung . Es ist dies eine merkliche Abkehr von 
. der urspriinglichen Form der Landwirtschaft zur Industrlall
sierung (in diese auch die sog. landwirtschaftliche Industrie 
mltgezlihlt.) 
Die Entwlcklung bewegt sich weiter in der Richtung der 
Intenslvergestaltung des Handels und des Transportwesens. 
Dieses l"aktum diktiert im Wesen auch die unvermeidliche 
Regelung In der Organisation und die Ausgestaltung der Kom
munikationen, Regelung der Transporttarife. 
In Bezug auf die sozlale Selte muss betont werden: 
1. ErhOhung der Zahl der Selbstlindigen cechischer Nationa
!itlit. 
2. ErhOhung der Zahl der Beschliftigten in verantwortJichen 
selbsUindigen Stellungen In der Industrie, 1m Handel, 1m Trans
port- und 1m Oeldwesen. 
Bewegt slch die Entwlcklung 1n der Richtung der Industriall

. sierung, 1st mit Recht dafiir zu halten, dass sle auch In der 
Richtung der Oekonomisierung (durch Bildung griisserer wIrt
schaftJicher Einheiten und Komplexe, Konzentration und Ko
operation) fortschreiten wlrd. 

0) Die Tabelle Dr. Dohies "PoUtlka". Prag. II. I. 78 S. zeigt, class bel uns 
die lahl der In der Landwlrtschaft Derufstililen In den Jahren 1911-1!l21 
um 9.4 ~ lesunken 1st. 271 
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Damit vergriissert sich allerdings die Notwendigkeit der In-
1ensivergestaltung des technischen Portschritts und die Inten
sivierung der Erzeugung. 
Betriichtlichere Verschiebungen in der Oruppierung der Be
vOlkerung lassen sich iedoch fiir die Zukunft nicht erwarten. 

WIRTSCHAI'TLlCHB UND SOZIALB ORGANISATION. 

Die Arbeitgeber sind, analog wie in anderen Liindern, in In
teresseninstitutionen organisiert. Die stiirkste Organisation 
besitzen die industriellen Arbeitgeber, von welchen die eine 
cechisch, die andere deutsch ist; beide bilden dann einen ge
meinsamen Ausschuss. Siimtliche Arbeitgeber (die landwirt
schaftIichen, industriellen, gewerblichen, Banken und teilweise 
auch der Handel) schufen dann die sog. Konfiidration tler 
cechoslovakischen Arbeitgeberorganisationen, welche heute, 
verhiiltnismiissig einheitIich, das cechoslovakische Arbeitgeber
lager repriisentiert. 
Die Arbeitnehmer haben eine grosse Reihe von Interessen
(Pach-) Organisationen. Die statistischen Angaben des Sta
tistischen Staatsamtes fiihren im ganzen 9 Fachgebilde mit 
cechischer Verhandlungssprache und 5 Hauptgebilde mit deut
scher Sprache an. 
Diese Zentralen besitzen iiber 1% Millionen organisierter Mit
glieder, von welchen etwas weniger als ein Drittel auf Arbeiter
Fachorganisationen, etwa ein Drittel auf Beamtenorganisa
ionen und etwas mehr als ein Drlttel auf gemischte (Arbeiter
und Beamten) Organisationen entfallen. 

DAS PRINZIP DBR ZUSAMMBNARBBIT. 

1m Lager der Arb e it g e b e r· (Untemehmer) 1st das Prlnzlp 
der Mitarbeit einerseits auf dem reinen Interessengebiete (sieh 
das Kapltel iiber wirtschaftIiche· und soziale Organisation) 
andererseits auf wirtschaftspolitischen Oebiete, d. i. der hor!
zontalen und vertikalen Konzentration, durch Kartelle, Kon
zeme, zur Oeltung gebracht. Dieser Vorgang 1st in der letzten 
Zeit je welter desto Intensiver. 
1m Lager der Arb e I t n e h mer 1st der Interessenzweck durch 

272 Schafiung von Pachorganlsationen ausgedriickt und zwar so-
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wohl Arbeiter- als auch Beamtenorganisationen und dies in der 
Regel abgesondert. (Sieh das vorhergehende Kapitel.) . 
1m Lager der Arbeiter hat sich die lusammenarbeit auch auf 
wirtschaftspolitischem Oebiete in Form der Oenossenschaften 
geltend gemacht. 
Elnen Hauptreprilsentanten der Arbeitergenossenschaft-Bewe
gung bildet der "lentralverband der cechoslovakischen Oe
nossenschaften in Prag". 
Durch etliche seiner Beschliisse hat er sich auf den Neutrali
tiltsstandpunkt gegeniiber der politischen und religiosen Ueber
zeugung seiner Mitglieder-Genossenschafter gestellt. Er orga
nisler! neben Konsumgenossenschaften auch Produktions- und 
Wohnungsgenossenschaften, Oekonomie-Pachtgenossenschaf
ten, Finanzgenossenschaften, Volkshauser und andere genos
senschaftliche Oebilde. 
Der Statistik fUr das Jahr 1926 zufolge wiesen die in diesem 
Verbande verelnlgten Oenossenschaften folgende zifiermassige 
Resultate auf: 

Zabl der Oenossenschaften .......................... 1.237 
Zabl der MUglieder .................................. 465.548 
Beschlltlgte Personen (nebst Oenossensch.-Zentrale).. 10.486 
Losunll In den Oenossenschaften .................... 1J29.165.647.- Kc_ 
Auf die Mltgliedera:escbllftsantelle elngezablt .••..••• 78.938.714.- .. 
Reservefonds und andere Ponds .................... 45:142.287.- .. 
Von den MUgliedem an Erspamlssen erzielt.......... 183.561.716.- .. 
Inventar und Elnrlcbtuna: In den Bllanzen der Oenos-
senscbaften ausa:ewlesen ................... • ... .. .. • 4.302.544.- .. 
RealUAten, ausgewlesen In den Bilanzen der Oenos-
senschalten ......................................... 550.840.604.- .. 

labl der In der C. S. R. slch befindenden aktiven Oenossen
schaften am 31. Dezember 1926 nach dem Charakter ihrer 
TiUlgkelt: 

Ralflelsenkassen ................................................. 4.027 
BUra:erllcbe Vorscbusskassen ..................................... 1.314 
Oerwerbllcbe Vorscbusskassen .................................... 740 
Landwlrtscbaftllche Oenossenscbaften (Elnkauf .... Verkauf .... Produk-

tlons- und andere Oenossenscbaften) .......................... 4.318 
Oenossenscbaften der Oewerho- und Handeltrelbenden •••••••••••• 808 
Produktlons- und Arbeltsa:enossenschaften der Arbelhlr und Arbelter-

cenossenschaften der Helmarbelter............... .............. 654 
Konsuma:enossenscbaften ......................................... 1.110 273 
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Bau- und Wohnungsgenossenschalten und Oenossenschaiten von 
Volkshiiusem .................................................. 1.428 

Allgemeine Wohliahrtsgenossenschalten (Oenossenschaiten zurn Bau 
von Tumhallen, Rekonvalescentenheimen u. i.' .................. 65 

Verschiedene andere Oenossenschaltsgebllde .••.••..••...•..••••.. 13 

Zusammen •..•.• 14.854 

Die lahl der Mitglieder der Genossenschaften liisst slch auf 
Grund mancher statlstischer Berichte der Genossenschafts
verbiinde nach den genossenschaftlichen Standesgruppen fol
gendermassen elnteiJen: 

Arbeltergenossenscbaitswesen (Konsumgenossenschaf
ten, Produktlons-, Kredlt-, Wohnungsgenossenschaf-
ten, Volkshiluser u. ii.) ............................ MUgUeder 960.000 

Landwlrtschaftllches Oenossenschaftswesen (KredU-, 
Binkaufs-, Verkaufs-, Produktions- und andere Oe-
nossenschaiten .................................... 650.000 

Oewerbllches und Burgerllches Oenossenschaftswesen 
(Kredit-, Verkauis-, Blnkauis- u. a. Oenossenschaiten) 90.000 

Zusammen. • • • •• Mltglleder 1.700.000 

Multiplizieren wir die lahl von 1.700.000 Mitgliedem in den 
Genossenschaften mit der schiitzungsweisen lahl von 4 
FamilienangehOrigen, erhalten wir 6.800.000 Einwohner, welche 
am Genossenschaftswesen in der Cechoslovakei interessiert 
sind. Manche Genossenschafter sind Mitglieder auch von 
rnehreren Genossenschaften, demgegeniiber sind die schat
zungsweisen liffem betreffs der Mitgliederzahl in den Ge
nossenschaften sehr niedrig gegrlffen. Dieses Faktum beweist, 
dass ca. 50 % der Einwohnerschaft unseres Staates am Oe
nossenschaftswesen interessiert ist, und das ist fUr die ·Freunde 
der Oenossenschaftsbewegung eine sehr erfreuliche Sache. 

l usa m men arb e i t des La 'g e rs de r Arb e I t g e b e r 
mit de m de r Arb e i t n e h mer. In der C. S. R. wurde 
auf diese lusammenarbeit zu' Beginn der staatlichen 
Selbstiindigkeit sehr viel aufgebaut. Er waren dies einer
seits die sog. Paritiitskommissionen, welche Lohnfragen 
und Fragen der I(ollektivvertrlige, insofem sie strittlg 
wurden, losten. Auf paritiitischer Grundlage wurde auch der 

27:4 sog. Beirat fUr wirtschaftliche Fragen (eine Art Wirtschafts-
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parlament) geschaffen, welcher Gutachten iiber Gesetzentwiirfe 
wirtschaftllchen und sozialen Charakters abgibt. Auch einzelne 
soziale Institutionen (wie die Zentral-Sozial-Versicherungs
anstalt) sind 1m Prinzipe der Paritlit geleitet. Diese Zusammen
arbelt hat auf die wlrtschaftliche Entwicklung einen sehr 
giinstigen Einfluss, sie verhindert Kiimpfe und Vergeudung der 
Krafte. 
Zusammenarbeit der fachorganisationen mit 
den fachwissenschaftlichen Institutionen. 
Auch diese Zusammenarbeit hat sich in der C.S.R. sehr geltend 
gemacht. Es wurde die sog. Gemeinbiirgschaft der fach
technlschen- und wirtschaftlichen Organisatlonen in Prag ge
schaffen, an welche die grossen fachorganisationen der Arbeit
nehmer und zugleich fachkrafte beteiligt sind, welche sich mit 
der Losung wirtschaftlicher und sozialer fragen befassen. Es 
wlrd hauptsachlich nach dem Prinzip des Laboratismus (Tech
nlsch-ethischer wirtschaftlicher Progressivism us) gearbeitet, 
welcher von dem Prinzip der wissenschaftlichen Organisation, 
der Unterstlltzung des technischen fortschritts und der ethl
schen Auffassung der Arbeit· ausgeht. Eine analoge Zusam
menarbeit ist in der Schaffung der sog. fortschrittlichen wirt
schaftlichen Oemeinbllrgschaft verwirklicht, in welcher sich die 
Bestrebungen nach Zusammenarbelt der Arbeitnehmer und der 
fortschrlttlichen Arbeitgeber unter Beteiligung von fachleuten 
und wissenschaftllchen Institutionen konzentrieren. 
Zusammenarbelt elnzelner Komponenten 1m 
Un t ern e h men. Je mehr die Kraft der fach- und poli
tischen Organisationen der Arbeiter wuchs, desto mehr machte 
sich das Bestreben nach Schaffung einer bestimmlen Repra
sentation der Arbeitnehmer gel tend. 
Schon vor dem Weltkriege existierten in den grossen Unter
nelimungen sog. "Vertrauensmlnner-Ausschllsse", die aus den 
Reihen der Angestellten zum Zwecke der Vertretung Ihrer 
Interessen gegenilber der Verwaltung des Untemehmens ge
w§hlt wurden. 
Nach dem Weltkriege machte sich diese forderung in form 
• Sleb: Bulletin du Comlt6 Intern. d'Orpnlsation Sclenllfique, JaIu'1(. II. 

lP37. 27a 
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von Vereinbarungen (Kollektivvertrligen) geltend, bis es 
zur Annahme eines Gesetzes, betreffend die Betriebsaus
schiisse im Bergbau und dann darauf im Jahre 1921 zu 
dem Gesetze iiber die Betriebsausschiisse im allgemeirien 
kam. Das ersterwiihnte Gesetz geht einigermassen weiter. 
da es dem Bergmann auch eine bestimmte Beteiligung an dcr 
Verwaltung und - in elementarer Form ~ Anteil am Gewiml 
zuspricht. 
Die bisherigen Erfahrungen mit diesem Gesetze sind gilllZ 
giinstig. Es war eigentlich nur eine Petrifikation des friiheren 
Standes. Die Betriebsausschiisse sind ein gutes Bindeglied 
zwischen dem Arbeitnehmer und der Verwaltung des Vnter
r.ehmens. Sie ktinnen eine geeignete Basis fiir die engste Zu
sammenarbeit werden. Die amtlichen Berichte der Gewerbe
inspektoren fiihren an, dass heute die Arbeiterschaft im Ganzcn 
in vielen Flillen das Gesetz nicht einmal ausnutzt, da es keln 
hinreichendes Interesse fiir dasselbe habe. Die Betriebsaus
schiisse sind auch cine wichtige Komponente bel der Durch
fiihrung der Fiirsorge urn die Sicherheit und die Gesundheit 
der Arbeiterschaft und vermtigen auf diesem Gebiete eine aus
giebige Vnterstiitzung der amtlichen Aufsichtsorgane zu bilden, 
denn sie ktinnen auf Grund der genauen Kenntnis der tirtlichen 
Verhiiltnisse und der direkten Wahmehmung der Gefahr i.'l 
verschiedenen Stadien der Erzeugung auf diese (die Oefahr) 
aufmerksam machen, welche selbst bei sorgfiiltigster amtlicher 
Visitation des Betriebes iibersehen werden kann. Es wlire 
wohl nur zu wiinschen, dass die Mitarbeit der Betriebsaus
schiisse in dieser Richtung noch zielbewusster wiirde, und dass 
die Betriebsausschiisse bei den Amtshandlungen sich, wle dies 
mancherorts zu geschehen pflegt, .nicht auf eine blosse passive 
Teilnahme beschriinken. ' 
Ii! zahlreichen Vntemehmungen wurden auf die Stellen des 
Betriebsausschusses nur Vertrauensmlinner durch Wahl be
rufen. 
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INDUSTRIAL WELFARE WORK. • 
Allgemeiner Stand der Betriebsstatten in Be
z u g auf G ewe r b e-H y g i e n e u n d Sic her h e it. Past 
siimtliche Gewerbeinspektoren 'fiihren viele 'griissere Unter
nehmungen an, welche bedeutende Rekonstruktionen durch

.,¥efiihrt haben, damit die Arbeiterschaft unter miiglichst 
t:iinstigen Bedingungen arbeite, trotzdem im abgelaufenen 
Jahre eine bedeutende Beschiiftigungslosigkeit in manchen 
lndustriezweigen scheinbar unproduktiven Investitionen hinder
lich im Wege stand. Zu Gunsten der Sicherheit bei der Arbeit 
wurden die Transmissionsvorrichtungca durch Elektromotoren 
ersetzt; besondere Sorgfalt wurde der Beseitigung des Staubes 
aus den Werkstlitten gewidmet u. z. entweder durch Mechani
sierung bestimmter Arbeitsprozesse und ihre Isolierung von den 
Arbeitsstiittcn, oder durch Absaugevorrichtungen. 
1 iii ft u n g, A b s aug u n g des S tau b e s, d erG a s e 
un dOli m p f e. Der Arbeitsatmosphlire ist auch sonst eine 
erhiihte Sorgfait gewidmet, man sorgt fiir einen automatischen 
Austausch der luft in den Betriebsstlitten, ferner fiir Anfeuch
tungseinrichtungen, durch welche die Hitze zur Sommerzeit be
deutend gemlissigt wird. Gleiche Vorrichtungen werden auch 
dort verwendet, wo die Erzeugung selbst die Ursache uner
wUnschter Erwlirmung der Werkstlitte ist. lnsofern es sich urn 
Verunreinlgung der Luft durch Ausdiinstungen und Gase handelt, 
die mit der Erzeugung zusammenhiingt, wurde viel fiir die Ab
saugung und Verringerung der Bellistigung der Arbeiter durcb, 
giftlge Gase geleistet. Spezlell wurde auch fiir die Beseitigung 
von Nebel in den Betriebsstlitten durch Zufuhr von heisser 
Luft und Absaugung der geslittigten Luft gesorgt. 
B e h e I z u n g d erA r b e it stilt ten. Die Gewerbeinspek
tion hat auf elne ordentliche Ausheizung der Arbeitsstlitten 
besonders gedrungen. Speziell vortellhaft hat 5ich die mlttels 
elektrischer Ventilatoren fiber kleine Damp!heizkorper ge
trlebene Luft bewlihrt. 
S c hut z v 0 r ric h tun gen. Ole Rationalisierungsbestre
bungen fUhren auch zur Wfirdigung elner der wichtigsten 
• AIs OueUe wurden bier e1nerselts die amUlchen Berlchte der Oewerbe-

Inspektoren, andererselts dlrekt pwonnene friabnmgen, eventneUe Kor- 277 
resPODden.en aus den UntemebmUJllleD, beniltat. 
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Betriebskomponenten, das ist, der mensehliehen Arbeit. Es 
ist erfreulieh, dass die Mehrzahl der Beriehterstatter ein 
erhohtes Verstandniss fUr die Sehutzvorriehtungen festgestellt 
haben. Bis auf einige Ausnahmen waehst aueh in den breiten 
Sehiehten der Arbeitenden der Sinn fur die fursorge und 
die eigene Sieherheit. liier hat aueh viel die Tages- und 
faehpresse lind dann die verseliiedenen auf die Unfallver
hutung gerichteten Aktionen gewirkt. Einige Korporationen 
und private Untemehmungen haben eine Reihe von Abbll-' 
dungen, Plakaten, Vademeka, illustrierte Belehrungen auf 
Lohnkouverts etc. herausgegeben, bezw. veranstaltet, welche 
ihre Mission voll erfUllt haben. In dieser Beziehung wurde 
aueh viel gefiihrliche Arbeit, gefahrlich durch die Mog
liehkeit eines Unfalls oder einer Erkrankung durch Mecha
nisierung des Arbeitsprozesses ersetzt, oder die Arbeiter 
wurden fur diese Kategorie Arbeit durch spezielle Schutzvor
richtungen ausgerustet. (Automatisierung der Operation mit 
iitzenden f'lussigkeiten, Verwendung von Gasmasken, Lieht
signalen lI.S.W.) 

Neue Arbeits- und Erzeugungsmetoden. fast 
% der Gewerbeinspektoren referieren fiber Rationalisierungs
bestrebungen und Verwendung von neuzeitlichen Errungen
sehaften der Teehnik. Dureh geeignete Einrichtungen strebt 
man eine okonomisehere Ausnutzung der teuren Brenn
stoffe an. So wird in den Gasanstalten die Abfallwiirme zur 
Deekung des Bedarfes von Wiirme in den Trocknereien ver
wendet. Ebenso wird dem Kohlenstaub und Kohlengrus sowle 
dem Koksstallb und ihrer besten Verwertung besondere 
Aufmerksamkeit gewidmet. Der Auspuff-Dampf wlrd zur 
Erwarmung der Kocher benutzt. Auf die okonomisehe Ausnut
zung der Warme zielen aueh die Rekonstruktionen zum 
Zweeke der mechanisehen Beforderung der Erzeugnisse durch 
die Oefen beim Ausbrennen abo Wie bereits bemerkt, kam es 
zum Zweeke des Ersatzes der bisherigen Handarbeit bel ge
fiihrliehen Verriehtungen (in der ehemisehen Produktion und 
bei schweren Lasten) In vielen fallen zu einer prinzipiellen 
Reorganisation und eventuell zu einer vollstandigen Meehanl-

278 sierung der betreffenden Produktion (z.B. in Sagen, Kalkofen. 
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Ziegeleien), ebenso wurde eine Reihe von automatischen 
Schutzvorrichtungen gegen Entstehung gefahrlicher Brande. 
das Uebedaufen, Ueberhitzen, Verbrennen, und so weiter ein
gefiihrt. 
B il d e r, Gar d e rob e nun d S p e i s e s a I e. Soweit 
die Berichte die Sache behandeln, verzeichnen aile ein 
wachsendes Verstilndnis der Unternehmer fiir obligatorische 
Einrlchtung von Bildern und WaschgelegenhCliten. Einige In
spektorate stellten eine ausserordentliche Sorgfalt der Unter
nehmungen fiir die Gesundheit ihrer Arbeiter fest, die aus den 
mustergiiltig eingerichteten Badern und Waschgelegenheiten 
erslchtlich ist. Eine fabrik zur Erzeugung von Kammgarnen 
errlchtete Luxusblider und bezahlte den Arbeitern fiir die im 
Bade zugebrachte Zeit einen Lohn fiir 20 Minuten. In vielcn 
flillen ist auch eine glelche Sorgfalt den Speisezimmern unq 
Oarderoben gewidmet. So kann man auch Unternehmungen 
mit Speisezimmern mit bester Einrichtung vorfinden, in wel
chen sogar ein Piano, Blumen, Plakate aus den Gebieten der 
Industrle, der Hygiene, Zeitungen und lihnliches vorhanden 
ist. In einem andern falle gibt es eln so gerilumiges Speise
zimmer, dass es die Leute auch als Tumhalle beniitzen kannen. 
Der Bericht erwilhnt auch die geeigneten Einrichtungen fiir das 
Ausruhen der Arbeiter, welche die Mittagspause ausserhalb 
ihres Heims verbringen_ 
B e mer ken s w e r t e U n filll e. Unter den normalen 
Unfallerschelnungen verdienen alUilhrllch einlge fli1le be
sondere Aufmerksamkelt. Der Bericht erwilhnt einen Unfall 
durch Inbrandgeraten von mit entzilndbarem Staub verun
relnlgten Kleidern eines fassbinders in einer chemischen Fa
brlk; elnen Unfall bel der Explosion eines Loschapparates, 
elnen Unfall durch eine labil befestlgte Schutzwand u. a. 
Gesun dheltss tand de r Arb ei ter, Be ru fskran k
h e I ten. Ueber den allgemeinen Gesundheitsstand der Arbeiter 
muss gesagt werden, dass In der letzten Zeit bedeutende Aende
rungen elngetreten sind. Die Lebensbedingungen der Arbeiter
schaft gestalteten slch 1m ganzen durch den Einfluss der Ver
schlechterung der Arbeltsgelegenhelt, unzurelchenden Ver-
dienst, die Teuerung der notwendigsten Lebensmlttel und auch 279 
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durch die Wohnungskrise ungiinstiger. Die meisten Erkran
kungen sind durch das Einatmen schiidlicher Ausdiinstungen 
oder von Staub herbeigeflihrt. Gegeniiber dem VOriahre kann 
von einer bedeutenden Verringerung der Bleivergiftungen 
gesprochen werden, weil diese bloss bei 2 % der Arbeiter 
gegeniiber 5 % im VOriahre aufgetreten sind. An den Web
stiihien in einer Pabrik zur Erzeugung von Kunstseide litten 
die Arbeiter durch die SchwefeI-Kohienstoff-diimpfe derart, 
dass sie eine Verkiirzung der Arbeitszeit auf 4 Tage in der 
Woche bei vollem Lohne erhaIten mussten. Eine spezielle 
SorgfaIt wurde dem in Glashiitten auftretenden "Grauen .staar" 
gewidmet und sind dermalen Studienarbeiten im Gange, weiche 
die Ursachen und den Schutz in Bezug auf die Krankheit zum 
Zwecke haben. Die bisherigen Berichte liefem bereits eine 

"bestimmte Direktive. Man empfiehIt. dass die Kinder von 
Glasarbeitem nicht zur Ausiibung des viiterlichen Handwerkes 
herangezogen werden, denn Leute mit erblicher Inklination zur 
Erkrankung der Augen werden hiiufiger betroffen. Die Ge
wohnheit, das linke Auge zu schliessen, hat gewohnlich die 
Erkrankung des rechten Auges zur Polge. Die Erzeugung von 
Hoiglas erweist sich von diesem Standpunkte aus gefiihrlicher 
ais diejenige von Press- und gezogenem Glas. 

SCleNTIPIC MANAGeMeNT. 

Die Cechosiovakei ist sehr rasch nach dem Weltkriege zum 
Bewusstsein der Bedeutung der Bewegung wissenschaftlicher 
Organisation gelangt und hat dieser Aufgabe grosse Aufmerk
samkeit zugewendet. Ais Beweis hiefiir geniigt gewiss, dass 
durch ein besonderes Gesetz vom Jahre 1919 zu dlesem 
Zwecke eine spezielle Institution unter dem Namen "Masaryk 
Akademie der Arbeit" gegriindet wurde, dass 1m Jahre 1924 
eines der Institute dieser Institution (institut flir technische 
Industriewirtschaft) den ersten ~Internationalen Kongress flir 
wissenschaftIiche Arbeitsieitung In Prag veranstaItete und dass 
aus diesem Kongresse unter Mitwlrkung der Masaryk Aka
demie der Arbeit und des "Amerikanischen Engineering Coun
cil" das intemationale Komit~ flir wissenschaftliche Organl-

280 sation hervorging, und dass aus diesem Milieu heraus auch die 
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Genfer internationale Institution fiir wissenschaftliche OrganI
sation der Arbeit hervorgegangen ist.· 
Ueber die Gesamtentwicklung des Managements in der csI. 
Republik informiert iibersichtlich das Bulletin du Comite d'Or
ganlsation Scientifique, Jg. 1928. 
In der Masaryk-Akademie der Arbeit bildeten sich spezielle 
Kommlsslonen heraus, wie: Zur Feststellung der Verluste In 
der Textilindustrie, zur Feststellung der Verluste in der Holz
Industrle; iiberalI w1rd hler die Frage sowohl am Material als 
auch an der menschllchen Energie studiert, und die Arbeits
bedingungen erforscht. 
Ferner fungiert In der Masaryk-Akademie der Arbeit das 
psychotechnische Institut, einerseits eine praktische (durch 
PrUfung fUr die BerufswahI) andererseits auch eine wissen
schaftliche Richtung verfolgend. Psychotechnlsche Institute 
errlchteten sich auch die elektrischen Unternehmungen der 
Hauptstadt Prag, das Mlnisterlum fUr Nationalverteldigung 
(Behufs Priifung der Chauffeure, Piloten u. s. w.), femer die 
grossen Unternehmungen, wie die Firma T. &. A. Bata, Schuh
fabrlk In Zlin, Uber welche noch an anderer Stelle gesprochen 
wlrd, die Eisenwerke In Wlttkowitz und einlge Unternehmungen 
des Textll-Industrie-Gebletes. 
An der Masaryk-Akademie der Arbeit wurde auch elne Kom
mission fUr Unfallverhiitung gegriindet, welche im Einver
nehmen mit der Unfallversicherung und den Interessenorganl
sationen die Probleme der Unfallverhiitung In der Industrio 
studleren wlrd. Die erste Etappe • Propaganda, Bedeutung der 
Verluste, Belehrung • wurde vlelverheissend inauguriert. (Pla
katierung, Vortrllge, Flugbllltter u.s.w.) 
FUr die Berufswahl existiert ein ganzes Netz von Beratungs
stellen mit elner Zentrale In Prag. 
Fol~endes 1st eln konkretes bemerkenswertes Beispiel elner 
landwlrtschaftlichen Untemehmung: 
top r I n zip len" fiir die Beteiligung am Gewlnn der Ange
stellten der Teinltzer landwirtschaftlich-Industriellen Unter
nehmungen des Herrn J. K. In Teinitz. 

• Proceedings. I'Irst international Management Congress Prague 19Z4. 
P. Devlnat: L'orpnlsatlon scIentlflClue en Europe, Oenhe 19Z6. 281 
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Eine Beteiligung am Gewinn der Teinitzer landwirtschaftlich
industriellen Unternehmungen geniessen die Angestellten dieser 
Unternehmungen mit Beginn des 1. Janner 1928 fiir die Dauer 
von drei Kalenderjahren, d. h. bis 31. Dezember 1930. Nach 
Ablauf. dieser Probefrist wird der Eigentiimer der Teinitzer 
landwirlschaftlichen Unternehmungen Herr J. K. nach Mass
gabe der erzielten Resultate dieser Aktion entscheiden, ob die 
Beteiligung auf weitere 10 Jahre veriangerl, abgeandert oder 
aufgehoben werden soli. 1m Veriaufe der dreiiiihrigen Probe
dauer haben die beteiligten Angestellten das Recht, dariiber 
zu entscheiden, ob die beantragte Beteiligung nach den 
weiter unten festgesetzten Prinzipien fiir die ganze Dauer 
von drei Jahren durchgefiihrt oder aufgehoben werden soli, in 
welchem f'alle das normale Verhiiltniss in Geltung tritl. Der 
Eigentiimer der Teinitzer landwirtschaftlich-industriellen Un
ternehmungen ist demgegeniiber gebunden, die beantragte 
Beteiligung zu den unten angegebenen Bedingungen 1m Ver
laufe einer dreijahrigen Dauer einzuhalten. 
Die Angestellten, welche am Gewinne der Teinitzer landwlr!
schaftlichen Unternehmungen im Sinne dieser Statuten beteiligt 
sind, sind: Beamte, AngesteIlte, Deputatarbeiter, standige 
TaglOhner, die in der Landwirtschaft mindestens 150 Tage im 
Jahre bei den landwirtschaftlich-industriellen Unternehmungen 
arbeiten, Waldarbeiter, welche mindestens 100 Tage im Jahre 
in den Teinitzer landwirtschaftlich-industriellen Unternehmun
gen beschaftigt sind. Von der Beteiligung sind einstweilen 
samtliche Angestellte der Ziegelei in Vacov und des Kalkofens 
in Loreta, betreffs welcher auch weiterhin das System der 
Entlohnung in Geltung bleiht, ausgenommen. Diese Vor
kehrung ist einstweilen mit Riicksicht auf die Unrentabilitat 
dieser Unternehmungen notwendig, welcher Umstand den 
Ante;l der iibrigen Beschaftigtenungerechter Weise herab
driicken wiirde. 
Die Unternehmungen, deren Ertragnisse der Beteiligung der 
Angestellten am Gewinne unterworfen sind, sind: Die f'eld
wirtschaft der Hofe Teinitz, Lomec, die Waldwirtschaft, die 
Molkerei, die f'ischerei, der Obstbau, die Gefliigelzucht, die 
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Pi\sen und Prag. Von der Beteiligung am Gewinn ist das Er
tragnis des Hauses "Chicago" in Prag, Narodni trida 30 .neu, 
und ebenso die Ertriignisse der Unternehmungen, welche Herr 
J. K. eventuell ausserhalb des Rahmens der Teinltzer landwirt
schaftlich-industriellen Unternehmungen griinden wird ausge'
schlossen. Von der Beteiligung sind ferner die Ziegelei und 
der Kalkofen, aus den im zweiten Abschnitt angefiihrten 
Griinden, ausgeschlossen. 
Die Grundlage fiir die Berechnung der Antei\e der Angestellten 
am Gewinne ist der Reingewinn der der Beteiligung unterwor
fenen Unternehmungen (siehe Abschnitt 3), der gemass den 
ordentlich gefiihrten Biichern der Buchhaltung der Teinitzer 
landwirtschaftlich-industriellen Unternehmungen unter den nach 
dem Handelsgesetz fiir ordentlich gefiihrte Biicher geltenden 
Prinzipien festgestellt wird. Von den buchgemass festge
stellten Gewinnen der der Beteiligung unterworfenen Unter
nehmungen, werden insbesonders die nach dem Gesetze iiber 
die direkten Steuern und dem Gesetze iiber die Stabilisierungs
biJanzen zuliissigen Abschreibungen und Abzugsposten abge
rechnet, ferner werden die Zinsen und Amortisationen von der 
auf den Teinitzer landwirtschaftlich-industriellen Untemeh
mungen lastenden Hypothek in der Hahe von I(c. 1.600.00~ 
in Abzug gebracht, da dieses Geld durchwegs zu Investitlonen 
und zum Betrieb verwendet wiirde, ferner aile Steuem und 
Abgaben, inclusive der mit Fiilligkeit 1927 vorgeschriebenell 
Einkommensteuer. Vom 1. Janner 1928 wird der Eigentiimer. 
Herr J. K., die Einkommensteuer aus seinem Gewinnantei\e 
decken. Die llbrigen Steuern und Abgaben werden jedoch 
auch welterhin fiir die Berechnung der Beteiligung am Gewillll 
eine Abzugspost biJden. Der Reingewinn der gemass Pkt. 3 
Unternehmungen, eventuell die Verluste, welche diese Unter~ 
nehinungen auswelsen, wird summlert und die oben ange
fiihrten Abzllge in Abrechnung gebracht. Der Rest biJdet dann 
die Grundlage zur Aufteilung des Reingewinns. Dieser zur 
Verteilung bestimmte Rest wird weiter unten a1s "Reingewinn" 
bezelchnet. 
Der Relngewinn wird in der Weise vertei\t, dass dem Eigen-
tUrner der Teillitzer landwirtschaftlich-industriellen Unterneh- 283 
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mungen, Herrn J. K., 60 % zukommen und an die Ange
stellten 40 % verteilt werden. 1m Faile der Eigentiimer der 
Teinitzer landwirtsch.-industriellen Unternehmungen, welcher 
bisher ein Zimmer im Beamtenhause benutzte, fiir seinen Be
darf ein Wohnhaus im Umkreise der Teinitzer landwirtsch.
industr. Unternehmungen erbaut, gebiihrt ihm der Ersatz der 
iaktischen Auslagen zur Errichtung von 7 Wohnraumen samt 
Zubehor, weiter allilihrlich das Gehalt des Direktors und das 
Reisegeld fiir die im Interesse der Teinitzer landw.-industriellen 
Unternehmen unternommenen Reisen. 
rerner hat der Eigentiimer der Teinitzer landw.-industriellen 
Unternehmungen das Recht, im Laufe des Jahres die indivi
duellen Verdienste der Angestellten zu belohnen, welche Be
lohnungen fiir die Berechnung des Reingewinns ein Abzugs
posten sind. 
Von den 40 % des Reingewinns, welche nach dem oben An
gefiihrten den Angestellten gebiihren, werden dem Reserve
ionds der Angestellten 10 % u.z. solange zugewiesen, als dieser 
ronds nicht die Hohe von 300.000.- Kc. erreicht hat. Dieser 
Reservefonds dient dazu, in ungiinstigen Jahren dennoch eine 
bestimmte Quote als Ersatz fiir eventuell entgangenen Gewinn, 
als Folge eines schlechten wirtschaftlichen Resultates irgend 
eines Jahres ausbezahlen zu konnen. Dieser Fonds wird von 
einem Vertreter der Beamtenschaft, einem Vertreter der Ar
beiterschaft und dem Eigentiimer verwaltet, welch letzterem· 
jedoch nur eine beratende, aber keineswegs entscheidende 
Stimme zusteht. Ferner werden aus dem Fonds gewisse ausser
ordentlich Unterstiitzungen der Angestellten, betreffs welcher 
der Ausschuss beschliessen wird, gedeckt. 
Der Reservefonds bleibt Eigentum der Angestellten. Bei Ver
lassen der Anstellung in den Teinitzer landwirtsch.-industr. 
Unternehmungen erhlilt der Angestellte den Tell des Reserve
fonds, welchem er selbst im Verhaltnisse zu seinem Gehalte 
oder Lohne eingezahlt hat, samt 4 % yom Tage der Einlage 
bis zum Tage des Verlassens der Anstellung zuriick. 
Die Angestelltenquote yom Reingewinn wird im Verhaltniss 
zu den auSgezahlten LOhnen oder Gehalten in der Weise aus-
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der Telnltzer landwlrtsch.-industriellen Unternehmungen, lau
tend auf den 1. Janner,.l. April, 1. Juli und 1. Oktober des auf 
das Bilanzjahr folgenden, resp. des filr die Berechnung als 
Orundlage angenommenen Jahres erhiilt. Jede Anweisung lautet 
auf 1/, des, nach dem oben Angefilhrten, zur Auszahlung be
stimmten Anteils und 1st zu den angegebenen Quartalen fa\li~, 
wobel dem Eigentilmer der Anweisung 5 % Zinsen von den nach 
dem I. Janner behobenen Raten ab 1. Janner des betreffenden 
Jahres ersetzt werden. Die Angestellten haben das Recht, 
slch elnen behOrdllch autorlsierten Buchsachverstandigen zu 
wiihlen, und bei Abschluss der Bilanz sich durch seine Ver
mittlung von ihrer Rlchtigkeit zu iiberzeugen. 
1m falle die Bilanz des Kalenderlahres zum 1. Jiinner des 
kommenden Jahres nlcht abgeschlossen wurde, wird der 
ElgentUmer, resp. seln Vertreter den wahrscheinlichen Rein
gewlnn absch!ltzen und darnach werden Vorschiisse zur 
Vertellung bestimmt, bel Abschluss der Bilanz jedoch eventuelle 
RUckstande oder Ueberzahlungen verrechnet werden. 
Einen Bestandteil dieser Prinzlpien blldet die Rlchtschllur, 
dass jeder Arbeiter berechtigt ist, Antrage zur Verbesserung 
der Wlrtschaft zu stellen. Jeder solche Antrag wird yom Eigen
tumer geprUft und im falle der Annahme des Auftrags erhilt 
der Antragsteller elne Pramie. 
Die alUiihrllch auf Orund eines Kollektlvvertrages vereinbarten 
L6hne blelben In Oeltung und werden die Orundlage des Mlnl~ 
mallohnes bllden. Die bisherigen frelwilligen Zuschilsse zu 
dlesen Mlnlma1l6hnen, allerdings nebst der Beteiligung am 
Oewlnn, blelben in Oeltung, insolange die wiTtschaftliche Situ
ation dies gestattet. Zu diesem freiwilligen Beitrage kommt 
immer, nach der H6he des Oehaites, die aus der Betelligllng 
am Oewlnn hervorgehende ErhOhung hinzu. 
N.B .. Da die M6glichkelt besteht. dass durch die spiitere Ent
wlcklung einzelne Produktionsabteilungen buchhalterisch selb
st!lndlg werden, und diese individuell, je nach dem Resultate am 
Reingewlnn partizipieren werden. behiilt sich der EigentUmer 
J. K. vor. im falle dieser Einrichtung den Plan in diesem 
Sinne zu iindern. allerdings im Einvernehmen mit den Ange-
stellten. 285 
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Die Firma T. & A. Bata praktiziert die Beteiligung am Gewinn 
in einer besonderen Weise und es wird iiber dieselbe speziell 
gesprochen werden. 

LEISTUNOSf'AEHIOKEIT DER ARBEITER. 

Die Leistungsfiihigkeit der Arbeiter hat im ganzen allerdillgs 
bereits das Vorkriegsmass erreicht. Da und dort kann man 
sogar noch von einer kleinen Besserung sprechen, welche sicb 
dadurch erkliirt, dass sicb der Arbeiter seine Beschiiftigung 
durcb gute Leistungen zu erhalten getrachtet hat, urn nicht in 
Gefahr zu laufen, bei dem bestehenden Ueberfluss an Arbeits
kriiften durch einen tiicbtigem Arbeiter ersetzt zu werden. Der 
Wetteifer urn den Absatz, insbesondere in der ausliindischen 
Konkurrenz, notigt die einzelnen Untemehmungen zu stiindiger 
Vervollkommnung der maschinellen Einrichtungen, zu systema~ 
tischem Studium und zur Einfiihrung neuer Arbeitsmethoden. 
was einen entscbeidenden Einfluss nicbt nur auf die Qualitiit 
und das Aeussere des Erzeugnisses, sondern aucb auf eine 
ErbOhung der Leistungsfiihigkeit der Arbeiter ausiibt. So z.B. 
erzeugt eine Schuhfabrik beute in 8 Stun den so viel als sie 
friiber in 11 Stunden zu erzeugen vermochte. Gute Anregungen 
der Arbeiter werden durcb Priimien belohnt. Eine Mobel
fabrik bat auf dem gleicben Wege ihre Lelstungsfrrhigkeit 
urn 10-15 % gegeniiber der Friedensleistung erhoht. Auf die 
ErbOhung der Leistungsfiihigkeit hat auch die Liinge der 
Arbeitszeit Einfluss. Als Beweis biefiir wird das Beispiel 
einer Fabrik angefiibrt, welche durcb Einfiibrung von zwei 
Scbicbten nacb 40 wochentlichen Stunden bloss urn 5-10 % 
kleinere Lohne ausbezahlte, obwohl die Arbeitszeit urn 17 01, 
verkiirzt wurde. Eine Steigerung der Leistungsfiihigkeit hiingt 
im allgemeinen mit der Accordarbeit zusammen. Die Verdienste 
der Accordarbeit iiberstlegen iiberall den durch Kollektivver
trag garantierten Grundlohn. Es wurde auch die Bedienung 
zweier Maschinen eingefiibrt, wodurch die Leistungsfiihigkeit, 
respektive der Lohn, bis urn 30 % erbOht wurde. 
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Dans l'ordre des realisations nous n'avons que peu de choses 
~ signaler durant ces derniers temps, mais il se precise dans 
notre pays un mouvement tr~s interessant en faveur de I'or
ganisation scientifique du traivail, de la rationalisation, de la 
psychologie appliquee et du developpement du service social 
en general. Mouvement venant des deux extremites du monde 
du travail. 
M 0 u vern en t 0 u v r i e r. M. Jouhaux, Secretaire-General 
de la C. O. T. dans "Le Peuple" (juillet 1927) indique la ratio
nalisation comme l'un des probl~mes economiques les plus 
importants de l'heure actuelle. 
"La rationalisation doit avolr pour consequences immedlates 
I'augmentation des salaires, ameliorant les conditions d'exls
tence des ouvrlers en relevant leur puisance d'achat." 
Dan s I epa t ron a t, Ie mouvement est non moins marque. 
Ie' Redressement francais· fait une veritable campagne dans 
les milieux Industrlels. 
De grosses usines de metallurgie ont modifie leur fabrication et 
ont Introdult Ie travilil ~ la chaine, des laboratoirs de psycho
technique, permettant, avec un personnel mieux adapte, un 
rendement superieur, une diminution du prix de revient, un 
accroissement des salalres. 
Seules les conditions economiques n'ont pas permis, la gene
ralisation de ces methodes dans I'lndustrie moyenne. 

lDUCATION ET FO~MATION P~OFfSSIONNaLE THEO~IQUE ET 
P~ATIQUE, O~IENTATION P~OFfSSIONNaLE - ENSEIONEMENT 
TeCHNIQUE. 

A I'heure actuelle, Ie Oouvernement, les Industriels, les Syn
dicats, surtout patronaux, en un mot tous ceux a qUllncombent 
les responsabilites du personnel, sentent la necesslte d'orienter. 
eduquer, former Ie personnel. Ds s'lnteressent ~ toutes les 
branches, depuis l'ouvrier jUSqU'~ la direction • 
• Cf: J. Zamanskl: Les rapports organls6s entre Ie capital et Ie travaIL 

E. Mercier: Les consEquences soclaJes de I. ratlooallsatlon en France.. 287 
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Dans la taxe d'apprentissage (loi du 9/7/1925, decret du 9/11 
1926), payable par tous les patrons, les subventions sont ainsl 
reparties (dans la metallurgie) 
60 Ofo de la taxe pour subventionner les etablissements for-

mant des ouvriers qualifies, 
20 Ofo pour les ecoles de cadres, 
10. Ofo d'ingenieurs (dirigeant), 
10 Ofo enseignement menager. 
Bien des industriels depassent Ie chiffre fixe par la taxe et 
(Jrganisent chez eux une instruction et une education profes
sionnelle compl~te, nous nous bomerons a citer l'exemple de 
la Cie de Chemin de Per du P. O. d'apr~s une conference de,' 

. M. Lacoin, Ingenieur en Chef a la Cie d'Orleans. 
L'apprentissage est ainsi organise: 
A p pre n tis sag e - recrutement des apprentis, instruction 
pratique, cours de formation generale, cours de formation pro
fessionnelle, formation des instructeurs: 
For mat ion des cad r.e s a partir des apprentis, cours 
superieurs et stages leur permettant d'acceder aux grades 
superieurs de l'administration: 
Co u r s de per f e c t ion n erne n t des agents autres que 
les apprentis, cours du soir, s'adressant soit au service actif, 
soit au serivce administratif. 
La formation morale n'est pas negligee. 
Une bibliotMque, un journal "d'apprenti P.O." dont les ar
ticles sont souvent signes par les apprentis eux-memes, des 
societes sportives, une association amlcale des anciens ap
prentis, des conferences repetees. 
Nous citerons egalement: les oeuvres de pre-apprentissage; 
apprentissage et oeuvres annexes des usines de la Cie des 
Forges de MontIucon. 
L'enseignement y est tr~s divers: 
A cote des travaux manuels d'atelier (menuiserie, aiustage etc.) 
des travaux manuels (jardinage, peinture ,travaux divers) de 
l'education physique, une formation intellectuelle et une for
mation rriorale, tel est Ie Programme de I'ecole de prc-appren
tissage. 

288 Puis l'apprentissage se poursuit a l'atelier. 
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Des bourses d'enseignement sup~rieur sont donn~es aux ~Ieves 
m~ritants. 

La Chambre du Commerce de Paris a organis~ des ateliers 
~coles dans toutes les branches de l'actlvit6 formant des 
ouvriers et des employ~s des deux sexes. L'enseignement £.sl 
g~n~ral et professionnel et permet aux enfants travailleurs et 
intelligents d'accMer aux emplois sup~rieurs. 
Plusieurs Chambres de Commerce en province ont ~galement 
cr~6 des ~coles d'apprentissage, plus sp~cialis~es dans les pro
fessions locales. 
DEvaOPPEMENT DU SE~VICE SOCIAL EN OENE~AL. 

Les oeuvres sociales en g~n~ral peuvent se r~partir en quatre 
groupes sulvant qu'elles se rapportent: au probl~me de la na
tallt~; ll'organlsation des loisirs; lila Pr~voyance, ou qu'elles 
r6pondent aux besoins cr~6s par la difficu1t~ du recrutement 
de la main-d'oeuvre. 
Les clt6s-jardlns, les Soci6t6s de prets immobiliers, les res
taurants ouvriers se sont multip\l6s. 
Se sont multip\l6s 6galement les Soci6t6s sportives et les cours 
d'adultes, les Soci6t6s Coop6ratives de consommation, et, en 
vue de I'app\lcation de la 101 sur les assurances soclales: les 
Mutuelles-Maladies. 
Mais c'est sur Ie probl~me de la natalit6 que convergent les 
efforts du service social dans I'industrie. 
Le repos des femmes en couches est port6 de 8 semaines 
l 12. 
Les creches d'usines (d6cret du 216/1926) sont remplac6es par 
des primes d'allaitement. ' 
Les caisses de compensation se r6pandent de plus en plus et 

,s'adjoignent un service d'infirmi~res-visiteuses. 
Tous les services publics, ou sous Ie controle de l'Eta!, versent 
des allocations familiales. 
Meme presque tous les d6partements exigent que leurs con
cesslonnaires de travaux publics soient affili6s l une caisse de 
compensation. 
D'une mani~re g6n6ra\e, les organisations ouvri~res d6sap
prouvent ce principe du genre de service social, mais indivi-
duellement les ouvriers semblent l'appr6cier beaucoup, 289 
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ORGANISATION SCIENTIFIQUE DU TRAVAIL. 

PARTICIPATIONS AUX BENEFICES { CO-GESTION. 
ACTIONS DE TRAVAIL 

Plusieurs etablissemertts dans Ie but d'augmenter les salalres, 
et d'accroitre simultanement Ie rendement, ont transforme 
leur methode de travail et ont obtenu des resultats Interes
sants. 
Nous citerons en passant une Cie d'Assurance qui a effectue 
des reformes interessantes (Cf M. Burlot) par une organisation 
rationnelle: 
En augmentant Ie rendement du personnel par 
l'institution de primes au rendement, de gratifications pour la 
qualite du travail et pour les initiatives du personnel; 
Par I'i n tr 0 d u c t ion dum a chi n ism e. Les economies 
obtenues par la diminution de personnel ont servi: 
1fs pour l'amortissement des machines, 
211 reparti entre Ie personnel, 
1fs benefices de la Compagnie. 
Une autre grosse administration fait particlper Ie personnel 
aux benefices et aux pertes. 
Les ouvriers, employes et la Direction sont interesses suivant 
la meme formule, mais il est etabll un coefficient de respon
sabilite suivant Ie poste occupe. 
Une grande imprimerie de la region du Sud-Ouest a pu, grace 
a nne organisation remarquable, ameliorer sensiblement la 
situation de son personnel, diminution du prix de revient 
entrainant une hausse des salaires sous forme de partici
pation. 
"La prime est Ie stimulant'. brutal surexcitant l'executant et 
Ie poussant generalement a obtenlr, coOte que coOte, les resul
tats auxquels on Ie convie pour en tirer un appoint important 
du salaire. 
"II ne se soucie pas des consequences de ses actes sur les 
moyens employes, et souvent sur la qualite du travail. 
''La participation est Ie resultat d'efforts communs du patronat 
et du salariat vers un meilleur etat de la production, vers une 
meilleure et plus sOre utilisation des moyens par la realisation 
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fRANce: 

modification progressive ou leur transformation, avec partage 
dans des conditions proportionnelles aux efforts et a la qualite 
des efforts accomplis de part et d'autre, des avantages recllei\lis 
par l'action commune." • 
eitons encore I'institution d'actions de travail creee par une 
societe anonyme d'Alimentation de la Region Parisienne dans 
Ie but d'interesser son personnel a la bonne marche de I'usine. 
Le nombre d'actions varie avec l'importance du poste occupe 
et l'anciennete a l'usine. Pour determiner Ie nombre d'ac
tions a attribuer a chaque poste, une deliberation a eu lieu 
entre l'administrateur-delC~gue et les membres du personnel 
representant les differentes branches du travail a I'usine. 
Enfin, une grande Biscuiterie du Sud-Est a publie en 1927 les 
resultats du fonctionnement depuis 1919 d'un conseil paritaire 
de conciliation, ce conseil ayant traite toutes les questions 
concernant Ie service du personnel: Duree du travail, apprentis, 
salalres, etc. 
SI les "delegues ouvriers" institues par decret dans les usines 
de guerre en 1917, ont disparu, on constate que grace a I'lntro
ductlon du syst~me de la participation aux benefices et au 
nombre toujours croissant des contrats collectifs de travail, 
la main-d'oeuvre, peu a peu, prend une part active a la gestion 
des entreprlses, mals II semble bien que la question ne soit 
pas encore mQre pour une solution legislative. 

PSYCHOLOOl~ APPLlO~ A L'INOUSTRII!. 
PSYCHOT~CHNlom (S~CTION ~ ORI~NTATION), 

Bien que la France puisse s'energueillir d'etre la patrie des 
promoteurs de la psychologie appliquee: les docteurs Binet et 
Simon, qui ont elabor6 les premiers tests mentaux et Ie phy
~iologiste Marey qui, Ie premier, se donna A 1'6tude -des 
mouvements, II faut reconnaitre que la methode sCientifique de 
selection et d'orientation professionnelle n'est qu'A peine sortie 
du laboratolre. 
Deux 6tablissements publics: la "Socl6t6 des Transports en 
Commun" A Paris qui emploie plus de 30.000 agents et la 
"Station de Radlotelegraphie" A Toulon, ont un laboratoire de 
psychotechnique en plelne activlt6. 
• M. A. Barenne5 - Imprimerle D. C. O. Bordeaux. 291 
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La premi~re a publie des resultats tr~s interessants sur la 
rMuction des nombres des accidents et I'economie realisee. 
Cette annee mllme, deux gran des firmes d'automobiles A Paris 
ont egalement confie a M. Lahy, professeur A la Sorbonne, 
I'organisation de laboratoires pour la selection de leurs 
ouvriers. 
Enfin, plusieurs offices d'orientation professionnelle annexes 
a des offices publics de placement - Nantes, Toulouse, Mar
seille - font subir quelques tests A leurs jeunes candidats. 
Mais I'emploi de la methode des tests n'est pas generalise, les 
industriels francais A court de main-d'oeuvre emploienl au 
mieux les candidats qui se presentent A I'embauchage. 

LEGISLATION • 

. Notons la ratification de plusleurs conventions passees a 
Washington et A Gen~ve sur: 
Ie travail de nult des femmes et des enfants. 
I'emploi de la ceruse, 
I a s e m a I ned e 48 he u res (cette derni~re n'etant que .:on
ventionnelle, c'est-A-dire qu'elle n'aura plein effet qu'apr~s 
ratification de la Grande Bretagne et de 1'A1lemagne; 
la r~glementation des travailleurs etran
g e r s en tr~s grand nombre sur Ie territoire, faisant concur
rence aux travailleurs Indig~nes et dont la situation fut tr~s 
critique lors de la serieuse crise de chOmage en 1926-1927; 
I'emploi obligatoire des m uti I e s d e g u err e dans une 
proportion de 10 %; 
L'institution d'a II 0 cat ion s t e m p 0 r air e s aux ancienns 
accidentes du travail en raison de la baisse du franc et, par 
consequent, de I'accroissenient du cout de la vie; 
La determination de la t Irx e d'a p pre n tis sag e par 
decret du 9/1/1926. 

En 'preparation, une modification de la lot sur les a c c 1 den t s 
d u t r a v a i I, augmentant les indemnites et accordant des 
allocations pour charges de famille, 
une extension du benefice de la 101 sur les accidents du tra
vail aux m a I a die s pro f e s s ion nell e s autres que Ie 
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enfin, Ie projet de loi sur les Assurances· Sociales, tr~s atten
dues de la Classe ouvri~re et qui doivent couvrir: la maladie. 
I'invalidit~, la maternit~. la vieillesse. 

INSPfCTION DU TRAVAIL. 

L'inspection du travail encourage toutes les initiatives priv~es. 
d~sireuses de contribuer au mieux-@tre du travailleur et en vue 
de sa s~curlt~. 
Au courant du mouvement moderne en faveur de I'organisatlon 
sclentifique et du d~veloppement des oeuvres sociales de 
toutes sortes, elle pr@te Ie concours de son experience, et sert 
d'agent de liaison entre les diff~rentes branches de la vie 
Industrielle, patronat, salariat et I'Etat. 
En r~sume, nous croyons pouvolr dire qu'en Prance des deux 
c6t~s du monde du travail, un besoin de collaboration etroite 
se fait sentlr et que l'industrie s'achemine vers un terrain 
d'entente compatible i la fois avec les progr~s sclentifiques 
modernes et la nature humaine. 

293 
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INDIA 
BY JAI MANGAL SINHA. 

Model laduotri ... Oayalbagh. Agra 

India, which is preeminently an agricultural country, Is one 
of the largest countries of the world. While it Is true that 
only 10.5 per cent of the total population of the country are 
engaged in industry, one has to bear In mind that this small 
percentage constitutes over thirty millions of humanity. As 
industrial country it has a place on the council of the Inter
national Labour Office at Geneva. 
It is not possible in the very short space available to sketch 
the industrial conditions of India as it needs to be done; and 
it must be borne in mind that the industrial situation cannot 
be considered apart from the political, social and religious 
conditions of the country and the inhillectual development of 
its people. It is essentially an agricultural country, with 
immense latent industrial resources. Man-power is still cheaper 
than machine-power. The industrial development is still only 
in its early stages, but power-driven factories are coming into 
existence, and the evils of industrialization, some of which 
are unknown in the West, have already begun to show them
selves. 
We in the East have, however, the experience of the West 
before us, and hope to learn from it. 
Some of the employers of labour have a patriotic outlook 
and are awakening to the importance of modem Industrial 
developments, and schemes for the welfare of the employees 
have been instituted in various places. 
Broadly speaking, there are three types of industrial orga
nisation In the country; 
Cap ita I u r ban i n d u s try in which the wage-earner is 
completely divorced from the raw materials and the instruments 
of production. In these Industries most of the problems arising 
In the West between employers and employed are arising in 
India. 
The caplt alist ru ralind u s try, In which the worker Is 
domiciled on the plantations and there Is a closer contact 
between the employer and employed. On account of such 
Industries being situated in more or less Isolated parts of 
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the country workers' hardships receive little publicity or 
attention. 
Cottage Industries. These are generally akin to the 
domestic system which prevailed in Britain before the modern 
era of steam and mechanical invention. 
The largest employer Is the Government itself, which manages 
a number of services entailing complex organisation, Rail
ways, posts, telegraphs, good printing presses employ a vast 
number of workers. On the railways alone there are 1.500.000 
employees. The conditions of the mass of Government em
ployees are practically the same as those of the wage-earning 
proletariat in capitalist industries. 
More Indian capital Is invested in the cotton industry than 
In others, the average wage per male worker being 1/11 per 
day of eleven hours. For women workers it is 1/% a day. 
In the Jute Industry almost half of the capital invested is 
IndIan, but the management is entirely in the hands of for
eIgners. The wages paid are very meagre, the combined 
average weekly wages of three workers for factory work beIng 
14/5. In mIning, (which Is centred chiefly In Bihar, Bengal 
and Central Provinces) the conditions of the mines and the 
mine workers are very unsatisfactory. The housing condItions 
there as a rule are particularly disgraceful. The wage earned 
by a man is from 10d to 2/- a day for underground work. 
More than 60,000 women earning from about 8d to 10tt.d per 
day have In recent years been introduced to underground work 
In mines. 
It has been saId that the conditions In India are peculiar 
to that country. From the human point of view they are not 
different from those prevailing In other countries. But 
the working and livIng conditions of the workers and peasants 
are such as to menace civIlization. The cotton mills of Lan
cashIre work 32 hours per week, those of India 60. In every 
Industry In India we find the workers working about twice as 
long as theIr fellow workers In similar industries In Europe 
and the U. S. A. In wages the difference Is more amazing. 
Por the wage paid to every single working woman In Lan-
cashire it Is possible to employ from six to twelve indian 295 
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women in the cotton mills there. The British miner gets for 
one working shift as much as ten Indian miners. Indian wages 
are abysmally below European and American standard. 
Speaking generally, the vast majority of workers receive not 
more than about a shilling per day. This will not be under
stating the position if one bears in mind that in the wages 
paid there is a veritable maze of exactions, deductions 
.and forfeitures. This system of fines, which amount to from 
8 % to 10 % of the wages, is by no means peculiar to 
the textile mills, yet it is in these places that the system is 
rooted. Wages are paid generally on the 15th of the month 
for the work done during the previous month, giving rise 
to perpetual indebtedness as the lot of the industrial 
worker. 
The housing conditions are scandalous. There are three classes 
of huts in which the workers live, and a fourth ilt probably the 
broad highway and the open canopy of heaven. 1) Mud hut, a 
single room, shared both by the worker, family and his cattle. 
2) Open bamboo fretwork type of hut, with a thatched roof. 
3) The chawl, or one-roomed tenements. About 90 % ot the 
workers in Bombay live in such tenements. 
On account of low wages and high cost of living the workers 
run into debts and have to pay interest to the money-lenders 
ranging from 75 % to 300 % on the principal. An estimate 
of the state of affairs can be made from the following figures. 
A man earning below £2-5-0 per month - and the percentage 
of such men is verY large indeed - runs into a debt of about 
4/- every month. A man earning from £2-5-0 to £3-0-0 a 
month can lust manage to' save~10d. 
It may be said with truth'that millions and millions of men, 
women and children get only half, and often less than half 
the amount of food needed to appease the pangs of hunger. 
The Government of Bombay recently appointed a Committee 
to enquire into the conditions of industrY, and their findings 
art that a worker consumes the maximum of cereals allowed 
by the famine Code, but less than the diet prescribed in the 

296 Bombay Jail Manual. Cereals form the staple food of the 
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Indian worker, and they cannot afford to buy fresh fruit; 
meat, etc. 
Taking a broad view of the conditions of industrial life, it 
can be said that they are· very pitiable. The standard of 
existence is very low. The congestion and insanitation in 
the larger cities are almost beyond belief. Great illiteracy 
prevails amongst the masses. The infant mortality is very 
high (in Bombay the figures available are 400-500 per 
thousand children below the age of one year) owing' to the 
low standard of living and poverty compelling suckling mothers 
to work In order to earn a living. 
That such a state of affairs should exist in the world 
of today should be a matter of deep concern to all. For 
the very conquest over the forces of nature that modem 
science has given us has resulted in bringing different 
parts of the world closer to each other, annihiliation of 
distances has brought not only people but also their affairs 
closer to each other. An evil in one part has a direct and 
a quicker reciprocation on the state of affairs in altogether 
another part of the world. It is no longer a mere ethical 
theory but a cold economic fact in the world of today that 
an injury to one Is the concern of all. India has long been 
regarded as especially suited for economic exploitation by 
costly militarism and police, and it is upon those who have 
instituted and maintained the system, and richly benefitted 
from its working, that the responsibility for such a condition 
must be placed. 
The organized Labour Movement is of recent origin. Trade 
Unions, with the exception of two (the Press Employees As
.. oelatlon and the Postmen's Union) began to be established 
ten years ago, and there are now 175 Trade Unions and 10 
Federations, with a membership of about 200.000, out of a 
total of a little under two millions coming under the Factories 
Act.' The Trade Unions have adopted a structure based more 
on Industry than on craft, with the exception of a very few. 
Of the 175 Unions, 75 are organisations of Government and 
semi-Government servants, and of the 10 Federations, one, 
the All-India Trades Union Congress, has co-ordinated all kinds 297 
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of trades in all provinces of the country; wbile the others 
co-ordinate the individual Trade Union in their respective 
trades. This All-India Trades Union Congress is the chief 
working-class organisation. 
The number of strikes is steadily increasing. Por British 
India, in the first half of 1927, there were 74 conflicts causing 
a loss of 977,244 working days. Of these, 32 strikes were in 
the Textile industry . 

. The activities of the Unions in general have so far been confined 
to attempting to secure the redress of the grievances of their 
members by making representations to their employers. No 
Trade Union has yet made a beginning to pay either sickness 
or unemployment benefits. The organisation of workers is rather 
difficult on account of their lack of education (below 7 % of 
the entire population are literate), inability to pay contribution 
and also their periodic employment (due to the majority of 
workers having to look after their lands etc.). But such 
organisation as does exist has been suppressed by the autho
rities, and is rarely officially recognised. The Trade Union 
Act was passed in 1927, and the Unions are now registering 
under that Act. 
The legal limitations to the exploitation of the workers are 
very meagre. The maximum working week is 60 hours and 
the day 11. The minimum age for children is 12 years (they 
cannot be employed for more than six hours a day). The 
working hours underground are 54 a week, but with no limit
ation of the working day. Children under 13 are not per
mitted underground. The Workmen's Compensation Act 
permits very inadequate rates"and there are no provisions to 

. prevent the imposition of fines nor for unemployment, sickness 
or maternity benefits; neither is- there any prohibited period 
for the employment of women before or after childbirth. The 
organised workers' demand, however, is for weekly payment 
of wages, the Truck Act, machinery for fixing a minimum wage, 
and hours of work at 44 a week and 8 a day. This demand 
is still a cry in the wilderness. The children in the fl\.ctories 
are being exploited by their parents, and also by the emp. 
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to get them to realise that the children in the market are 
competitors and keep the wages down. 
Welfare work in India as carried on by philantbropic 
bodies and progressive employers takes the form of providing 
more space, better lighting, ventilation, better water supply 
and conveniences; Co-operative Credit Societies, shops, baths, 
cr(!ches, schools for children and medical help. Some employers 
provide housing accommodation, open-air and indoor games, 
cinemas, etc. 
It is not possible to give an exhaustive description of the 
various welfare schemes at present conducted in the differcnt 
factories. It will however be sufficient to say tbat tbe move
ment has been started, and though it has not attained the 
proportions which it has in the West, it is certain that Ii has 
come to stay, and the employers are beginning to realise its 
importance. 
I might mention here that the second Ail-India Welfare 
Workers Conference fixed for 1926 has not yet been held. 
Other pOints of interest to tbis Association, namely scientific 
management, application of industrial psychology, vocational 
guidance, profit-sharing and co-partnership schemes, are, to 
the best of my knowledge, not at present known in India. 
It will be clear tbat immediate efforts are required to be 
made to raise the minimum conditions allowed by law in 
regard to workers, child and women labour. Minimum wages 
standards should be enforced and prompt payment of wages 
made compulsory. Factory inspection should. be strengtbened 
and legislation to protect tbe worker in time of unemployment, 
sickness, old age and maternity is urgently needed, and also 
'prOvision for better housing, with rents witbin tbe reach of 
the average worker. 
Our efforts at present are to lift tbe Indian worker into a 
new stage of constantly Improving wages, giving them hope 
for the Immediate future and enabling tbem here and now to 
have what is tbe first essential to all workers in tbe world, 
namely a firm grip on tbe means of life bij tbe necessary 
increase of purchasing power at present-kept out of tbeir 
reach. ~299 
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Active co-operation between the workers and employers of 
labour in India and. in the East generally on the one hand, 
and the workers and· employers of the West, who enjoy a 
higher standard of life, on the other, to bring about a steady 
increase in the standard of living of the Indian worker, Is 
an imperative necessity in the world today, not only from 
our point of view but also from the point of view of the people 
of the West who are interested in preserving the standard 
of living enjoyed by their working people toda.y. 
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PREFACE 

The following. pages present an account of the proceedings of 
the first triennial Congress of the Association, which took 
place at Girton College, Cambridge, from June 28th to July 3rd, 
1928, on the subject of Fundamental Relationships between all 
Sections of the Industrial Community. 

This volume constitutes the second section of the full Report, 
the first section, ~ontaining reports from 18 countries, having 
been published in June, 1928. ' These reports from countries 
were prepared in advance of the Congress, in order to allow 
for a preliminary orientation on the part of Congress members. 
The present volume contains the actual Cambridge proceedings. 

For a fuller understanding of the sublect of this Congress, and 
of the manner of elaboration of its programme, attention is 
drawn to the "Comments on the Programme'" which were 
circulated in advance to all participants in order that there 
might be mutual understanding and hence unity in treatment. 

It is perhaps not without significance that the first item on the 
programme as it had been conceived, "The Collective Idea, a 
Consideration of the Philosophy and Technique of Thinking 
Together",8 had to be omitted, as for this part of the subject 
no speaker was available. Because of this incompleteness, its 
second part, "An Actual Experience in Seeking Agreement 
between Groups", ,the treatment of which was kindly under
taken by the Rt. .tIon. Lord Askwith, K.C.B., has not been 
included in this volume. 

For the subject of Scientific Management the reader is referred 
to the paper contributed by Dr . .tI. S. Person, Managing Di
rector of the Taylor Society,« New York, published in the first 
section of this Report. 

1 Obtainable from the Secretariat I. ~.I., Javastraat 66, The Hague, Hoi
land. Price H.PI. 2.50 post free. Por Members 01 the Association H.PI. 2.00 
post free. 
I See page 40. 
I See Comments on Programme, page 42. 
• An International society to promote the science and the art 01 admini
stration and of management. 
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The final subject on the programme, "Relationships within the 
Industrial Establishment", will be. continued at the 1929 sum
mer meeting of the Association under the title of "Methods of 
Promoting Satisfactory Human Relations in a SCientifically 
Organised Industry". 

The aim of the Cambridge Congress has been, in the first place, 
the bringing together of material which would outline the 
picture of industry in the setting of our present day civilisation, 
furnishing us thereby with a frame within which all sections 
of the industrial community could be viewed in relation to 
each other. It was realised from the beginning that the As
sociation would thus be likely to evolve a programme of dis
cussion for subsequent meetings in, probably, many years 
to come. 

We have often stressed the fact that in the Association we 
have a microcosm of industry itself, with men and women 
having different relations to indusiry and different points of 
view regarding it. Mutual enlightenment through variety of 
points of view and experience represented, are characteristic 
of the Association and should be characteristic of industry. 

Hence, if we can develop in the I. R. I. a programme and a 
method of discussion which result in mutual and collective 
education, we may be able to make suggestions as to the 
formation of organs and the development of methods of confer
ence which lead to mutual education and enlightenment within 
industry and its establishments. 

THe. HAQUe, January 1929. 

II 
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PREFACE 

Les pages suivantes offrent un compte-rendu des deliberations 
du premier Congr~s triennal de l'Association, qui a eu lieu 
au Girton College de Cambridge, du 28 iuin au 3 juillet 1928. 
et avait pour objet d'examiner la Nature des Relations Pon
damentales entre les diverses sections de la Communaute 
Industrielle. 

I.e present volume forme la deuxi~me section du Rapport dans 
son ensemble, dont la premi~re partie, con tenant les rapports 
relatifs a 18 pays divers, a ete publiee en iuin 1928.' Ces rapports 
sur les differents pays avaient ete etablis precedemment au 
Congr~s, de mani~re a fournir aux membres de celui-ci une
orientation preliminaire. Ce second volume renferme done 
les discussions proprement dites qui se sont deroulees a Cam
bridge. 

En vue d'assurer une plus enti~re intelligence du suiet examine 
par Ie Congr~s et de la facon dont Ie programme en a ete 
elabore, Ie lecteur voudra bien accorder toute son attention 
aux "Commentaires sur Ie Programme"', qui avaient ete dis
tribues d'avance a tous les participanJs de mani~re a permettre 
une comprehension mutuelle et, par consequent, un maximum 
d'unite dans la methode. 

11 ne laisse pas, sans doute, d'etre signiflcatif qu'on alt dO sup
primer Ie premier point du programme tel qu'i1 avait ete foro. 
mule, • "L'Jdee collective, consideration sur la philosophie et la 
technique de penser en commun"· • aucun orateur n'ayant pit 
etre designe pour cette rub rique. En raison de cette omission. 
la seconde partie, intitulee "Consideration sur les experiences 
relatives a la recherche d'un accord entre les groupes dans 
I'industrie", et dont Lord Askwith K.C.B. avait eu l'obUgeance 
de se charger, n'a pas ete reproduite dans ce volume. 

En ce qui concerne I'organisation scientiflque du travail, Ie 
lecteur voudra bien se rapporter a I'expose de M. Ie Dr. H. S_ 

1 Le premier volume peut etre obteDu du Secr~tarlal de I' Assoclallon. 
Javastraat 66, La Haye, Hollaude, au prix de H. f'I. 2.50. Les Membres de 
I' Association palent H.l'!. 2.-. 
I Voy. page 46. 
I Voy. "Commentaires sur Ie Programme", p. 48. 



PREFACE 
Person, Dlrecteur de la Taylor Society,' New York; cet ex
pos6 a 6t6 pub\i6 dans la premil:re section du pr6sent 
rapport. 

Le dernier point du programme, "Les relations dans I'entre
prise industrielle", continuera d'etre examin6 par I'Association, 
lors de l'assembl6e d'6t6 de 1929, sous cet autre titre: "Des 
m6thodes propres l d6velopper les relations humaines satis
'faisantes dans une industrie scientifiquement organise e." 

Le but poursuivl par Ie Congrl:s de Cambridge a ete, en toute 
premil:re Iigne, de rassembler des mat6riaux propres a fournir 
une image de I'industrle dans I'ensemble de notre civilisation 
actuelle, et de nous donner ainsi un cadre l l'int6rieur duquel 
1\ fOt possible d'examiner toutes les diverses sections de la 
.communaut6 industrielle dans leurs relations I'une avec I'autre. 
Dl:s Ie debut, on s'est nettement rendu compte que cette 
m6thode tendait plutO! l nous falre dresser un programme de 
discussion pour des rencontres ult6rieures, devant meme peut
etre s'etendre sur une periode de plusieurs annees. 

Nous avons bien souvent soulign6 ce fait que l'Association 
pr6sente une sorte de microcosme de la vie industrielle, puis
qu'elle groupe des etres humaines soutenant des rapports 
differents avec I'lndustrie et ayant sur celle-ci des points de 
vue non molns divers. Un enselgnement reciproque, rendu 
possible par la varlete des points de vue et des experiences, 
constitue la caracteristique de 1'1. R. I., comme 1\ devrait I'etre 
~galement de I'industrle elle-meme. 

Si donc nous r6usslssons, l I'lnterieur Ie 1'1 R. I., a elaborer 
·et l pratiquer un programme et une methode de discussion 
.. t>outlssant l une (:ducation mutuelle et collective, nous pour
rons de meme etre en mesure de formuler des suggestions 
Quant l la formation d'organes et au developpement de me
thodes de deliMration ayant pour resultat de creer' une (:du
·cation et un enseignement reclproques, sur Ie plan des etab\ls
sements Industriels ou de I'lndustrie en general. 

LA HA VI:, Janvier 1929. 
I Une socl~t6 Internatlonale qui tavorlse ta science et I'art de I'admlnl
stratlon et de I'orcanlsatlon. 
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VORWORT 
Der vorliegende Band bringt den Verhandlungsbericht des ersten 
Kongresses unserer Vereinigung, der yom 28. Juni bls 3. Juli 
im Girton College in Cambridge stattfand, und dessen Haupt
thema die "grundlegenden Beziehungen zwischen allen an der 
Industrie beteiligten Gruppen" blldete. 

Der Band bildet den zweiten Teil des Gesamtberichts. Der 
erste Tell, der die Berichte von 18 Llindern enthlilt, wurde 1m 
Juni 1928 veriiffentlicht. 1 Die Drucklegung dieser Berichte 
erfolgte schon vor dem Kongress, urn den Teilnehmem eine ein
gehende Vorbereitung zu ermiiglichen. Der jetzt erscheinende 
Band enthlilt die eigentlichen Kongressverhandlungen. 

Zum besseren Verstlindnis filr das Thema des Kongresses und 
die Zusammenstellung des Programmes wird auf die "Erlliute
rungen zum Kongressprogramm" 2 verwiesen, die allen Betei
Iigten vor dem Kongress iibersandt wurden, urn ein gegen
seitiges Verstlindnis und die einheitliche Behandlung der 
Probleme zu sichern. 

Es ist wohl kein bedeutungsloser Zufall, dass der erste Teil des 
Programms "Der Kollektive Gedanke; Betrachtungen zur Philo
sophie und Technik gemeinschaftlichen Denkens", I spliter 
fortgelassen werden musste, weil kein Redner dafilr zu finden 
war. Weil die Behandlung des Problems daher unvollstlindig 
bleiben musste, ist der praktische Teil dieses Problems "Be
trachtung iiber die Erfahrungen bei der Suche nach Verstlin
digung zwischen den industriellen Oruppen". dessen Behand
lung Lord Askwith K.C.B. giitigst iibernommen hatte, in diesem 
Band nicht aufgenommen worden. 

Ueber die wissenschaftlicheBetriebsfilhrung findet der Leser 
einen Vortrag von Dr. H. S. Person, Leitender Direktor der 
Tailor SOciety, New York,' im ersten Band dieses Berichts. 

I Der erste Band kann vom Sekretarlat der Verelnlguog, Javastraat 66,: 
Haag, Holland, zum Prelse von fl. 2.50, portolrel, bezogen werden. MII
glleder der Verelnlgung zahlen fl. 2.-, portolreL 
• Selle 53. 
• Siebe Erliiuterungen zum Kongressprogramm, Selte 55. 
• Eine Internallonale Gesellochalt zur f'lIrderung der Betrlebswlssenscbalt 
und Ihrer praklischen Anwenduog. j 
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Das letzte Thema, "Die Beziehungen innerhalb des industriellen 
Unternehmens" wird auf der Zusammenkunft weitergefiihrt 
werden, die die Vereinigung im Sommer 1929 veranstaltet 
mit dem Thema, "Wege ·zur Herbeifiihrung befriedigender 
menschlicher Beziehungen in rationalisierten Betrieben". 

Zweck des Kongresses war es in erster Linie Material zusam
menzutragen und ein Bild der Industrle im Spiegel der Kultur 
der Oegenwart zu gewlnnen - einen Rahmen zu bilden, in dem 
aile an der Industrie beteiligten Gruppen in ihren wechsel
seltigen Beziehungen betrachtet werden konnen. Die Ver
einlgung war sich von Anfang an bewusst, damit ein Pro
gramm zu entwlckeln, das fiir Jahre hinaus Diskussionsstoff 
fUr Ihre Tagungen bieten wUrde. 

Wir haben wiederholt die Tatsache hervorgehoben, dass die 
Verelnigung gewissermassen elnen Mikrokosmus der Industrie 
darstellt und Menschen mit ganz verschiedenc:n Beziehungen 
und finstellungen zum Wirtschaftsleben umschliesst. Das 
BemUhen um gegenseitige Verstandigung auf Grund ver
schledener Anschauungen und frfahrungen gibt der Vereinl
gung Ihren besonderen Charakter. Dieses Bemiihen soUte auch 
eln Wesenszug der Industrle werden. 

Wenn wir In der I. R.l. ein Diskussionsprogramm und eine 
Methode entwlckeln konnen, die der gemelnsamen Aufklarung 
dienen, werden wir auch VorschIage fiir die Heranbildung von 
Organen und Methoden machen konnen, die zur gegenseitigen 
VersUindlgung und Aufklarung zwischen den an der Industrle 
betelligten Oruppen dlenen. 

HAAQ, 1m Juuar 1929. 

15 
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FIRST TRIENNIAL PERIOD OF THE ASSOCIATION 
COMMENTS OF THE HON. SECRETARY', MISS M. L. FLEDDERU&. 
THE HAGUE, HOLLAND. 

Three years have passed since the formation of our Association. 
As has already been stated, the present Congress ends its 
first triennial period. It is upon this period of three years 
that I would like to touch for a moment. There will be no
particular need to dwell on facts and details of policy and 
administration, as these have all been carefully Incorporated 
In an annually submitted report. I 
I would like to beg you to turn your attention for a moment 
to the 1925 Flushing Congress, where the Association actuallY 
came into existence, and where it received the title of "The 
International Association for the Study and Improvement of 
Human Relations and Conditions in Industry". I expressly 
speak here of "title" instead of name, as Webster's New 
International Dictionary tells' me that a title is a "descriptive 
name". The naming of the Association, even in its most inner 
circles, has been a matter of much friendly controversy. And as 
for the Americans they simply would not begin to pronounce It! 
The reason for this lies, in my opinion, exactly in the fact 
that the Association was at its birth, fortunately, not named 
with an all conclusive name • it was just being "entitled". In 
the same Webster's Dictionary, I was delighted to find under 
the word "title", the following quotation from Pope: "things 
change their titles as our manners turn". At the Flushing 
Congress we knew that our manners were no fixed manners. 
that they were predestined to turn with development itself, and 
so we chose a title which could turn with them. 
I, am touching here, in what may seem to you a somewhat 
frivolous way, on a matter of fundamental importance. Those 
who' came together at Flushing felt that a tide was rising in 
the living waters of economic life, making for higher shores. 
and all they wanted to do was to make use of this tide by 
lending themselves to its purpose. They felt that this purpose 
was a living purpose, a purpose which would gradually emerge, 

'Function now taken over by Vice-PresIdent under new Constitution 
adopted at the Cambridge Congress. 
• For the worklna year 1927/28 see Report of Secretaries 08 paae 343. .. 21 
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and therefore they tried to· avoid the mistake of shaping a 
form which - at the time - might have chrystalized the very 
life which it was meant to express. 
I believe that the present title of the Association has saved 
It from this fate, though in my opinion the wording which was 
or j gin a II y presented for consideration at the Flushing 
Congress would have been a better one. In the Report of the 
Interim Committee to the Flushing Congress, we read: 
"It is proposed that the title of the Association be: "T h e 
"International Association for the Study and 
"Promotion of Satisfactory Human Relations 
"a n d Con d i t ion sin In d u s tr y." . 
I remember that, at the time, the word "satisfactory" was 
being queried. Who, so people asked, would take it IIpon 
himself to make out what was "satisfactory"? In my opinion 
the exact point is that "whatsoever is satisfactory shows itself 
as such". There will be no need for you and me to proclaim 
it as such. Satisfactory human relations and conditions are 
this by virtue of their own harmonious interrelation. 
At the general meeting of members which will be held In a 
few days, it wlll be proposed to give 'the Association the little 
descriptive but, I believe, acceptable name of "International 
Industrial Relations Association", and to continue the use of 
Its present title as an explanatory subtitle. If this be actually 
decided upon, I would once again like to bring forward the 
original wording, as "promotion of satisfactory human relations 
and conditions" seems to me to be ever so much more ex
pressive of our aim than the, in reality, rather pedantic word 
of "improvement". 

At their first meeting, which took place in January 1926, the 
Officers of the Association adopted the following statement 
expressive of their views concerning the Association at that 
time in the - then - immediate future. 
"It seems that, from a practical point of view, the Association 
."should not be looked upon as the new body with unlimited 
"possibilities which it undoubtedly is, but should be regarded 
"much more as an extension of the Interim Committee, which 

22 "kept the contact from the Argeronne Conference until the 
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"flushing Congress. In effect, the Officers and Councillors of 
"the 20 countries fonning the Association are continuing, on 
"an organized basis, the work of the small voluntary Com
"mittee appointed by the nine countries represented at the 
"Argeronne Conference. 
"The activities to be undertaken by this extended body should 
"be studied closely within the limits of its practical resources, 
"and it should strictly avoid the undertaking of responsibilities 
"which, in addition to taxing these resources heavily, would 
"Involve it in much external care to the detriment of its inner 
"possibilities. 
"In their opinion the new Association wlll fuIly have proved 
"the value of its existence If, in the coming years, it were to 
"undertake none other than: 

"coIlecting the results of the flushing Congress in the form 
"of a printed Report; 
"maintaining and extending the established contact; 
"following the main phases of Industrial life, from the flushing 
"until the next Congress; 
"at the same time preparing for this next Congress with the 
"help of the yearly meetings of the Council, which consists 
"of Counc1ll0rs practically active in various aspects of the 
"industrial field in 20 different countries. 

"As regards this next Congress to be held In 1928, it may be 
"foreseen that, though the flushing Congress has left to the 
"Association an interesting collection of data to be aSSimilated, 
"completed and used In the coming years, the next Congress 
"w1ll probably tend towards much more basic principles." 
~t Is Indeed Interesting to observe how this expectation has 
come true, and how the very subject of our present Congress 
"fu"ndamental Relationships between all Sec
tions of the Industrial Community" promises to 
fulfil this expectation. 
In the meantime, as will have been evident from the annual 
Reports, the Association has carried out a bjgger programme 
than was here anticipated. 

Added to the Report submitted to the first annual meeting of 23 
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the Council held in June 1926, we find another statement which 
it may be interesting to recall to our attention, reading as 
follows: 
"The question has sometimes been raised as to whether the 
"Association is not duplicating part of the work of some existing 
"body such as, for instance, the International Labour Office, 
"and the International Association for Social Progress. 
"At first sight this question does not seem illogical, and it 
"may be a good thing to clear our minds on this point from 
"the very start. 
."In the Interim Committee Report adopted by the Flushing 
"Congress, the origin of, and our sympathetic link with the 
"International Labour Office has been clearlY expressed. 
"The aim of the International Labour Office is essentiallY 
"moral and ethical. Its way of approach is through a vast 
"body composed of government representatives and delegates 
"from employers' and workers' organizations. Its method lies 
"in the dual task of collecting and spreading information for 
"the purpose of informing public opinion, and its efforts take 
"practical shape in the form of international legislation, with 
"the resulting establishment of that minimum on which all 
"further progress must rest. . ~ 
"Legislation, however, not to mention internati~nal legislation, 
"can only deal with effects after they have become sufficiently 
"flagrant to arouse public attention. 
"Looking at our own Association, its more pioneer nature 
"becomes at once apparent. Though its aim may be more or 
"less identical with that of the International Labour Office, its 
"way of approach is inherently different. It is open to a variety 
"of membership which is individual and voluntary, thus giving 
"it a spontaneous character. It tends to deal with causes 
"rather than with effects, and is particularly free, through its 
"members, to enter into the field of practical research within 
"Industry itself, with its possibilities of forestalling as well as 
"of creating. 
"In these days of rapid transformation, the conception of ill
"dustry and its personnel is being raised to a much higher 
"level. Its processes are continually being placed on a mor& 

24 "scientific basis. 
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"The possibilities of revolutionizing Industry which this new 
"order contains, are as wide as they are, at the present time, 
"unknown. Earnest study and observation therefore, on the 
"part of those who are either directly or indirectly concerned 
"with the human aspect of Industry, Is necessary for an in
"telligent understanding of the present Issues." 

Nowhere else, however, have I found one of the chief aims 
of the Association so typically and concisely expressed as in 
a memorandum from Miss Mary van Kleeck to our Secretariat, 
dated June 1927, in which the comments of the U. S. A. group 
on the proposed subject for the 1928 Congress are voiced. 
It Is the following comment which I have in mind: 
"Professors and Social Theorists have had an easy iob In the 
"past, but from now on they will have to take Into conslder
"ation the recorded experience of industrial activities . 

. "The emphasis on recorded experience should 
"be made a fundamental characteristic of the 
Itt hew 0 r k 0 f the I. R. I." 
Personally I am Inclined to propose the following complement 
to this statement: 
"Employers, Management and Workers have had no easy 
"job In the past, but from now onwards they will have to 
"take Into consideration the thoughtful observations of the 
"men of science. 
"Natural readiness In seeking this collabor
"a tI 0 n s h 0 u I d bern a d e a fun dam e n ta I c h a r a c
"terlstlc of the work of the I. R. I." 

The recommendation of these two characteristics for the Asso
elation, brings us at once to the programme of the present 
Congress, in which they have both been Incorporated with 
equal enthusiasm. This will no doubt already have become 
evident to you, from a careful reading of the introductory 
notes to the programme, which are in your possession. 
Why do we thus come together and what do we hope from 
this Congress? Perhaps I may answer this by saying: "a 
quickening of individual life which living contact brings and 
a greater understanding of our fundamental relationships." 25 
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Collectively we may attain a point of view which, individuallY, 
would have been out of our reach, because collectively we 
can set up currents of thought which develop a wonderful 
driving power. 
Perhaps this is the explanation why the results of Conferences 
and Committees, such as the World Economic Conference, and 
the English Liberal Industrial Inquiry, as formulated in their 
statements and resolutions, are often so far in advance of 
practical achievements. This may be no matter for regret. The 
future will probably always be forecasted before it can be 
enacted. 
Our Association has to take its share in this forecasting. And 
if anyone should ask me: ''Why does the Association exist?", 
I would be inclined to answer: "Because of the needs of the 
present times". 
It may be a simple answer, but I believe that it is all
Inclusive. 



PREMIERE PERIODE TRIENNALEDE L'ASSOCIATION. 
COMMENTAIRES DE LA SECRETAIRE HONORAIRE', MLLE. M. L. 
PLEDDERUS,LAHAYE,HOLLANDE 

Trois ans se sont jicoules-depuis la formation de notre Asso
ciation. Comme on l'a djija indique, Ie present Congres en 
acMvera la premi~re periode triennale. C'est de cette der
ni~re que Ie desirerais vous entretenir un instant. Je n'aurai 
pas besoin, d'ailleurs, de m'arreter aux faits et aux details de 
tactlque et d'administration, ces faits se trouvant reguliere-
ment decrits dans les rapports annuels. I -

Je voudrais me permettre d'attirer un Instant votre attention 
sur Ie Congr~s de Plessingue de 1925, ou I'Association vin! 
effectlvement a l'existence et recut Ie titre d'Association inter
nationale pour l'etude et I'amelioratlon des rapports individuels 
et des conditions dans l'industrie. Je parle intentionneUement, 
Icl, de "titre" et non point de "nom", Ie nouveau dictionnaire 
international de Webster m'apprenant qu'un titre est un "nom 
descrlptlf". La denomination de I'Association a dOllue lieu, 
meme au plus Intime de son seln, a plus d'une controverse. 
~t quant aux Amerlcalns, ils se garderaient bien d'en pro
noncer la preml~re syUabe. La raison d'un pareil fait reside, 
i mon sens, precisjiment en cecl que l'Assoclation, a sa nals
sance, n'a pas ete gratifiee, heureusement, d'un nom vraiment 
djiflnltlf, on s'est contente de "I'lntituler". Dans ce meme 
dlctionnalre de Webster, feus la lole de trouver, au mot titre, 
la citation suivante, empruntee a Pope: "Les choses changent 
de titre avec la modification de nos mani~res". Au Conltr~s de 
fiesslngue, nous savlons que nos mani~res n'etaient pas des 
manl~res fixees une fols pour toutes, qu'e11es etalent appelees 
l se modifier avec Ie developpement meme des choses, et 
c'est pourquol nous avons choisl un titre susceptible de changer 
avec e11es. 
Je touche lcl, d'une manl~re qui pourra vous sembler Quelque 
lieu frlvole, a un suJet de fondamentale importance. Ceux qui 
se sont assembles a f1esslngue ont eu Ie sentiment qu'un 
courant vers de plus aitlers rivages etait en train de se former 

t Sous les nouveaux Statuts, adopt6s au Congr~ de Cambridge, un des 
Vlce-~sldents dolt assumer 10$ ronctions du Sec:ritaIre bonoralre. 
a Le rapport annue1 pour l'ann~o 1927_'>8 so trouve l la page 353. 27 . 
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parmi les eaux vives de I'existence economique, et tous leurs 
desirs furent d'utiliser ce courant en se lalssant guider par luI. 
lis comprirent que la direction du courant etait une direction 
vivante, allant a un but qui emergerait graduellement, et c'est 
pourquoi Us s'efforcerent d'eviter la faute qu'i! y aurait eu l 
arreter une forme passible - a ce moment - de cristaIliser la 
vie meme qu'elle elit ete censee exprimer. 
Je crois que Ie titre actuel de I'Association lui aura evite parell 
sort, bien qu'a mon avis Ie libelle presente 0 rig i nell e
men t au Congr~s de Flessingue elit ete preferable. Dans Ie 
rapport du comite interimaire, presente au Congr~s de Fles
singue, nous lisons: 
"L'on propose de donner pour titre a I'Association: "A s s 0-

"ci a ti 0 n in t ern a t ion a I e po u r I'e t u dee tie d e ve
"Ioppement des relations et des conditions 
"h u m a i n e s s a ti s f a i san t e s dan s I'i n d u s t r i e." 1 

-Je me souviens que Ie mot "satisfaisantes" fut - a I'epoque -
I'objet d'une discussion. 2 Qui se chargerait, fut-il demande, 
de definir ce qui est "satisfaisant"? A mon avis, la verite 
est que "tout ce qui est satisfaisant se manifeste comme tel." 
Point n'est besoin, ni pour vous ni pour moi, de Ie proclamer 
explicitement: - des relations et des conditions humaines 
satisfaisantes sont telles en vertu de leur propre et harmonieuse 
interrelation. 
Lors de I'assemblee generale qui aura lieu dans quelques jours. 
on proposera de donner a I'Association Ie nom, peu descriptif, 
mais, a ce que je crois, acceptable, d' "Association Internatio
nale des Relations industrieUes", et de continuer de se servir 
du titre actuel 8 en guise de sous-titre explicatif. S'il en est 
ainsi decide, ie m'efforcerai a _ nouveau de faire accepter Ie 
IibeUe originel, les termes de "progr~s des relations et des 
conditions humaines satisfaisantes dans I'industrie" I me parais
sant toujours exprimer aussi clairement nos aspirations que Ie 
mot, en verite quelque peu pedantesque, d' "amelioration" 
("improvement"). 
I Traduction litlerale du texle anglals, Ie titre fran~als elanl: "Associa
tion Inlematlonale pour I'etude et I'amelloratlon des rapports Indivlduels 
et des conditions dans I'lndustrie". 
I Sous rapport au texle anglals. 
I Avec quelque modification dans Ie texte fran~ais. 



PREMIERE PERIODE TRiENNALE DE L'ASSOCIATION 

Lors de leur premi~re r~union, tenue en janvier 1926, les "of
ficiers" de I'Association adopt~rent Ie texte suivant, qui ex
prime leur point de vue sur I'Association Ii cette epoque et 
dans ce qui etait - alors - l'avenir immediat. 
"II semble, a un point de vue pratique, qu'il convienne de ne 
"pas considerer I'Association comme Ie groupement nouveau 
"et aux possibilltes illimitees qu'elle est sans aucun doute, mais 
"de l'envisager davantage comme une extension du Comite 
"Interimaire qui a ete en fonction depuis la Conference d' Arge
"ronne jusqu'au Congr~s de rlessingue. En effet, les "officiers" 
"et les membres du conseil des 20 pays constituant I'Association 
"continuent, sur une base organisatrice, l'oeuvre du petit Co
"mite volontaire design~ par les neuf pays represent~s a la 
"Conference d'Argeronne." 
"L'Activit~ que ce corps d~sormais ~tendu aura Ii entreprendre 
"devra etre etudiee dans les strlctes limites des ressources 
"pratiques de ce dernler, et elle devra eviter d'assumer des 
"responsabilltes passibles, outre de grever lourdement lesdites 
"ressources, d'engager I'Assoclation dans nombre de pre
"occupations ext~rieures, au detriment de ses possibilltes 
"Internes." 
"A leur sens, la nouvelle Association aura enti~rement prouve 
"Ia legltimite de son existence en ne realisant, au cours des 
"annees prochalnes, que les points cl-dessous enumeres: 

"rassembler les resultats du Congr~ de rlessingue, 
"malntenir et etendre Ie contact etabli, 
"suivre les phases princ\pales de la vie Industrlelle, depuis Ie 
"Congr~s de rlessingue jusqu'au prochain Congr~s, 
"en meme temps, preparer ce prochaln Congr~, avec Ie con
"tours des assemblees annuelles du Conseil, lequel est compose 
"de rapporteurs pratlquement acUfs dans les divers aspects de 
"Ia vie industrielle dans 20 pays differents. 

"Ce prochaln Congr~ devant avolr lieu en 1928, n est permls 
"d'augurer QUe, si Ie Congr~ de flessingue a deja laisse A 
"I'Association une interessante collection de donnees devant 
"etre asslmllees, completees et uUlisees au cours des annees 
"prochaines, ce Congr~ tendra probablement a etablir 29 
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"une bien plus grande quantit~ de principes de base." 
II est vraiment int~ressant de cons tater combien ces expecta
tives se sont v~rifi~es, et combien Ie sujet de notre pr~ent 
Congres, "Nature des Relations fondamentales entre les dl
verses Sections de la Communaut~ IndustrieIle" promet de 
r~pondre a ces memes attentes. 
Cependant, ainsi qu'on aura pu s'en rendre compte avec ~vi
dence d'apres les rapports annuels, I'Association a r~alis~ un 
programme plus vaste qu'on ne i'avait alors pr~vu. 

En suppl~ment au rapport pr~sent~ a la premiere assembl~e 
du Conseil, tenue en juin 1926, nous trouvons un autre texte 
qu'i1 peut etre int~ressant de rappeler a votre attention, et 
ainsi libeIl~: 
"L'on a parfois soulev~ la question de savoir si I'Assoclation 
"ne formait pas double-emploi avec I'un des aspects de quelque 
"organisation d~ja existante, tel que, par exemple, Ie Bureau 
"International du Travail. 
"A premiere vue, cette question ne semble pas d~nu~e de fon
"dement; aussi peut-i1 y avoir quelque utiIit~ a analyser a 
"fond nos idees sur ce point. 
"Dans Ie Rapport du Comite Int~rimaire adopt~ par Ie Congrh 
"de Plessingue, I'origine du Bureau International du Travail et 
"nos attaches avec ce dernier ont ete clairement expos~es. 
"Les buts poursuivis par Ie Bureau International du TravaIl 
"sont essentiellement d'ordre JIloral et ~thique. 
"Son activit~ repose sur les travaux d'un vaste corps repre
"sentatif forme des representants des gouvernements et des 
"delegues des organisations patron ales et ouvrieres. 
"La methode employee reside dans la double tache de recueillir 
"et de repandre les informations propres a eclairer l'opinion 
"publique, et les efforts accomplis prennent leur aspect pratique 
"sous la forme de la legislation internationale~ entrainant l'cHa
"blissement des mesures minim ales qui doivent /ltre a la base 
"de tout Ie progres a venlr. 
"Or la legislation en g~n~ral, sans parler de la I~glslation 
"internationale en particulier, ne peut avoir trait .. qu'A des 
""effets" devenus d~ja assez f1agrants pour attirer I'attention 

30 "du public. 
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"SI, par contre, nous envisageons notre propre Association~ 
"son caract~re d'anticlpatrice et de plonnier apparait du pre
"mier coup. Bien que ses huts soient plus ou moins identiques 
"a ceux du Bureau International du Travail, ses methodes se 
"trouvent differer par leur nature meme de celles de ce dernier. 
"Notre Association est ouverte Ii des membres dont Ie recrute
"ment est individuel et volontaire, ce qui lui conf~re un carac
"ti:re spontane. Elle tend Ii s'occuper des causes plutot que 
"des effets et possi:de, en particulier, la faculte de penetrer 
"dans Ie domaine des recherches pratiques au sein meme de 
"I'industrie, avec ses possibilites preventives aussi bien que 
"creatrices. 
"En ces temps de transformation rapide, la conception de 
"I'lndustrie et du personnel qu'elle emploie a atteint un niveau 
"beaucoup plus eleve qu'auparavant. Les procedes de la vie 
"Industrielle sont de plus en plus etablis sur une base scien
"tifique. 
"Les possibilites, Impliquees par ce nouvel ordre de choses, de 
"revolutionner l'industrie, sont aussi vastes qu'actuellement 
"ignorees. Aussi I'etude et I'observation consciencieuses de 
"tous ceux qui se trouvent etre directement ou indirectement 
"en rapport avec I'aspect humain de I'Industrie sont-elles 
"necessaires sl I'on veut parvenir Ii une comprehension intel
"Iigente des conditions actuelles." 

Nulle part, toutefois, Je n'ai trouv! I'un des buts essentiels de 
notre Association plus caracteristiquement et plus bri~vement 
expose que dans un memorandum adresse par Mile Mary van 
Kleeck Ii notre Secretariat, en date du mois de juin 1927, et oil 
sont rapportes les commentaires du groupe des Etats-Unis 
d·Amerique sur Ie sojet propose pour Ie Congres de 1928. 
Le passage suivant est celui auquel je pense: 
"Les professeurs et les tbeoriciens sociaux ont eu une tache 
"facile par Ie passe, mais Ii partir de maintenant, l\ devront 
"prendre en consideration l'exPerience acquise dans I'activite 
"Industrielle." 
"La mise en relief de I'experience acquise 
"devralt etre rendae I'une des caracteris-
''tlques fondamentales de I'oeuvre de 1'1. R. I." 31 
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Personnellement, j'inclinerais a proposer, Quant a ce texte, Ie 
commentaire suivant: 
"Les employeurs, Ie "management" et les travailleurs n'o n t 
"p a s e u une tache facile par Ie passe, mais a partir de maln
"tenant, ils devront prendre en consideration les observations 
"reflechles des hommes de. science. Va p tit u den a t u
"r e II e a sus cit ere e t tee 0 II abo rat Ion d e v r a I t 
"@ t r ere n due I'u ned esc a rae t e r i s t i que s f 0 n d a
"m e n t a I e s d e 1'1. R. I." 

La recommandation de ces deux caracteristiques pour l' Asso
ciation nous conduit immedlatement au programme du present 
CongreS, auquel elles ont ete I'une et I'autre incorporees avec 
enthousiasme. Sans doute I'aurez-vous deja remarqUe avec 
evidence en Iisant avec soin les notes d'introduction au pro
gramme qui sont en votre possession. 
Pourquoi nous assemblons-nous a Cambride et qu'esperons
nous de ce Congres? Peut-etre pourrai-je repondre a cette 
question en dlsant: "Pour I'accroissement de vie indivlduelle 
qu'apporte tout contact vivant et pour une comprehension plus 
grande de nos relations fondamentales." 
Collectivement, nous pourrons atteindre un point de vue qui 
serait demeure hors de noire porlee Individuelle, car if nous 
est donne de susciter, une fois reunls, des courants de pensee 
doues d'un merveilleux pouvolr d'impuIslon. 
C'est peut-etre la ce qui explique que les resultats des confe
rences et des comites, par exemple de la Conference econo
mique internationale et de I'Enquete Industrielle anglaise IIbe
rale, tels que ces resultats se trouvent formules dans les textes 
et dans les resolutions, soient frequemment sl en avance sur les 
realisations pratiques. Qu'il soit permis de ne pas Ie regretter. 
Vavenir, sans doute, sera toujours prevu avant que d'etre agl. 
Notre Association se dolt de partlciper a cetle prevision. Et 
si quelqu'un me demandait: "Pourquol I'Association existe
t-elle ?", j'inclinerais a repondre: "a cause des besoins du 
temps present." 
C'est peut-elre une reponse un peu simple, et pourtant je la 
crols complete. 



DER ERSTE DREIJAHRESABSCHNITT DER VEREINI 
GUNG. ERLAUTERUNGEN DER EHRENAMTLlCHEN SCHRIFT
FOHRERIN'. FRL. M. L. FLED DERUS. HAAG. HOLLAND. 

Drei Jahre sind seit der Entstehung der Vereinigung ver
gangen. Wie schon gesagt wurde, wird der diesiiihrige Kon
gress den ersten Zeitraum von drei Jahren abschliessen. Ich 
mochte auf diesen einen Augenblick eingehen. Es wird nicht 
notwendlg sein, Tatsachen und Einzelheiten der Vereinspolitik 
und -verwaltung zu erwiihnen, da diese ieweils sorgiiiltig in. 
dem Jahresbericht zusammengestellt worden sind.' 
Ich mochte Ihre Aufmerksamkeit einen Augenblick auf den 
Vlissinger Kongress von 1925 lenken, auf dem die Vereinigung 
tatsachlich gegriindet wurde, und wo sie den Titel "Die Inter
nationale Vereinigung zum Studium und zur Verbesserung 
menschlicher Beziehungen und Bedingungen in der Industrie" I 
erhielt. Ich spreche ausdriicklich von "Titel" an Stelle von 
"Namen", denn ich habe aus dem neuen intemationalen War
terbuch von Webster ersehen, dass ein "Titel" ein "bezeich
\lender Name" ist. Der Name der Vereinigung ist selbst 1m 
engsten Kreis ein Gegenstand lebhaften Meinungsaustausches 
gewesen, (die Amerikaner - die haben ihn iiberhaupt nicht 
aussprechen wollen!) Der Grund dafiir liegt meiner Meinung 
nach unbedingt in der Tatsache, dass die Vereinigung gliick
ticherweise bei ihrer Entstehung iiberhaupt keinen endgilltigen 
Namen erhalten hat. Man hat Ihr einfach einen Tilel gegeben. 
In demselben Warterbuch von Webster fand Ich zu melner 
Preude unter dem Wort "Titel" das folgende Zitat von Pope: 
"Die Dinge wechseln lhre Benennung (titles)' wie wlr unsere 
Oewohnhelten." Auf dem V1issinger Kongress wussten wlr, dass 
• Unter den neuen Statuten. die auf dem Kongress In Cambridge ange
nommen wurden, lillt das Amt des Schrlltfilhrers einem der Vize-Pm
sldenten au. 
i! Der Berlcht Inr das Oeschlftslabr 1927-28 beflndet s1ch auf Selle 364-
.. Ole deutschsprochenden Mltglleder der I. ~.I~ die Telinehmer des Viis
singer Kongresses waren. haben nach den Verhandlungen einstlmmig die 
Bezelchnung "Internatlonale Vereln!gun, zurn Studlum und aur Pilrderung 
befrledlgender menschllcher Beziehungen und gesunder Arbeftsbedlngungen 
In der Industrle" als Uebersetzung angenommen. Der oben angefilhrte T1tel 
1st die wilrtllche Ueberselzung des engllschen Textes. 
• Das engllsche Wort "title" kaon In wellerem Sinne angewandt werden 
als das deutsche Wort "Tllel". Man sprlcht 1m Engllschen anch YOD 33 
""TIlein der Dlnge." 

3 
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unsere Vereinsgepflogenheiten noch keine festen Gepflogen
heiten waren, dass sie sich mit der Entwicklung wandeln Mirden; 
und so wiihlten wir einen Titel, der sich mit ihnen wandeln 
konnte. Es wird Ihnen vorkommen, als wenn ich hier in etwas 
leichtfertiger Weise von einer grundsatzlichen, ernsten Ange
legenheit rede. Aile die, die in Vlissingen zusammenkamen, 
fiihlten, dass eine J'lut in den lebendigen Wassern des wirtschaft
lichen Lebens anstieg und hiiheren KUsten zuwogte, und alles, 
was sie tun woIIten, war, sich dieser Plut und ihren Zielen anzu
vertrauen. Sie fiihlten, dass dieses Ziel ein lebenswichtiges 
Ziel war, ein Ziel, das erst aIlmahIich auftauchen wiirde, und 
darum versuchten sie den Fehler zu vermeiden, es in elne 
feste Form zu pragen, die In jener Zeit vielleicht das Leben, 
das es zum Ausdruck bringen wollte, zur Erstarrung gebracht 
hatte. " 
Ich glaube, dass der jetzige Titel der Verelnigung sie vor 
diesem Schicksal bewahrt hat, obgleich die u r s p r ii n g I i
c h e Fassung, die dem Vlissinger Kongress vorgeschlagen war, 
eine bessere gewesen ware. In dem Bericht des Interim
komitees, das dem Vlissinger Kongress Bericht erstattete, 
lesen wir: Es wird vorgeschlagen, der Vereinigung den Titel 
zu geben "I n t ern a ti 0 n a I eVe rei n i gun g z u m S t u
dium und zur Forderung befriedigender 
men s chi i c her B e z I e hun g e nun d g e sun d erA r
bel t s bed i n gun g e n I n d e r I n d u s t r Ie". Ich erinnere 
mich, dass zu jener Zeit das Wort ''befriedigend'' Bedenken 
erregte. 1 Man fragte, wer will es denn auf sich nehmen, her
auszufinden, was "befrledigend" ist? Meiner Meinung nach 
ist es so, "dass das, was befriedigend ist, sich als befriedigend 
erweist". Es 1st nicht notig, dass Sie oder Ich es verkilnden, 
menschliche Beziehungen "und Bedlngungen sind befriedigend 
kraft der Ihnen eigenen harmonischen Wechselwirkung. 
Bei der "Generalversammlung, die in ein paar TageR abge
halten wird, wird vorgeschlagen, der Vereinigung den wenig 
bezeichnenden, aber, wie ich glaube, annehmbaren Namen 
"International Industrial Relations Association" zu geben und 
ihren jetzigen Titel ais eriautemden Untertitei beizubehalten. It 

t 10 selner "Anweodung 1m engilschen Text. 
I Dleser Vorschlag bezlehl slch nur auf den englischeo Text 
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Wenn dies tafsilchlich angenommen wird, so werde ich noch 
elnmal die ursprilngliche J'assung vorbringen, da die Herbei
filhrung menschlicher befriedigender Beziehungen und Bedin
gungen mir unser Ziel ehenso zum Ausdruck zu bringeD 
schelnt, als das in Wirklichkeit ziemlich pedantische Wort 
"Verbesserung". 

Bel der ersten Zusammenkunft, die 1m Jahre 1926 im Januar 
stattfand, nahmen die Mitglieder der Verelnigung die folgende 
frklilrung an, in der sie ihre Anslchten ilber den Charakter 
der Verelnigung zu lenem Zeltpunkt und filr die • damals • 
nilchste Zukunft zum Ausdruck brachten: 
"Aus Zweckmilssigkeitsgriinden sollte die Vereinigung nlcht 
"als eine neue Organisation mit unbegrenzten Moglichkeiten 
"angesehen werden • obgleich sle dies unzwelfelhaft ist. 
"sondern als elne :erweiterung des Interlmskomitees, das die 
"Verbindung zwischen der Argeronner Konferenz und dem 
"Vlissinger Kongress hersteIlte. Tatsilchlich filhren die Mit
"glieder des engeren Vorstandes und die Berlchterstatter der 
"zwanzig Llinder, aus denen die Verelnlgung besteht, auf einer 
"organlslerten Orundlage die Arbelt des klelnen frelwlllig 
"zusammengetretenen Ausschusses fort, der von Mitgliedern 
"aus den neun auf der Argeronner Konferenz vertretenen 
"Llindern gewlihlt worden 1st. 
"Ole Bestrebung dleser erweiterten Organisation sollte slch 
"eng In den Orenzen der zur Verfilgung stehenden HUfsmlttel 
"halten, und es sollte streng vermleden werden, Verantwor
"tungen zu ilbernehmen, die infolge einer Uebersch/itzung der 
"Hilfsmittel die Verelnigung zu stark mit Sorgen ilber liussere 
"Angelegenheiten belasten wilrden und zum Nachteil ihrer 
'~igenen :entwicklungsmogllchkeiten waren. 
"lhrer Ansicht nach wilrde die neue Verelnigung ihre :f.'l:lstenz
''berechtlgung vollauf bewelsen, wenn sle nur die folgendeD 
"Aufgabcn In Angriff nehmen wilrde: 

"Zusammenfassung der :ergebnisse des VlIsslnger Kongresses 
"In einen gedruckten Bericht. 
"Aufrechterhaitung und :erweiterung der neugeschaffenen Be-
"zlehungeD. 35 
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"Beobachtung der Hauptphasen des Wirtschaftslebens In dent 
"Zeitraum zwischen dem Vlissinger Kongress bis zum nlichsten 
"Kongress. 
"Gieichzeitige Vorbereitungen des nlichsten Kongresses auf 
"Grund der ilihrlichen Sitzungen des Rats, der sich aus Be
"richterstattern zusammensetzt, welche in den verschledensten 
"Arbeitszweigen in zwanzig Llindern tlitig sind. 

"Es muss In Betracht gezogen werden, dass der Kongress 1m 
"Jahre 1928 neben der Verarbeltung, Erganzung und Durch
"fiihrung der Anregungen, die auf dem Vlissinger Kongress 
"gegeben worden sind, slch vorausslchtIich In vlel hOherem 
"Masse mit griindslitzlichen fragen zu befassen haben wlrd." 
Es ist interessant zu verfolgen, wie diese Erwartung sich 
erfiillt hat, und wie gerade das Thema unseres jetzigen Kon
gresses "Grundlegende Beziehungen zwischen 
allen an der Industrie beteiligten Oruppen" 
eine ErfUllung dieser Erwartung verspricht. 
Inzwischen hat die Vereinigung, wie aus dem Jahresbericht 
ersichtIich ist, ein grosseres Programm aufgestellt als ur
spriinglich beabsichtigt war. 

Dem Bericht, der der ersten Jahresversammlung des Rats, 
die im Junl 1926 stattfand, vorgelegt wurde, ist eine Erkllirung 
angefUgt, deren Wiederholung von Interesse fUr Sie seln 
diirfte. Sie lautet: 
"Mehrfach ist die frage aufgetaucht, ob die Vereinigung nicht 
"eine Wiederholung elner schon bestehenden Organisation sel, 
~'wle z.B. des Internationalen Arbeitsamtes. Diese l'"rage 1st 
"durchaus berechtigt und muss vor Beginn unserer Arbeit ge
"kllirt werden. 
"In dem Bericht des Interimskomitees, der von dem Vlissinger 
"Kongress angenommen wurde, 1st die Entstehungsgeschichte 
"und die Beziehung unserer Vereinigung zum Internationalen 
"Arbeitsamt dargelegt worden. Das Internationale Arbeitsamt 
"verfolgt ethische und moralische Ziele. Es tritt werbend 
"hervor mit einer sehr grossen Korperschaft, die~ich aus 
''Vertretern der Reglerungeo und Delegierten von Arbeitgebern 

36 "uud Arbeltnehmern zusammensetzt. Das Intemationale 
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"Arbeitsamt hat eine zweifaehe Aufgabe: In der Oeffentliehkeit 
"aufklarend zu wirken dureh Sammlung und Verbreitung der 
"entspreehenden Tatsaehen, und praktisehe Arbeit in Form 
"der internatlonalen Gesetzgebung zu leisten, mit dem End
"ziel, die Anerkennung von Mindestforderungen durehzu
"setzen, auf deren Erfiillung aller weiterer Fortsehritt auf
"gebaut 1st. 
"Die Gesetzgebung, besonders die internationale Gesetzgebung, 
"kann nur von bestimmten Wirkungen und Tatsaehen aus
"gehen, die so offensiehtlieh geworden sind, dass sie die 
"Aufmerksamkelt der breiten Oeffentliehkeit auf sieh gezogen 
"haben. 
"Es 1st ohne weiteres deutlieh, dass unsere Vereinigung In 
"viel hOherem Masse Pionierarbeit zu leisten hat. Obgleieh 
"Ihre Arbeltszlele in vlelfaeher Beziehung mit denen des Inter..; 
"natlonalen Arbeitsamtes ilbereinstimmen, so sind ihre Wege 
"doeh ganz andere. Ihre Mitglleder setzen sieh alls den ver
"schledensten Kreisen zusammen; die Mitgliedsehaft ist eine 
"freiwlllige und personiiehe und gibt unserer Verelnigung den 
"Charakter der SpontanlUlt. Sie hat es mehr mit den Ur
"saehen als mit den Wirkungen zu tun. Es steht ihr frei, 
"praktlsche Untersuchungen anzustellen in der Industrie selbst 
"mit Ihren Moglichkeiten wegweisender und schopferlscher 
"Arbelt. 
"In dieser Zeit der rapiden Umgestaitung 1st die Auffassung 
"von den Aufgaben der Industrle und von der Stellung des 
"Menschen In der Industrie erheblieh vertleft worden. Die 
"Arbeitsvorgange erhaiten allmlihlieh elnen wissenschaftlichen 
"Unterbau. 
"Ole Moglichkeiten, die Industrie von Grund auf umzuge
"staiten, die sich aus dieser neuen Elnstellung ergeben, sind 
"ebenso gross, wie sie zur Zeit noch unilbersehbar sind. 
"Ernstes Studium und dauerndes Forschen 1st von Seiten der
"jenigen notig, die slch direkt oder indirekt mit "dem Men
"schen" In der Industrie befassen. Nur auf diese Weise kann 
"die gegenwartlge Entwicklung riehtlg verstanden werden, 
"und nur auf diesem Wege konnen die notwendigen Einslchten 
"filr eine hilhere Bewertung des Faktors Mensch in der Pro-
"duktlon gewonnen werden." 37 
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Nirgends habe ich die wichtigsten Ziele der Vereinigung so 
typisch und so pragnant ausgedriickt gefutlden wie in elner 
Denkschrift von Miss Mary van Kleeck an unsere Oeschiifts
stelle vom Junl 1927, in der die Aeusserungen der Mltglieder
gruppen der Vereinigten Staaten zu dem vorgeschlagenen 
Thema des Kongresses flir 1928 formuliert sind. 
Es sind die folgenden Worte, die mir im Oedachtnis geblieben 
sind: "Professoren und Sozialtheoretiker hatten In der Ver
gangenheit leichte Arbeit, aber von jetzt an werden sie die 
gesammelten Erfahrungen der Bestrebimgen In der Industrie 
mit in Betracht zu ziehen haben. 
Die Beton ung de r "g esamm el ten Erfah ru n
g e n" soli tee i nOr u n d sat z u n del n C h a r a k t e
r i s t i k u m d erA r b e i t d e r I. R. I. w e r den". 
Personlich mochte ich dleser Erklarung noch die folgende 
Erganzung belfligen: 
"Arbeitgeber, Betriebsleitung und Arbeiter haben in der Ver
"gangenheit k e i n e leichte Arbelt gehabt. Aber von jetzt an 
"werden sle die durchdachte Beobachtung der Manner der 
~'Wissenschaft zu beriicksichtlgen haben. Die nat II r II c h e 
"B ere it s c haft z u r Her b e i f Ii h run g die s c r Z u
"s a m men arb e it soli t e z u e I n e m 0 run d sat z un d 
"e i n erne h a r a k t e r i s t I k u m de r Arb e i t d e r I. R. I. 
"g em ach t we r den." 

Die Empfehlung dieser beiden charakteristischen Ziele der Ver
einigung bringt mich sofort auf das Programm des gegen
wartigen Kongresses, In das sle beide mit gleicher Begeiste
rung einbezogen worden sind. Das wird Ihnen schon zum 
Bewusstsein gekommen sein," wenn Sie die Einflihrung zum 
Kongressprogramm, :die in Ihren" Handen 1st, mit Aufmerk
samkeit durchgelesen haben. 
Warum kommen wir hier zusammen und was erhoffen wir von 
diesem Kongress? Vielleicht darf ich mit den Worten ant
worten "Eine Stelgerung des Elnzellebens durch lebendigen 
Kontakt und eln tleferes Verstiindnls flir unsere grundlegenden 
Beziehungen". 
Oemeinsam konnen wlr zu Oeslchtspunkten gelangen, die 

38 ausserhalb des Bereiches des Elnzelnen gelegen hiitten, well 
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wir gemeinsam Oedankengiinge entwiekeln kiinnen von wun~ 
dervoller treibender Kraft. 
Vielleieht 1st dies der Orund dafiir, dass die ill Erkliirungen 
und Resolutionen zusammengefassten Ergebnisse von Konfe. 
renzen und Aussehussberatungen 1 den Tatsaehen des prakti· 
sehen Lebens oft so weit voraus eilen. Wir brauehen dies 
nieht zu beklagen. Das Zukiinftige wird wahrseheinlieh immer 
erst vorgezelehnet werden, ehe es in die Tat umgesetzt wer. 
den kann. 
Unsere Vereinigung muss an diesem Vorzeiehnen der Zukunft 
mitwirken, und wenn·mieh elner fragen wiirde: ''Warum be· 
steht die Vereinlgung?" so miiehte leh am liebsten antworten: 
"WeD unsere Zeit sle braueht". 
Das 1st vielleieht eine einfaehe Antwort, aber leh glaube, dass 
sie alles elnsehliesst. 

1 Wle LB. die Weitwlrtscllaftskonlerena \IDd die I:nquete der eaclischen 39 
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COMMENTS ON THE' CONGREsS PROGRAM. THE 
FOLLOWING NOTES ON THE PROGRAM WERE SENT TO ALL 
PARTICIPANTS, DISCUSSION OPENERS AND CHAIRMEN, IN ORDER 
THAT THERE MIGHT BE MUTUAL UNDERSTANDING AND UNITY 
IN TREATMENT OF THE CONGRESS SUBJECT. 

In choosing for its first Congress the subject, "fundamental 
Relationships Between All Sections of the Industrial Commu
nity", the Association was guided by a desire to search for 
and define the natural elements composing each section, to 
promote within the industrial world a fuller knowledge of their 
relative value and to awaken a greater consciousness of their 
underlying unity. Out of the discussions of this broad and 
deep subject it is believed that the aims of the Association 
will show themselves with increasing clearness and that new 
formulations of problems will emerge for future study in Con
gresses and Discussion Meetings. Moreover, with such a 
subject the Congress will in itself demonstrate what may be 
considered the main function of the Association namely, to 
provide a common meeting ground on a voluntary basis for 
members of all groups of the industrial community. In the 
Association they come together not in the relationships to 
which they are accustomed in industry (too often divided by 
the circumstances of conflict in interests), but as individuals 
meeting on common ground and thinking together about the 
fundamentals of their relationships. They are not merely ob
servers remote from actual industrial life; nor are they parti
cipants so absorbed in industrial affairs as to be unable to 
understand the conditions which surround them. They are 
what might be called "participant observers", to use the phrase 
of a recent American writer (Miss Mary follett), evoking from 
their own experience the ideas which may in themselves give 
rise to more harmonious relationships. 
The possible function of the Association and the scope of Its 
interests and activities was implicit in the proceedings of the 
flushing Congress, and the present program grows naturally 
out of the Ideas and the problems formulated in the review 
of the material presented at that time. This review appeared 
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Evidence was there presented, out of the experience of those 
who participated, which showed a general awakening to the 
importance of industry in its effect upon men. 
During the last decade developments in industry have been 
extremely rapid. They have, as a matter of fact, overtaken us. 
No Individual alone can correctly interpret the whole process: 
it requires the bringing together of experiences and the 
thinking together over their meaning by persons whose pur
pose and spirit are social and who in their life and work are 
determined at all times to be found on the side of human 
interests where these happen to be in conflict with the im
mediate demands of mechanized production. 

The program of the Congress has two main parts: lectures 
for the presentation of fundamental aspects of this large 
subject, and round table discussions in which the members 
concerned in various phases of industrial activities can discuss 
together the significances of these larger principles in their 
dally application. 

Preliminary to the treatment of the subject, reports 1 from the 
different countries will be presented during the first morning, 
showing the way In which fundamental relationships in industry 
are being affected by (1) cooperation within and between the 
various groups in Industry, (2) education and training for all 
groups, (3) personnel and employment administration, (4) 
scientific management, (5) Industrial psychology, (6) vocational 
guidance. Out of these statements and the more comprehensive 
reports upon which they will be based, will be drawn material 
f9r discussion of the lectures and for use in the round table 
meetings. We are seeking in all phases of the program to 
relate underlying philosophy to the actual conditions and 
problems as they are presented by modern Industry in the 
different countries: or to put it In another way, we are seeking 
to evoke an underlying philosophy out of the experiences of 
the different countries as to the effect of modern Industry upon 
men and women. 

I Published In the Drst section of the Cambridce Congress ~ePOrt. 41 
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THB COLLBCTIVB IDBA~ A CONSIDBRATION OF THB PHILOSOPHY 
AND TBCHNIQUB OF THINKING AND ACTING TOGBTHBR. 

By placing this subject first, we prepare ourselves for the 
Congress and for subsequent work and discussion together in 
the Association, while at the same time we introduce the 
question as· to how all sections or groups in industry may act 
and think together. The subject is divided into two parts: (1) a 
consideration of the philosophy and technique of thinking 
together; (2) an actual experience in seeking agreement 
between groups. 
In considering the philosophy and technique of developing a 
collective idea, we have in mind seeking light upon the "how" 
of attaining group co-operation as indicated, for instance, by 
Graham Wallas when he wrote in "Our Social Heritage": "The 
ideal of genuine intellectual co-operation, in which men com
bine and compare each other's observations, follow up by 
logical processes each other's suggestions, and assign to ea~h 
of a group of co-operating thinkers the part in a complex 
inquiry for which he is best fitted by his talents and 
training, is still very seldom realized." When the group 
transcends national boundaries, and represents many nations 
and races, as do many branches of industry to-day, especially 
in the U. S. A., the co-operative process becomes much more 
complex; yet world co-operation in economic life is a present 
necessity because economic activities are world-wide. 
Consideration of fundamental relationships in industry demands 
study of the ways in which we may think together. "The 
greatest need of today", says Mary Pollett, in "Creative Ex
perience", "is a keen, analytical, objective study of human 
relations. . .. But we wish to do far more than observe our 
experience, we wish to make it yield up for us Its riches .... We 
need, then, those who are frankly participant-observers, those 
who will try experiment after experiment and note results, 
experiments in making human interplay productive in industry 
and business, in legislative committees and administrative com
missions, in trade unions and shop committees" 1 

An experiment need not be consciously made as such; any 
experience bearing upon a problem, if fully enough recorded 
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and analyzed, may become the data of experiment. Hence 
the second lecture of the first day will be an analysis of the 
experience gained In seeking agreement between groups In 
industry. . 

OROUPS IN INDUSTRY: THeiR ORIOIN, CHARACTeRISTICS AND 
ACTIVITIes. 

The conflicts which disturb economic life are usuallY between 
groups, not between individuals, even though individual leaders 
exert a strong Influence. Moreover, progress is usually made 
by a change In the conscious attitude of groups, or in the terms 
of their relationships. Clear analysis of relationships must 
be built upon an analysis of what conditions, needs, or com
mon Interests create groups in industry out of which organi
zations of various kinds evolve. Specialization divides wage
earners Into various occupational groups with a variety of 
grades of skill. The place of the consumer, the degree to 
which service to the buying group becomes the fundamental 
aim of business, and the exact character of the service aimed 
at, affect profits and earnings, and even more fundamentally 
Influence quality and standard of work, and determine the 
status of the worker and his opportunity for creative activity. 
Moreover, as management tends to become a professional task, 
not to be Identified exclusivelY with the employer group or 
with capitalistic control, managers become a new group 
related to wage-earners on the one hand and to employers and 
owners on the other, and obviouslY a new alignment of 
relationships may be brought about. flnal\y there are also 
the national groupings which exist In economic life, and these 
too have their Influence upon human relationships. What 
und!lrlying principles and considerations bearing on relation
ships between all sections of the Industrial community are 
revealed by an analysis of these and other groupings which 
actually exist In a compl\cated network In Industry? How 
do the groups actually behave? What Influence do they 
severally exert on the management to give right recognlticon 
to human beings and to protect man and society against the 
evils of mechanization and impersonal capitalistic control? 
To quote Miss fol\ett again: "We need a technique of human 43 
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relations based on the preservation of the integrity of the 
individual". How are the groupings actually found in industry 
to-day affecting the integrity of the individual? Granted that 
groups are an inevitable concomitant of large-scale industry, 
how can the groups be related to one another so as to become 
a means of preserving the individual and enlarging his opport
unity for a satisfactory life? 

THI'! CONTRIBUTION 01' THI'! SOCIAL SCII'!NCI'!S TO INDUSTRIAL 
RI'!LATIONSHIPS. 

Implicit in the preceding discussions is the idea that the 
scientific method is to be used to increase understanding of 
human relations in industry. The development of the social 
sciences may be expected to contribute greatly to this end. 
Sociology and economics are both gOing through a time of 
transition as changed conditions offer a challenge to old 
theories. The newer group of students in these fields is 
concentrating more and more upon analysis of social and 
economic situations and trends, as pre-requisite to the for
mulation of theory. The data thus gathered have direct 
application to conditions affecting men and women in industry. 
l'rom such studies in economics as, for example, the problem 
of fluctuations in business, we may expect a direct contribution 
to stabilization of employment. 
Psychology has much to contribute, as has been evidenced in 
studies of fatigue as well as in the use of psychological tests 
for vocational guidance and employment. Can we expect a 
further fundamental contribution from psychology in our study 
of relationships? How can we bring about team work among 
the scientists? This idea Is suggested by Prof. Patrick Geddes 
In his introduction to "The Coal Crisis and the l'uture", in 
which he pleads for the"working together of the physical, 
biological and social sciences in a "mobilization of minds". 
The symposium proposed on this subject is to consider the 
contribution of sociology and economics, the contribution of 
psychology and the interrelation of sciences. 

THI'! I'!I'I'I'!CT 01' SCreNTlI'lC MANAOI'!MI'!NT AND RATIONALIZATION 
UPON INDUSTRIAL Rl'!LATIONSHIPS. 

44 All countries of the world are studying the procedures and 
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the methods of scientific management and rationalization. 
These have arisen in response to the need for better organiza
tion of economic activities. How is their development likely 
to affect industrial relationships? 

PUBLIC OPINION AND INDUSTRIAL RELATIONS. 

To what extent does public opinion on the subject actually 
exist? In how far is the public really conscious of its res
ponsibllity as consumer? It seems worth while to analyze 
how public opinion can be educated and how an informed and 
enlightened opinion on the part of the public can be brought 
to bear upon industrial relations. It seems therefore to be 
an appropriate topic for a public lecture held during the Con
gress. Its purpose will be to stress public responsibility and 
the many ways in which it can show itself in improving human 
relations in industry. 

ReLATIONSHIPS WITHIN THf! INDUSTRIAL esTABLISHMENT. 

The title of this subject speaks for itself. It is proposed that 
It be treated both from the point of view of the worker and 
the point of view of management, and that special reference 
be made to Works Councils. The proposed round table sessions 
will also offer plenty of scope for the elaborating of questions 
arising out of the treatment of this subject. 

ROUND TABLE DISCUSSIONS. 

It Is intended to organize round table-discussions on the three 
subjects, respectively, of (1) Education; (2) Personnel and 
Employment Management; (3) Research in Industrial Relations. 
Each of these three round tables will have three sessions. 
Their purpose is to bring to light problems and experiences 
represented in the membership and to work out together the 
application of some of the larger ideas developed In the 
lectures. 

CONCLUDINO SUMMARY. 

This Is intended to be a formulation of the essentials which 
will have emerged In the course of the Congress proceedings, 
on the consideration and promotion of which the Association 
should base its further development 45 
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LES NOTES SUIVANTES, RELATIVES AU PROGRAMME ONT ETE 
ADRESSEES A TOUS LES PARTICIPANTS, INTRODUCTEURS DE 
,DISCUSSIONS ET PRESIDENTS, DE MANIERE A ETABLIR LE 
MAXIMUM DE COMPREHENSION MUTUELLE ET LA PLUS GRANDE 
UNITE POSSIBLE QUANT A LA FACON DE TRAITER LE SUJET 
SOUMIS AU CONGRES. 

En choisissant pour sujet de son premier Congr~s, la "Nature 
des Relations fondamentales entre les diverses sections de la 
communaute industrielle", I'Association a obei au desir de re
chercher et de definir les elements naturels composant chacune 
de ces "sections", en meme temps que de favoriser, au sein du 
monde industriel, une connaissance plus approfondie de leur 
valeur relative, et d'accroitre enfin la conscience de leur 
unite essentielle. On esp~re que l'examen de ce sujet, aussi 
vaste qu'important, permettra aux aspirations de I'Association 
de se manifester avec une plus grande clarte, et qu'il fournlra 
de nouvelles formules des probl~mes qui se presenteront dans 
l'avenir it i'etude des Congr~s ou des assemblees de discus
sion. De plus, ce meme sujet donnera au Congr~s la possi
bilite de faire ressortir ce que i'on peut envisager comme Ie 
but essentiel de I'Association, c'est it dire la creation, sur une 
base volontaire, d'un commun terraln de rencontre pour les 
membres de tous les groupes composant la communaute In
dustrielle. Dans I'Association, ils n'ont pas entre eux ~es 
memes relations que d'ordinaire, • trop souvent divises qu'lls 
sont par les circonstances ou par i'antagonisme des interets ., 
mais ils s'y rencontrent, sur un terrain commun, en tant 
qu'individus reflechissant ensemble it ce qui constitue l'essentieI 
de leurs rapports. Ce 'ne sont ni de simples observateurs 
vivant it l'ecart de la vie industrielle, ni des hommes absorbes 
par cette derni~re au point d'etre devenus incapables de com
prendre les conditions qui les entourent. lis sont ce qu'on 
pourrait appeler, en reprenant les termes recents d'un ecrivain 
americain (Miss Mary Follett), des "observateurs participants", 
cherchant, it partir de leur experience personnelle, it definir 
les idees pouvant favoriser l'av~nement de relations plus har
monieuses. 

46 Le rOle possible de I' Association, de mtlme que I'objet de SOl!; 
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~tude ou de son activit~, se trouvaient deja implicitement con
tenus dans les debats du Congr~s de Flessingue, et Ie pr~sent 
programme forme Ie d~veloppement naturel des id~es et des 
probl~mes pr~sent~s alors dans l'examen g~n~ral. Ce dernier 
a form~ l'introduction du rapport sur Ie Congr~s de Flessingue 
et montr~, d'apr~s l'exp~rience des participants eux-m~mes. 
combien on a deja commenc~ a se rendre compte de !'impor
tance de l'industrie quant a ses effets sur I'homme. 
Au cours des dix derni~res ann~es, l'~volution de l'industrie 
a ~t~ extr~mement raplde. En fait, eUe nous a d~passes. Aucun 
Individu Isol~ n'est desormais en mesure d'en interpr~ter ·Ia 
marche d'ensemble; cette interpr~tation exige la mise en 
eommun des exp~riences et des reflex ions famili~res aux 
personnes ayant des aspirations et une mentalit~ sociales et 
que leur vie, leur travail am~nent a se placer du cote des 
int~r~ts humains, chaque fois que ces derniers viennent a entrer 
en confllt avec les exlgences immMiates de Ia: production 
mecanls~e. 

Le programme du Congr~s comprendra deux parties g~n~rales: 
des expos~s, tendant a pr~senter les aspects fondamentaux du 
vaste suiet a examiner, • et des discussions en petits groupes. 
au cours desquelles les membres participant aux diverses 
phases de la vie IndustrleUe examlneront en commun les prin
elpes gen~raux, au point de vue de leur application quotl
dlenne. 

Pr~alablement a I'examen du suiet propose, la premi~re ma
tinee sera eonsacr~e aux rapports 1 sur les. diff~rents pays. 
Ces rapports montreront de queUe manl~re les relations fon
damentales dans l'lndustrle se trouvent affect~es par: 1.la col
laboration entre indlvldus ou entre groupes de l'industrie; 
2. l'lnstruction et la formation professionneUe de tous les 
membres de l'lndustrle; 3. l'organisation du service du per
sonnel: 4. I'organisation scientifique du travail; 5. la psy
chologie IndustrieUe: 6. I'orientation professionneUe. Ces 
donn~es, de m~me que les rapports plus detaiUes sur lesquels 
eUes seront etablies, fourniront les maMriaux n~cessaires a la 
1 PubIiEs dans I. preml~re Section du ~apport sur Ie Congr~ de Cambridge. 47 
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discussion des exposes et aux echanges de vues realises en 
petits groupes. Nous nous efforcerons, dans toutes les phases 
du programme, de mettre en rapport la philosophie impliquee 
par les faits, avec les conditions et les problemes actuels tels 
que l'industrie des differents pays nous les presentent; ou en 
d'autres termes, nous tacherons de degager les principes phi
losophiques generaux resultant de l'experience realisee par les 
differents pays Quant aux effets exerces sur I'homme par 
I'industrie moderne. 

L'lDee COLLeCTIVI!; CONSIDeRATION SUR LA PHILOSOPHle eT 
LA TeCHNIQue De peNseR eN COMMUN. 
Commencer par ce sujet, c'est nous preparer nous-memes au 
Congres, comme a l'oeuvre ulterieure de travail et de discussion 
en commun au sein de I'Association, et c'est en meme temps 
poser la question de savoir comment doivent agir et penser 
en commun toutes les sections ou tous les groupes de la vie 
industrielle. Ce sujet comporte deux parties: 1. consideration 
sur la philosophie et la technique de penser en commun; 
2. consideration sur les experiences relatives a la recherche 
d'un accord entre les groupes dans l'industrie. 
1:n examinant la philosophie et la technique propres au deve
loppement d'une idee collective, notre intention est de nous 
procurer quelque lumiere sur la fa C Q n dont il convient de 
rechercher la cooperation entre des groupes, telle qu'elle a 
ete indiquee, par exemple, par Graham Wallas, !orsqu'i! ecrit 
dans "Our Social Heritage": "L'idea] de la veritable coope
ration intellectuelle, oil les hommes combinent et comparent 
leurs observations respectives, poursuivent par des voies 10-
giques les consequences. .de leurs suggestions mutuelles et 
assignent, a chacun des membres d'un groupe de penseurs 
mettant leurs efforts en commun, dans une enquete complexe, 
la partie meme a laquelle i! se trouve Ie mieux prepare tant 
par son talent personnel que par ses travaux habituels, - cet 
ideal n'a encore ete que tres rarement realise." Quand, de 
plus, Ie grollpe se trouve depasser les frontieres nationales, 
quand il represente une grande diversite de pays et de races, 
comme i! arrive dans un grand nombre des branches de I'in-

48 dustrie actuelle, particulierement aux 1:tats-Unis, Ie processus 
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Ie la coop~ration devient n~cessairement encore beaucoup 
~Ius comp\iqu~; et pourtant, une coop~ration mondiale, dans 
Ie domaine de l'~conomie, est une n~cessit~ actuelle, les diverses 
activit~s ~conomiques ~tant elles-memes mondiales. 
L'examen des relations fondamentales dans l'industrle requiere 
I'~tude de la facon dont n convlent de penser en commun. 
"Le plus grand besoin de l'heure actuelle", dit Mary Follett 
dans son livre 1 "Creative Experience", "c'est une ~tude hardie, 
analytique, obiective des relations humaines .... Mais nous 
voulons bien autre. chose que nous contenter d'observet notre 
propre exp~rience, nous voulons encore nous enrichir de ses 
enseignements. . .. Aussl avons-nous besoln de tous ceux qui 
sont nettement des "observateurs participants", de tous ceux 
qui feront exp~rlence sur exp~rience et qui en noteront les 
r~sultats, - de tous ceux qui enreglstreront les essais tent~s 
pour rendre productive !'interaction hulnaine dans l'industrle 
et les affalres, les commissions I~gisilatives et les organes 
a;dminlstratlfs, les syndicats et les comit~s ouvriers." Une 
exp~rlence n'a pas besoln d'etre consciemment r~alis~e 

comme telle; la constatatlon d'un fait quelconque ayant trait 
A un probleme peut, une fois ce fait suffisamment observ~ et 
analys~, fournir une donn~e d'exp~rience. Aussi la seconde 
communication de la premiere lourn~e portera-t-elle sur une 
analyse des faits acquis relatifs l la recherche d'un accord 
entre des groupes industriels. 

LI$ OROUPe!; DANS L'INDUSTRIE: LeUR ORIOINE. LEURS CARAC
TeR.ISTIQUES ET LIlliRS ACTIVITES. 
Les conflits que troublent la vie ~conomique naissent g~n~ra
lement entre les groupes et non entre les individus. meme 
lorsque des chefs individuels exercent une forte influence. De 
plus, re progres y est g~n~ralement amen6 par un change
ment intervenu dans I'attitude consciente des groupes ou dans 
les termes de leurs relations. Une claire analyse des relations 
dolt etre ~tablie sur une analyse des conditions, des besoins 
ou des int~rets communs qui, dans I'industrle, cr~ent les 
groupes l partir desquels on volt se d~velopper les diff~rentes 
sortes d'organisations. La sp/!clalisation divise les salari~ en 
• Page II et 11. 
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divers groupes se differenciant par un degre plus ou moins 
eleve d'adresse professionnelle. La situation du consomma
teur, la mesure dans laquelle Ie service du groupe des 
acheteurs occupe un role preponderant dans I'entreprise, de 
meme que Ie caract~re particulier de ce service, influencent 
Ie profit et Ie salaire, affectent meme, plus fondamentalement, 
la qualite et Ie type ideal du travaU et determinent ainsl Ie 
"s tat u s" du travailleur et la possibilite qui lui est offerte 
de manifester une activite creatrice. En outre, Ie "manage
ment", I'administration d'une entreprise, tendant a devenlr 
une tache essentiellement professionnelle, qU'U serait faux 
d'identifier exclusivement avec Ie groupe des employeurs ou 
avec Ie seul contrOie capitaliste, les "managers" (directeurs ou 
administrateurs d'entreprises) finlssent par former un nouveau 
groupe relie, d'une part, aux salaries et, d'autre part, aux 
employeurs et aux possedants, ce qui semble evidemment 
devoir susciter une nouvelle perspective dans Ie domaine des 
relations. Enfin, U y a encore les groupements nationaux, qui 
ont leur existence a I'interieur de la vie economique et qui, eux 
aussl, ne sont pas sans exercer leur Influence sur les relations 
humaines. Quels principes et quels points de vue relatifs aux 
relations entre toutes les categories de la communaute indus
trielle nous sont-Us reveles par I'analyse de ces groupements 
ou par celles des autres groupes dont Ie reseau complexe 
s'etend sur toute l'industrie? Comment les groupes se com
portent-Us en fait? Quelle influence exercent-Ils, dans certains 
cas, sur la direction des entreprises afin d'obtenir une juste 
reconnaissance des etres humains et de proteger I'homme et 
la societe contre les·maux causes par la mecanisation et par 
Ie controle capitaliste impersonnel? Pour citer encore Miss 
I'ollett: "Nous avons besoin", ecrit-elle, "d'une technique des 
relations humaines fondee sur la preservation de I'intl~grlte de 
I'indivldu." Comment les groupements existant en fait dans 
I'industrie aHectent-lls aujourd'hul cette Integrite de l'indivldu? 
La formation de groupes constituant I'une des consequences 
necessaires de la grande Industrie, comment ces groupes peu
vent-i1s etre relies entre eux de mani~re a servlr a la pre
servation de I'indivldu et a accroitre pour lui la posslbillt6 

50 d'une vie satisfaisante? 
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LA CONT~IBUTION DI!S SCIENCES SOCIALI!S AUX ~l!LATIONS 
INDUST~Il!LLI!S. 

Les discussions pr~c~dentes supposent Ia conception selon 
laquelle 11 convient d'utillser les m~thodes scientifiques pour 
aboutir a une plus grande compr~hension des relations hu
maines dans I'industrie. On peut esp~rer que Ie d~veloppement 
des sciences soclales servira grandement cette fin. La socio
logie et les disciplines ~conomiques traversent actuellement 
une p~rlode transitoire, la transformation des conditions venant 
battre en breche les anciennes theories. Les investigateurs 
modemes, dans ce domaine, se consacrent de plus en plus a 
l'analyse des situ!ltions et des tendances sociales ou ~cono
mlques qui leur paraissent constituer l'indispensable pr~con
dition de toute theorie. Les donn~es ainsi recueillies trouvent 
leur application directe dans les conditions Int~ressant les 
hommes ou les femmes dans !'industrle. C'est ainsi, par 
exemple, que des ~tudes ~conomiques de ce genre, relative
ment au probillme des fluctuations dans les affaires, permet
tent d'attendre une contribution directe a la stabilisation de 
I'emplol. 
La psycholgie pourra apporter une contribution consld~rable. 
comme I'ont montr~ les ~tudes faites sur la fatigue et I'emploi 
des tests pour la determination des aptitudes (choiXl' du 
m~tier, attribution des taches). Pouvons-nous attendre de la 
psychologle une contribution fondamentale plus ~tendue, en ce 
qui conceme notre ~tude des relations? Comment Ilouvons
nous amener les savants a accomplir oeuvre collective? Cette 
dernillre id~e a ~t~ exprlmee par Ie professeur Patrick Geddes, 
dans I'lntroduction de son ouvrage ''The Coal Crisis and the 
future", oil. 11 plalde en faveur de la collaboration des trois 
disCiplines physique, blologique et soclale, a r~aliser dans ce 
qu'U .allpelie une "mobilisation des esprits". 
Les deliberations sur ce sujet devront examiner la contribution 
de la sociologle et de I'~conomle, celie de la psychologle, et 1es 
relations r~clproques de ces sciences. 

I!I'FIITS DE L'O~OANISATION SCIENTIFIQUl! l!T DE LA ~ATIONA
LiSATION S~ LI!S ~l!LATiONS INDUST~Il!LLl!S. 
Tous les pays du monde ~tudlent les proced~ et les methodes 
de I'organisation sclentiflque et de 1a rationalisation. Ces 51 
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divers groupes se differenciant par un degre plus ou moins 
eleve d'adresse professionnelle. La situation du consomma
teur, la mesure dans laquelle Ie service du groupe des 
acheteurs occupe un role preponderant dans I'entreprise, de 
meme que Ie caract~re particulier de ce service, influencent 
Ie profit et Ie salaire, affectent meme, plus fondamentalement, 
la qualite et Ie type ideal du travail et determinent ainsi Ie 
"s tat u s" du travailleur et la possibilite qui lui est offerte 
de manifester une activite creatrice. En outre, Ie "manage
ment", I'administration d'une entreprise, tendant a devenlr 
une tache essentiellement professionnelle, qu'll serait faux 
d'identifier exclusivement avec Ie groupe des employeurs ou 
avec Ie seul controle capitaliste, les "managers" (directeurs ou 
administrateurs d'entreprises) finissent par former un nouveau 
groupe relie, d'une part, aux salaries et, d'autre part, aUK 
employeurs et aux possedants, ce qui semble evidemment 
devoir susciter une nouvelle perspective dans Ie domaine des 
relations. Enfin, II y a encore les groupements natlonaux, qui 
ont leur existence a I'interieur de la vie economique et qui, eux 
aussi, ne sont pas sans exercer leur influence sur les relations 
humaines. Quels principes et quels points de vue relatifs aUK 
relations entre toutes les categories de la communaute indus
trielle nous sont-i1s reveles par I'analyse de ces groupements 
ou par celles des autres groupes dont Ie reseau complexe 
s'etend sur toute l'lndustrie? Comment les groupes se com
portent-i\s en fait? QueUe influence exercent-i1s, dans certains 
cas, sur la direction des entreprises afin d'obtenir une juste 
reconnaissance des etres humains et de proteger I'homme et 
la societe contre les maux causes par la mecanisatlon et par 
Ie contrOle capitaliste impersonnel? Pour citer encore Miss 
Pollett: "Nous avons besoin", ecrit-elle, "d'une technique des 
relations humaines fondee sur la preservation de I'intl~grite de 
I'individu." Comment les groupements existant en fait dans 
I'industrie affectent-i1s aujourd'hul cette integrlte de I'Individu? 
La formation de groupes constituant I'une des consequences 
necessaires de la grande industrle, comment ces groupes peu
vent-lis etre relies entre eUK de mani~re a servir a la pr~ 
servation de I'individu et a accroitre pour lui la posslbillt6 
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LA CONTRIBUTION DES SCIENces SOCIALES AUX ReLATIONS 
INDUSTRleI.LES. 
Les discussions pr~cMentes supposent la conception selon 
laquelle II convient d'utillser les m~thodes scientifiques pour 
aboutir a une plus grande compr~hension des relations hu
maines dans I'industrie. On peut esp~rer que Ie d~veloppement 
des sciences sociales servira grandement cette fin. La socio
logie et les disciplines ~conomiques traversent actuellement 
une p~riode transitoire, la transformation des conditions venant 
battre en breche les anciennes tMories. Les investigateurs 
modernes, dans ce domaine, se consacrent de plus en plus it 
I'analyse des situlltlons et des tendances sociales ou ~cono
miques qui leur paraissent constltuer l'indispensable pr~con
dition de toute th~orie. Les donn~es ainsi recueillies trouvent 
leur application dlrecte dans les conditions Int~ressant les 
hommes ou les femmes dans l'indu!itrie. C'est ainsi, pat 
exemple, que des ~tudes ~conomiques de ce genre, relative
ment au probl~me des fluctuations dans les affaires, permet
tent d'attendre une contribution directe a la stabilisation de 
I'emplo!. 
La psycholgie pourra apporter une contribution consid~rable. 
comme I'ont montr~ les ~tudes faites sur la fatigue et I'emploi 
des tests pour la d~termination des aptitudes (choix!' du 
m~tler, attribution des taches). Pouvons-nous attendre de la 
psychologle une contribution fondamentale plus ~tendue, en ce 
qui concerne notre ~tude des relations? Comment pouvons
nous amener les savants a accomplir oeuvre collective? Cette 
dernl~re Id~e a ~t~ exprim~e par Ie professeur Patrick Geddes, 
dans I'introduction de son ouvrage ''The Coal Crisis and the 
future", o~ U plalde en faveur de la collaboration des trois 
di5clpllnes physique, blologique et soclale, a r~aliser dans ce 
qu'U .appelle une "mobilisation des esprits". 
Les d~lIb6rations sur ce sujet devront examiner la contribution 
de la sociologle et de I'~conomle, celie de la psychologie, et les 
relations r~ciproques de ces sciences. 

fl'1'f!TS Dil L'OROANISATION SClfNTll'lQUIl Jrr Dil LA RATIONA. 
USATION SUR LIlS RIlLATIONS INDUSTRIl!LLI$. 
Tous les pays du monde ~tudient les procM~ et les m~thodes 
de l'organlsatlon scientiflque et de la rationalisation. Ces 51 
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deux aspects de la vie industrielle moderne repondent au 
besoin d'une meilleure organisation de I'activite economique. 
De quelle mani~re leur evolution semble-t-elle devoir affecter 
les relations industrielles? 

L'OPINION PUBLIQUf! fT LES ReLATIONS INDUSTRleLLes. 
Dans quelle mesure existe-t-i1 une opinion publique sur ce 
sujet? A quel point Ie public est-II reellement conscient de sa 
responsabilite en tant que consommateur? II semble qu'i1 vaille 
la peine d'examiner comment I'opinion publique peut etre 
eduquee et de queUe falton une opinion renseignee et eciairee, 
dans Ie public, pourrait etre amenee a exercer une influence 
sur les relations industrielles. Ce point parait offrir, en con
sequence, un sujet tout indique pour un expose durant Ie Con
gr~s. Le but de cet expose sera de souligner la responsabilite 
du public et d'enumerer les nombreuses possibilites selon 
lesquelles ce dernier peut se montrer utile a I'_amelioratlon des 
relations humaines dans I'industrie. 

Les ReLATIONS DANS L'eNTRePRlse INDUSTRleL. 
Le titre de cette rubrique suffit a la definir. On propose de 
la> traiter au double point de vue du travailleur et de la gestion 
et de prendre specialement en consideration la question des 
conseils ouvriers. Les discussions en petits groupes, proposees 
au programme, offriront egalement un champ considerable a 
l'examen des questions soulevees par ce sulet. 

DISCUSSIONS eN PfTlTS QROUPES (TABLES RONDES). 
On a l'intention d'organiser des discussions en petits groupes 
sur les trois sujets respectifs suivants: 1. I'education; 2. I'or
ganisation du personnel et de I'emploi; 3. recherches dans Ie 
domaine des relations industrielles. Chacun des groupes deli
berants aura trois seances. Le but poursuivi sera de mettre 
en lumi~re les probl~mes et les experiences representes par 
les differents membres et d'elaborer en commun I'application 
de quelques-unes des idees generales developpees au cours 
des exposes. 
Quant au Resume final, II aura pour but de formuler les re
sultats essentiels des deliberations du Congr~s, I'examen et 
I'accroissement de ces resultats devant a leur tour servir de 

52 base au developpement et au trava!l ulterieurs de l'Association. 



ERLAUTERUNGEN ZUM KONGRESS-PROGRAMM 
DiE FOLGENDEN ERLA.UTERUNGEN ZUM PRO GRAMM DES KON
GRESSES VON 1928 WURDEN ALLEN TEILNEHMERN, REFERENTEN 
UNO VERHANDLUNGSLEITERN ZUGESANDT, UM GEGENSEITIGE 
VERSTANDIGUNG UND EINHEITLICHKEIT IN DER BEHANDLUNG 
DER KONGRESSTHEMEN ZU ERZIELEN. 

Als die Vereinigung fUr ihren ersten Kongress das Thema 
"Orundiegende Beziehungen zwischen aUen an der Industrie 
beteiligten Oruppen" wahlte, wurde sie von dem Wunsch ge
leitet, die Entstehungs- und Daseinsbedingungen ieder Gruppe 
zu untersuchen und zu bestlmmen, den industrieUen Krelsen 
elne vertiefte Kenntnls ihrer reiativen Bedeutung zu vermitteln 
und das Bewusstseln ihrer inneren Verbundenheit zu wecken. 
Wlr sind der Ueberzeugung, dass die Aussprache iiber dieses 
bedeutsame Thema zu grosserer Kiarhelt iiber die Vereinigung 
filhren wird, dass slch neue ProblemsteUungen ergeben werden. 
die spliteren Kongressen und Tagungen zur Diskussionsbasis 
dlenen konnen. Der Kongress wird femer durch die Wahl 
eines solchen Themas die Hauptfunktion der Vereinigung er
welsen: ein Forum der freiwiUigen Verstandigung aUer an der 
Industrle betelligten Gruppen zu bllden. In der Vereinigung 
stehen sle nlcht In dem VerhaItnis zueinander, das in der 
Industrie massgebend 1st, und das zumeist durch Interessen
konfllkte bestimmt wird - sondem als Individuen, die slch auf 
gemelnsamem Boden treffen und gewilit sind, iiber das Wesen 
Ihrer Beziehungen zusammen nachzudenken. Sie sind hler 
nlcht nur Beobaehter, die der Wirkllchkelt des Wirtscbafts
lebens femstehen, sie sind nicht Oeschaftsleute, die durch Ihre 
wlrtschaftliche Tlitigkelt so stark in Anspruch genommen sind, 
dass sie ihre Umwelt nleht mehr beurteilen konnen. Man 
konnle sle mit den Worten elner modemen amerlkanischen 
Sehrlftstellerln, Miss Mary Follett "Beteiligte Beobaehter" 
nennen, die auf Orund eigener Erfahrungen Gedanken ent
wlckeln iiber die Herbeifiibrung befriedigender Beziehungen. 
Wirkungsmogllehkeiten, Ziel und Interessengebiete der Ver
einigung ergaben sleh bereits aus den Verhandlungen des 
Vlisslnger Kongresses, und unser jetziges Programm 1st ber
vorgewachsen aus einer Zusammenfassung der auf dem Kon-
gress vorgebrachten Ideen und Probleme. Letztere sind In . 53 
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der Einleitung zu dem Bericht ilber den Vlissinger I<ongress 
noch einmal dargelegt und formuliert worden. Die von den 
I<ongressteilnehmern mitgeteilten Erfahrungen haben erwiesen, 
dass das Verstandnis filr den Einfluss der Industrie auf mensch
lithe VerhaItnisse allgemein erwacht ist. 
Die Industrie hat sich im letzten Jahrzehnt rapide entwickeIt. 
Sie hat uns gewissermassen ilberrumpelt. Der Einzelne kann 
diesen Prozess nicht mehr allein interpretieren; Erfahrungen 
milssen zusammengetragen und ihre Bedeutung gemeinsam von 
Menschen untersucht werden, die sozial eingestellt und ent
schlossen sind, in ihrem personlichen Leben und in ihrer Arbeit 
jederzeit filr die menschlichen Interessen einzutreten. wenn 
dlese mit den Forderungen einer mechanisierten Industrie in 
I<onflikt geraten. 
Das I<ongressprogramm besteht aus zwei Hauptteilen: Vor
trage, in denen die Grund-Ideen dieses weitgefassten Themas 
dargelegt werden sollen, und Aussprachen "am runden Tisch", 
in denen die Mitglieder, die ganz verschiedene Aufgaben 1m 
Wirtschaftsprozess zu erfilllen haben, gemeinsam ilber die 
Anwendungsmiiglichkeiten dieser allgemeinen Grundlagen und 
iiber ihre Bedeutung filr die Praxis diskutieren kiinnen. 

Ehe das eigentIiche Thema behandeIt wird, sollen am ersten 
Vormittag Berichte 1 aus den verschiedenen Landern erstattet 
werden, die zeigen, wie die grundlegenden Beziehungen in der 
Industrie beeinflusst werden durch 1.) Zusammenarbeit inner
halb und zwischen den verschiedenen Gruppen in der Industrie, 
2.) Berufserziehung und Ausbildung in allen Gruppen, 3.) Per
sonal- und Einstellungswesen, 4.) wissenschaftliche Betriebs
filhrung, 5.) Berufspsychologie, 6.) Berufsberatung. Aus diesen 
Darlegungen und den umfassenderen Berichten, auf die sie 
sich stiitzen, wird sich Material fiir die Aussprache nach den 
Vortragen und filr die Sitzungen "am runden Tisch" ergeben. 
In allen Teilen des Programms versuchen wir die grund
legenden Gedanken in Beziehung zu setzen zu den Zustlinden 
und Problemen, die die moderne Industrie in den verschiedenen 
Landem zeitigt; oder anders ausgedriickt, wir versuchen, aus 
den Erfahrungen der einzelnen Lander ilber den Einfluss der 

54 1 Ver6Hentllcht 1m 1. TeU des Kongressberlchtes von Cambridge. 
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modernen Industrie auf die Menschen zu bestimmten Richt
linien zu gelangen. 

DI!R KOLLI!KTIVI! OI!DANKI! (THI! COLLI!CTIVI! IDI!A): I!INI! BI!
TRACHTUNO ZUR PHILOSOPHII! UNO TI!CHNIK OI!MI!INSCHAl'T
L1CHI!N DI!NKI!NS. 

Wenn wir dieses Thema an die erste Stelle setzen, bereiten wir 
uns fUr den Kongress, die folgende gemeinsame Arbeit und die 
Aussprache in der Vereinigung vor; gleichzeitig werfen wir 
die I'rage auf, wie alle Zweige und Oruppen der Industrie sich 
zu gemeinsamem Handeln und Denken zusammenfinden kon
nen. Das Thema zerflillt in zwei Teile: 1.) Betrachtung iiber 
die Orundlagen und Technik gemeinsamen Denkens, 2.) Prak
tische Erfahrungen bel Versuchen zu einer Verstlindigung 
zwischen den verschledenen Oruppen. 
Wenn wir die Orundlagen und Technik gemeinsamen Denkens 
zu entwickeln suchen, wollen wir die I'rage klliren, "wie" 
Oruppenzusammenarbelt zu erzielen ist, sowle dies z.B. Ora
ham Wallas versucht, wenn er in seinem Werk "Unsere soziale 
Erbschaft" (Our social Heritage) sagt: "Das Ideal wahrer 
geistiger Zusammenarbeit, bel der die Menschen ihre wechsel
seltlgen Beobachtungen vereinen und vergleichen, die Nor
schUige der anderen logisch durchdenken und jedem Mitglied 
einer geistlgen Arbeitsgemeinschaft den Tei! einer vlelseitlgen 
Aufgabe zuweisen, fUr dessen Bearbeitung er durch Begabung 
und Vorbildung am besten geeignet ist - dieses Ideal wird auch 
jetzt noch seiten verwirkllcht." Wenn die Oruppe die natlo
nalen Orenzen iiberschreitet, Vertreter vieler VOlker und 
Rassen umfasst, wle dies heute besonders in den Vereinigten 
Staaten In vlelen Zweigen der Industrle der l'al\ ist, so ge
staltet slch das Zusammenarbelten vlel komplizierter. Trotzdem 
sind Weltarbeitsgemelnschaften filr das Wirtschaftsleben jetzt 
eine Notwendigkeit, da die Verflechtungen 1m Wlrtschaftsleben 
die Welt umspannen. 
Die Betrachtungen der grundlegenden Beziehungen in der In
dustrle verlangen eln Studium der Methoden, nach denen wlr 
gemelnsam denken k6nnen. "Was uns heute am meisten fehlt", 
sagt Mary I'ollett in "SchOpferische Erfahrung" (Creative 55 
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Experience 1, "ist eine genaue obiektive analytische Unter
suchung der menschlichen Beziehung.... Aber wir wolJen 
mehr als diese Erfahrung analysieren, wir wolJen sie uns 
nutzbar machen .... Wir brauchen vorurteilslose, beteiJigte 
Beobachter, die unermiidJich Versuche ansteIJen, Ergebnisse 
aufzeichnen und sich bemiihen, das Zusammenwirken mensch
Hcher Krafte in Industrie und Handel, in gesetzgebenden 
Korperschaften und Verwaltungsausschiissen, in Gewerk
schaften und Betriebsausschiissen fruchtbar zu gestalten." 
Es ist nicht notig, dass ein Experiment bewusst als solches 
gemacht wird; iede Erfahrung, die sich auf ein bestimmtes 
Problem bezieht, ist - wenn sie sorgfaltig niedergelegt und 
analysiert wird - fiir die Untersuchung verwertbar. Daher 
wird der zweite Vortrag des ersten Tages eine Analyse der 
Erfahrungen sein, die bei Versuchen zur Herbeifiihrung von 
Vereinbarungen zwischen den einzelnen industrieJIen Gruppen 
gewonnen wurden. 

DIB. INDUSTRIBLLBN ORUPPBN: IHR WBIWBOANo, IHRB ~N
ZBICHBN. IHRB TABTIOKBITBN. 

Die Konflikte. die das wirtschaftIiche Leben storen. entstehen 
meist zwischen Gruppen und nich! zwischen Individuen, selbst 
wenn die einzelnen Fiihrer einen starken Einfluss ausiiben. Der 
Fortschritt beruht zumeist auf einem Wechsel in der bewussten 
Haltung der Gruppen oder in der Art ihrer Beziehung. Eine 
scharfe Analyse der "Beziehung" muss aufgebaut werden auf 
einer Analyse der Bedingungen, Bediirfnisse, oder gemeinsamen 
Interessen, die zur Gruppenbildung in der Industrie und weiter
hin zur BiJdung von Organisationen Anlass geben. Die 
weitgehende Arbeitsteilung fiihrt innerhalb der Arbeitnehmer
schaft zur BiJdung von Berufsgruppen mit verschiedenen 
Graden des Fachkonnens_ Die SteJIung des Konsumenten, die 
Frage, wie weit die Befriedigung der Wiinsche der Konsu
menten richtunggebend fiir die Ziele des Handels wird und fiir 
die Ausgestaltung des Dienstes fiir den Konsumenten. beein
flusst Gewinn- und VerdienstmogJichkeiten, und beeinflusst in 
noch hOherem Masse QuaJitat und Standard der Arbeit, be
stimmt das Berufsniveau des Arbeitnehmers und die ihm ge-

56 I Selte II und 11. 
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botene Moglichkelt zur schopferischen Arbeit. Da sich ausser
dem die Tendenz zeigt, die Betriebsleitung (management) zu 
einer besonderen beruflichen Funktion zu gestalten, die weder 
ausschliesslich mit der Tiitigkeit der Arbeitgebergruppe, noch 
mit der Funktion der Kapitalisten zu identifizieren ist, so 
bl\den die Betriebsleiter eine neue Gruppe, die einerseits Be
ziehungen zu den Arbeitnehmern, anderseits zu den Arbeit
gebern und den Kapitalisten hat; offensichtlich entsteht hier 
eine ganz neue Form von Beziehung. Schliesslich uben die 
natlonalen Oruppierungen im Wirtschaftsleben einen Einfluss 
auf die menschlichen Beziehungen aus. Lassen sich tiefer
liegende Zusammenhiinge und Leitideen aufdecken durch eine 
Analyse der Beziehungen zwischen den ,am Wirtschaftsleben 
beteiligten Oruppen und anderer Oruppenbildungen, die im 
vielverschlungenen Oewebe der Industrie bestehen? Wie wir
ken die Oruppen wirklich aufelnander? Welchen Einfluss uben 
sie 1m einzelnen aus auf die leitenden Stell en, in der Richtung 
der Wilrdigung des Menschen und des Schutzes der Menschen 
und der Oesellschaft vor den Schiiden der Mechanisierung und 
der unpersonllchen kapitaIistischen Machtentfaltung? 
Miss Follett sei noch elnmal zitiert: "Wir brauchen elne Tech
nik menschllcher Beziehungen, die slch auf die Erhaltung der 
Integritlit des Individuums grundet". Wle konnen wir die 
Orupplerung In der Industrie feststellen. die diese Integritlit 
des Individuums geflihrden? Zugegeben, dass die Industrielle 
Oruppenblldung eine unvermeldllche Beglelterschelnung der 
Massenproduktion 1st, wle konnen diese Qruppen so zuelnander 
In Bezlehung gebracht werden. dass sie ein Mittel werden, urn 
das Individuum zu schiltzen und ihm erweiterte Moglichkeiten 
~r elne befriedlgende Lebensfilhrung zu bieten? 

DeR. BeITRAG DeR. SOZIALWISSI!NSCHAl'T ZU DeN INDUSTRII!U.I!N 
Bl!ZII!HUNOI!N. 

Die vorhergehenden Ausfilhrungen gehen von der Voraus
setzung aus, dass wlssenschaftliche Methoden angewandt 
werden mussen, urn das Verstlindnis filr menschliche Bezio
hungen in der Industrle zu erhOhen. Die Entwicklung der 
Sozialwissenschaften kann viel zur Erreichung dieses Zieles 
beitragen. Soziologie und Nationalokonomie machen augen-' 57 
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blicklich eine Wandlung durch, well die alten Theorien in 
Widerspruch zu den verlinderten Bedingungen des Wirt
schaftslebens geraten. Die jiingeren Schulen konzentrieren 
ihre Untersuchungen auf die Aanalyse sozialer und wirtschaft
licher Zustlinde und Entwicklungstendenzen; sie erblicken in 
diesen Vorstudien eine Vorbedingung fiir die Aufstellug von 
Theorien. Die Ergebnisse solcher Untersuchungen nehmen 
unmittelbar Bezug auf die Bedingungen, unter denen Ar
beiter und Arbeiterinnen in der Industrie beschliftigt werden; 
von volkswirtschaftlichen Studien, wie zum Beispiel der Unter
suchung iiber das Problem der Konjunkturschwankungen kann 
ein unmittelbarer Einfluss auf die Stabilisierung der Beschlif
tigung erwartet werden. 
Die Psychologie spielt gleichfalls eine hervorragende Rolle; 
dies gilt sowohl fiir die Untersuchungen iiber die Ermiidung, 
wie z.B. fiir die Anwendung psychologischer Priifungsmethoden 
bei der Berufsberatung und Arbeiterauslese. Konnen wir von 
der Psychologie eine weitere Forderung unserer .Studien iiber 
die Beziehungen in der Industrie erwarten? Wie konnen wir 
ein Zusammenwirken der Vertreter verschiedener Wissen
schaften erreichen? Professor Patrick Geddes erortert diesen 
Gedanken in der Einleitung zu seiner Arbeit "Die Kohlenkrise 

. und die Zukunft" (The Coal Crisis and the Future); er befiir
wortet darin die Zusammenarbeit der physikalischen, biologl
schen und sozialen Wissenschaften "zur Mobilmachung der 
Geister". 
Das fiir dieses Thema vorgeschlagene "Symposium" soli das 
Zusammenwirken der Volkswirtschaftslehre, Soziologie und 
Psychologie behandeln, sowie die "Zielverbundenheit der Wis
senschaften". 
AUSWIRKUNO OER WISSENSCHAl'TLICtreN BETRIEBSI'UEHRUNO 
UNO OER RATIONALISIERUNO AUI' OIl! INDUSTRIELLEN BEZIE-
HUNOEN. . 

Alle Under der Welt beschliftigen sich jetzt mit Fragen der 
wlssenschaftlichen Betriebsfiihrung und Rationalisierung. Der 
Grund hierfiir liegt in der Notwendigkeit einer besseren Or
ganisation und Gestaltung der Arbeit. Wie wird diese Ent
wicklung die industrlellen Beziehungen voraussichtlich beein-
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DIB OBl"l"BNTLlCHB MBINUNO UNO DlB INDUSTRIBLLBN BBZre. 
HUNOBN. 

Wle welt glbt es wlrklich elne offentliche Melnung iiber diese 
I'rage? Wie welt 1st sich das Publikum seiner Verantwortung 
als I(onsument bewusst? Es ware der Miihe wert, festzu
stellen, wie welt die offentliche Meinung bildungsflihig ist, und 
wle weit ein aufgeklartes und gut informiertes Publikum einen 
Einfluss auf die industriellen Beziehungen ausiiben kann. Dies 
ware daher eln geelgnetes Thema fiir einen offentlichen Vor
trag wlihrend des I(ongresses. Sein Zweck ist, das Verant
wortungsgefiihl des Publikums zu starken, und die Wege zu 
weisen, auf denen es menschliche Beziehungen In der Industrle 
bessern kann. 

BBZIBHUNGBN INNeRHALB. DI!S INDUSTRIBLLI!N UNTBRNI!HMf.NS. 

Der Sinn dleses Themas 1st ohne welteres klar. Das Thema 
soli sowohl vom Standpunkt der Arbeitnehmers, wle von dem 
der Betrlebsleltung behandelt werden, mit besonderer Be
rilckslchtigung der Betrlebsrate. Ole In Aussicht genommenen 
Sltzungen "am runden Tisch" werden auch Moglichkeiten zu 
niiherem Elngehen auf die slch hieraus ergebenden fragen 
bleten. 

AUSSPRACHI!N "AM RUNDBN TISCH". 

Es besteht die Abslcht, drel Aussprachen "am runden Tisch" 
zu veranstalten iiber: 1.) Erzlehung, 2.) Personal- und f:1n
stellungspolitlk, 3.) Untersuchungen iiber industrlelle Bezie
hungen. Jede dieser Sektionen wird drei Sitzungen ahhalten. 
fur Zweck ist, Probleme und f:rfahrungen, die von den Teil
nehmern vorgebracht werden, zu klaren und gemeinsam aber 
die Anwendbarkelt der grundlegenden Gedanken, die In den 
Vortrligen entwlckelt worden sind, zu berateD. 

ZUSAMMI!Nl"ASSeNDBR SCm.USSBBRICHT. 

Dieser soli elne Uebersicht der wichtigsten f:rgebnlsse der 
I(ongressverhand!,ungen erbringen; die fortfiihrung und Ver
tiefung dieser fragen wird den Inhalt der kilnitigen Arbelt der 
I. R. I. bilden. 
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GROUPS IN INDUSTRY 

THEIR ORIGIN, CHARACTERISTICS AND ACTIVITIES 
BY C. DELISLE BURNS. M. A .• D. Lit .• 

Author of "lnduatry and Civilization" 

J hope that what J say will be regarded simply as an op
portunity for discussion. I feel the very greatest hesitation 
In speaking to you about industry, because you know much 
more about it than I do. I am simply an outside observer. 
I have my suspicions. I think I know the worst, and I hope 
for the best, but I cannot tell. You must tell me whether my 
suspicions are confirmed by facts. 
The subject-matter that I have mind is p s y c hoi 0 g I c a I. 
There are certain factors In industrial life which seem to me to 
be somewhat neglected both by students and by those who have 
to produce goods and distribute them. These psychological 
factors show themselves in associations such as Trade Unions, 
In Institutions such as the pecUliar habit of paying wages 
once a week and In mental sets or attitudes adopted by whole 
groups of men. One of the most peculiar of these sets or 
attitudes is that adopted by the business man, a most peculiar 
person who calls his opinions "common sense", but who is really 
encased In a certain tradition of economic language, and so 
completely that in some cases he cannot see the facts. The 
whole of industry seems to me to be affected by the dis
tinction between groups of men who do not recognize that 
their attitudes are not essential to man as man, but are the 
results of certain peculiar experiences that they and their 
groups have gone through. Because these almost accidental 
sets or impulses or tendencies in certain groups of men are 
not recognised, we have friction, we have what Is sometimes 
called unrest, we have problems of discontent, with which men 
try to deal by giving higher wages, although the real cause 
of the discontent Is much deeper down than the mere lack of 
Income. The fallure In solving such problems arises from the 
lack of the recognition that there are these psychological sets 
or attitudes; and yet the problems themselves cannot be under
stood without reference to what has been called horm~ or the 
impulsive tendency to work. Psychological sets are the results 63 
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of certain quite obvious circumstances in which the modern 
world produces its potatoes and bread, distributes its goods, 
and consumes them. Groups of Iikeminded persons, such as 
Trade Unions, and the wider groups that include all those 
occupied in a trade even if they do not belong to a Trade 
Union, are formed partly by the influence of the same envIron
ment or circumstances on individuals, and partly by the in
ter-action between the individuals within the same circum
stances. 
I am assuming that a group is a mental fact, and that a group 
can be formed by the pressure of the same circumstances upon 
the mind of individuals. Circumstances are affecting us now. 
We are not only men, pure and simple. There is not any such 
thing as a human being, pure and simple. At this moment, we 
are people in the middle of a library, with brown wood around 
us and imitation Gothic decorations; and that is affecting us all. 
But besides that, each of us is affecting the other. There is an 
inter-action between the persons who are within the same 
circumstances, especially in industry, where very often the work 
of one man is dependent upon the work of the other man. 
Very often the work of a girl at one bench is affected, apart 
from the fact that she knows her work is to be continued, 
by the mere presence of another girl at her elbow, talking to 
her about dress, theatres, dancing or anything else. There Is 
therefore an inter-action forming the group as well as the 
pressure of similar circumstances. 
I propose to omit ancient history. There are In contemporary 
life survivals of an ancient situation, but I propose to em
phasize only those factors in group life in industry which are 
significant for our time. 

The first of these is I a r g e-s c a I e mac h I n e r y. Of course, 
this is not true of agriculture and of some sections of Industry. 
It is true of engineering, ship-building, cotton-spinning, bis
cuit-making, and of all kinds of Industry in which the scale 
·of the tool used by the worker in industry is much bigger 
than the size of a man. There is a very great difference 
between the tool of a writer and the tool of a shipwright, 

64 or even of a cott('n operative, which Is a vast apparatus of 
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machinery In the midst of which there is a little person 
tending it. 
That is new, and that has created in human beings a new 
attitude. The new attitude is appreciated much more keenly 
by the artists, the literary men, the poets, than by the scientific 
psychologists. You will find it, for exam~e, in Kipling's 
"McAndrew's Hymn", and in Butler's "Erewhon", where he 
speaks of the enslavement of man to machinery. There really 
Is in the modern world a certain set or .attitude, in which 
great numbers of workers are affected by the presence of an 
immense tool to which they become, as it were, attendants. 
I myself have listened during the Railway Strike of 1919 at 
meetings of the locomotive drivers standing off from their 
work; and the way they talked of their engines was psy
chologically most interesting. They were almost· pathetic, 
thinking of their engines. Those poor engines were going 
cold and would not be fed for so many days. The tool had 
become alive. Similarly, from my talk with ordinary workers, 
I get the Impression that they feel dwarfed, not by capitalism 
but by large-!!,cale machinery. 
Secondly, one of the great psychological factors in the workers' 
minds is due to the rhythms of co n temp ora ry in
d u s try. Again, I am not referring to agricultural or domestic 
work. I am not referring to small-scale but to large-scale In
dustry. The rhythms of contemporary industry are exceedingly 
regular, exceedingly repetitive. That is to say, there is a con
tinual repetition of the same process, day after day, week after 
week, year after year; and the rhythm Is therefore regular. Buf 
human beings are not regular In their rhythms. Everybody 
knows that on one day he is up, on another day he Is down: 
In' one five minutes he may be in heaven, the next In hell. 
That 'is to say, a real human being has these varieties of 
experience. The man who has no variety of rhythms Is no 
human being; he is a machine. Again, the rhythms of a 
woman's life are different from those of a man's life; and 
the rhythms of an adolescent's life are different from those 
of an adult's life. But there is no recognition of this in the 
regulation of contemporary Industry. The productive system 
depends for Its efficiency upon a hard, monotonous rhythm. 65 
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which is felt as monotonous when it becomes conscious. 
But for great numbers of people in industry, the regularity is 
not consciously perceived. I have spoken to Post Office sorters 
whose work is not merely mechanical, because they have to 
read the addresses on the letters; but they can sort these 
letters without a single mistake and yet continue a political 
argument with the person across the table. Similarly girls in 
match factories can do repetitive work, and so long as they 
are not conscious of it, so long as it is mechanised, psychol
ogically the mind is free and they can converse even in the 
noise of a great factory about the most subtle things. Similarly 
conversation may occur even where the noise is immense and 
absurd, a monstrous thing. The curse of modem life is that 
we have exchanged the smells of the Middle Ages for the 
noises of the twentieth century; but we modems do not feel 
noise as we should, because we are already half dead, most 
of us. But in any case, in the midst of this noise, where you 
have steel being cut and riveting going on, a quiet conver
sation can be carried on under their breath between two men 
about painting, about drawing, about architecture. My point 
is that the mechanism does not affect people until it rises to 
the conscious level and they therefore feel resistance to It. 
With that is connected what psychologists call day-dreaming. 
Where there is no possibility of conversation in a mechanical 
occupation, the mind tends' to day-dream; and in such oc
cupations you find extreme communism, extreme idealism of 
a religious kind and so on, because the mind is day-dreaming. 
You know perfectly well what day-dreaming is. It is a sort 
of running free of the gear; or in the mind one gear is working, 
the other is running free, In some industries you will find 
communism, and in others satisfaction with the state of 
things, largely because conversation is possible in the latter 
industries. ~ 
A third influence in the formation of mental attitudlls in lTOUPS 
of men is the wag e s s y s t e m, which is a peculiar institution 
of comparatively recent date, a substitution for slavery, in some 
ways more effective and in some ways more dangerous. It Is 
a system that has not been studied psychologically, because 

66 economists are the only people who have really looked at it, 
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and economists do not understand human beings. They talk 
about natural laws, which are quite excellent things, like 
gravitation, but are not psychologically of very great Im
portance. 
The wages system Is peculiar because it gives people short 
views and uncertainty of the future. Those are the two 
significant effects of this system upon all groups of manual 
workers. Watch charwomen waiting in a line to be paid on 
the Saturday morning. Watch men waiting at the pay-desk In 
an engineering works or anything of that kind. 
rlrst of all, the wages sheet Is an abomination. It Is mechan
Ised so that every man is simply an Item, No. I, No. 2 and 
so on. Of course, if certain men have to· go from a works, It 
is the wages sheet that decides. rive are crossed out at the 
top of the sheet or at the bottom. There Is no distinction 
between such men; they are only Items on a sheet. 
Secondly, If you get your income in very small quantities at 
short intervals, It Is natural that you should never be able 
to take long views. The scale of your thinking is shortened, 
But it affects politics and domestic life, if men think in terms 
of weeks and cannot think in terms of years, still less in 
terms of ten years. 
Who among the workers envisages what the economic situation 
will be In ten years' time? It Is the immediate week that 
matters, because of the small quantities paid at short intervals. 
I am not suggesting any alternative. I am simply saying that 
the wages system Is a psychological fact of very great 
Interest. 
Then uncertainty. In many sections of Industry, if not in 
railways, the wages system also Implies uncertainty at the 
end of the week. This week may be the end of your job; or 
In another fortnight you may fall Into the slough of unemploy
ment as your fellows have fallen this week. 
The wages system therefore means a short view, and uncer
tainty of tenure, and therefore a certain social malaise. I do not 
mean revolution, • but just malaise, discomfort spreadiug very 
far, and put down to all kinds of different causes but really 
due to an Institution which is called the wages system. 
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Such are the general facts in contemporary environments pro
ducing the manual workers' outlook or state of mind. There 
is a group of manual workers; but the groups within this 
general class of manual workers differ very much. There 
are particular circumstances and particular interconnections 
between sma II erg r 0 ups s u c has c 0 a I min e r s, 
railway men, cotton spinners and so on. 
Each of these have their own peculiarities of environment, 
making their peculiarities of outlook. The skill of management 
consists in not treating a coal miner as you would treat a 
railway man. The difficulty in getting industrial problems 
solved by politicians is precisely that politicians do not 
recognize that it is useless to treat a railway man as you 
would treat a coal miner, or a coal miner as you would a cotton 
spinner. 
Let us take examples of different groups. Coal miners in 
most places live isolated from the rest of the community. 
They live around the pits.- They do not meet people who are 
not connected with their own industry. For them the outer 
world simply does not exist. It is outside the horizon of their 
vision. The consequence is that coal miners are very difficult, 
when they have a grievance, to bring to a discussion even of 
that grievance. They think you ought to understand It, and 
they cannot explain it. Their terminology is a terminology 
which explains things to coal miners but makes the situation 
unintelligible to anyone outside the coal industry. 
On the other hand railway men are very amenable to dis
cussion and can express themselves very well, because the 
rallway industry Is continually in contact with the persons it 
serves. They are up against the public, the other part of the 
community. The coal miner never sees the man who bums 
his coal. The railway man: sees the man who travels in his 
train. These Industries differ in the closeness of the grouping. 
Some groups are much more open to permeation from the 
outside; other groups are much more closed, tight and un
changing. But even they can be affected. Wireless, for 
example, and elementary education are breaking down the 
Isolation of the coal districts. You can see it. I do not know 
foreign coal districts, but in England the cap of the coal miner 
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and the whippet dog are going. The old-fashioned Idea that 
woman is simply a slave for getting any meals at any hour 
of the night or morning is going. The younger coal miners 
tell me that the girls they want to marry make it a condition 
that if they marry they shall have two evenings a week entirely 
to themselves, and secondly that there shall be no meals 
during the night required to be cooked. Such conditions are 
due partly to the cinema, partly to elementary education,. 
Defences are being made by women against the enslavement 
which was taken for granted in the coal districts. The resistance 
against a lower standard of life in the coal districts is coming 
from the women. This is an indication of the sort of set~ 
which come about through external environment. 

With regard to In t era c t Ion between the persons in a parti: 
cular trade, It is a new thing in history that workers in a parti
cular trade should be close by in the same building, for great 
numbers of hours together, and all of them similarly occupied. 
1 am referring to what is usually called the factory system. The 
factory system has had a very great effect on the mental 
attitude of men In general. Its effects have spread over into 
the attitude of men outside the actual work of a factory. 
Por example, our modern conception of natural law is due 
probably to the machine age. It is the regularity of :~ 
machine that has given us the idea that the natural world is 
a large machine. It Is not. To suppose It so is a quite absurd 
philosophy; but the whole nineteenth century. believed we were 
In the centre of a factory among vast machines which we 
could only stand and admire, or tend and watch. 
This affected not simply the workers' mind but the mind of a 
time.. But the whole nlneteenth-century philosophy will dis
appear as soon as we begin to understand where the evidence 
comes from, from which we now get our philosophy of nature 
and the world. It comes from machines, from our own cre
ations. Similarly in the factory world, where men are working 
elbow to elbow, where you have fifty or ten thousand men 
coming out at the same hour from the same buildings, working 
at the same sort of Job, there you have a new form of social 
attitude. It is a coagulation of personalities and a greater 69 
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homogeneity among persons so far as their external habits 
are concerned. They all do the same things. They have 
meals at the same time. They eat the same sort of things. 
They dress in the same way, largely because of this working 
in great groups. 
This is Quite different from the Middle Ages and other times. For 
industry in modern times is bringing men together in 
homogeneous occupations which interlock, so that what I do 
is dependent upon what you do, - in engineering, for example. 
Such an experience gives people the opportunity of a very 
highly developed social attitude; but that opportunity so far 
has not been taken. However, In my opinion, the factory 
system is far in advance of the old medieval craftsmanship. 
That is heresy, no doubt, from the point of view of many 
writers; for they esteem more highly the Morris craftsman 
who makes the whole of a boot than a man in a big ship
building yard who has built part of the "Mauretania". How 
the Morris craftsmen propose to build the "Mauretania" In a 
back Yard, I do not understand. The "Mauretania" Is a pro
duct of modem industry, and the scale of the product of 
modern industry being immense, it gives men the sense of a 
power which is co-operative as opposed to a power which is 
individual. They have not grasped it yet, I admit; but It is 
beginning, especially among the more conscious workers. 
Co-operative power is immense; individual power nothing. 
Man is dwarfed, but men are exalted by the contemporary 
experience of large-scale products in which many men are 
working at the same lob, or, secondly and still more important, 
men are working into each other's hands. One man does the 
rIveting, another the carpentering, and so on; and the result 
is the ;'Mauretania" or any' large piece of carpet or any 
large amount of cotton goods or anything of that kind. Asso
ciation has become habitual, although the new type of asso
ciation is not yet consciously understood as contrasted with 
oid-fashioned co-operation which was the co-operation of 
separate craftsmen. 

Out of all these different sets and interactions and clrcum-
70 stances has come, as a natural and inevitable psychological 
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product, the Trade Union. The Trade Union is the result of 
psychological processes, mainly the desire for fellowship and 
the valuing of fellowship, - not the desire for more wages, 
nor for less hours, nor for the control of industry, - for nothing 
else but fellowship. That is the original basis of the Trade 
Union. 
The fellowship of the early nineteenth century, the primitive 
Trade Unionism, is changing. In the district that I know best 
at the moment, the Glasgow area, the situation has changed 
within the last three years. Three years ago, five years ago 
certainly, the attitude of the groups which we call Trade 
Union groups was different from what it is to-day. These 
Trade Unions during the late nineteenth century and just 
before the war were beginning to think in terms of control. 
They felt that they were "out of it"; that there was no place 
for them, and that they wanted to do their part in the ar
rangement of lathes, in establishing the position of the riveter 
and In fixing the amount of time the cotton spinner should 
spend on his particular job. 
That Is changing. It Is beginning now to be felt by the worker 
that "If the manager will leave me alone, I will leave him 
alone. Managing is one job; running your lathe is another 
Job. You must not come and tell me how to run the lathe; 
and I will not come and tell you how to run your office". 
On the other hand, the conscious persons In these groups are 
beginning to feel that the manager as well as the worker at 
the lathe or In the mill Is being moved by forces which he 
cannot control, and that he, too, the manager In industry, is 
a cog in the vast machine. He suspects that what runs the 
machine Is not the management In Industry, still less the man
agement in the shop, but ec 0 nom I cpo 111;: y. 
him speaking, of course, only of a very small, self-conscious 
group in Trade Unionism. Everybody knows that an ordinary 
Trade Union meeting, or local branch meeting, is not well 
attended. There are perhaps six or seven hundred members 
of the branch. Two will attend; both of them may be Com
munists; and that will be "the conscious mind". That is 
Inevitable; but that Is largely because the majority of people 
know that their votes make no difference. 11 
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I hesitate to touch on this. It is too big an issue. But the 
myth of voting is now disappearing even in political philosophy. 
The idea that one man has one vote, when obviously one man 
can swing the votes of hundreds of people by a chance phrase, 
is a fiction. The democratic fictions of the nineteenth century 
have to be examined psychologically. The workers are dimly 
conscious that what matters is not the arrangement of the 
work in the shop, but the continuance of the working of the 
industry to which they belong, which depends on forces out
side. Therefore what the conscious Trade Union worker now 
wants is control of economic poliey and a say In that control, 
not dabbling in shop management. 
What is really exciting the workers is general economic policy, 
and not particular management problems; because in currency, 
in export trade, in general problems of emigration and so on, 
the conscious part of the working population is beginning to 
see the fate which decides whether they shall have a job 
next or not. The old attitude is changing, but it is not quite 
changed enough for me to say that I can reach a conclusion. 
In the Glasgow area, in place of workers' control, what you 
hear of to-day is economic policy; and what men want is 
security of tenure and regular wages· - not high wages but 
regular wages. It is the experience of the postwar period 
that has affected the area. The situation has changed. It 
may make a new attitude which is too acquiescent in an estab
lished order; on the other hand, it may make an attitude 
which is more statesmanlike in the sense that it is a long
view attitude as contrasted with attention to immediate 
problems. 

I must not leave the impression that group minds In industry 
are workers' minds only, still less manual workers'; nor are 
the different groups operative in industry all formed by the 
regularity of rhythm, large-scale machinery and other in
fluences discussed above. There is a very interesting group 
affecting industry at presen4 called s h are hoi d e r s or 
own e r s 0 f c.a pit a I, people who have a little money In a 
particular trade or industry or a lot of money, and whose atti-

72 tude toward that trade or industry Is purely financial. These 
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are the people to whom Mr. Tawney is referring when he 
argues that profit-making dominates modern industry. 
As far as I can understand the shareholders' mind - or in so 
far as he has a mind - he is not quite awake. He is barely 
aware of the situation from which his income is derived, but he 
has a great effect upon industry. These people are not highly 
organized. Shareholders' meetings are not attended. They are 
most amusing. There is a sort of professional shareholder, who 
goes around and makes speeches; but the majority of the 
people who hold the capital never hear from one end of the 
year to the other how their income is earned. Nor do they 
care. And besides, they are completely out of touch with 
the mechanisms, the tools, the use of which make their income. 
They are dominated by the desire for what they call security 
"and a regular income. They do not want disturbance. They 
call themselves sometimes "the public". They are not the 
public. They are simply people who have acquired the habit 
of expecting to-morrow what they had to-day. These are the 
people who do not want anything changed, because any change 
might be a change for the worse. I do not mean that they 
are definitely obstructive. They are Inert; but they are the 
people whose influence in industry has an ambiguous effect. 
It may be used to resist changes in industry because any 
change might make a difference to the dividend. 
I use just one Instance. You remember Brunner Mond's 
Directors decided some time ago to devote a few thousand 
pounds out of the annual income of the firm to research. The 
shareholders brought a case in the law courts against the 
Directors, saying that the Directors had no right to devote 
to research a few thousand pounds which might have been 
dlstdbuted In dividends. The case went against the share
holders; but there you have the managing mind opposed to 
the shareholdlng mind quite ciearly. The shareholding mind 
is distinct from the managing mind. You must not talk about 
employers and employed; there are at least three or four 
parties In industrial organization at present. There Is the 
shareholder. There Is the financier-banker type outside, and 
there is again the manager. rhe manager is in with' the 
worker. He has to sell the actual products that are made. 73 
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That is another group in contemporary industry with a mind 
of its own, very often expressed in chambers of commerce, 
and unconsciously and rather ingenuously expressed in the 
simplicities of the speeches of Chairmen of Companies. These 
speeches are delightful reading, because they are so simple 
and kind. The chairmen do not recognize that they are giving 
themselves away; but if you read the speeches of Chairmen 
of Companies you will recognize that the world Is what it 
ought to be, and above all that the chairmen know how to run 
this particular industry or shop, and that they have done it 
so well that you cannot deny it. That is what they say. The 
business mind attitude is generally the attitude of self-con
fidence • "Leave me alone, and everything will be right". It 
is the attitude which resists Government interference, because 
that may involve somebody else coming in to do my job. 
The self-confidence of business men is due perhaps to their 
meeting together at lunch. The worker's mind is formed in 
the factory. The business man's mind is formed at lunch; 
and perhaps the business man's mind tends to fatty degener
ation because of lunch. 
But among business men there is a group mind that is worth 
studying. I am afraid I have not enough evidence to say 
what the character of that group mind is. There are other 
experiences like lunch, like social habits, which have spread 
outside the business world and affect the whole of us in this 
unfortunate age. Por instance, I have to go about dressed 
as an unsuccessful business man. I should much prefer tQi 
come in scarlet to address you; but you would think I was 
mad. But whatever its character and whatever the influences 
that form it, there is a businessman's mind, which is to be 
found in particular groups. ' 

Modern industry, analyzed in such psychological terms as 
these, consists of groups of persons fixed in little rings, in 
contact at the edges, and not in very skilful contact because 
there is very little movement between these different groups. 
They do not understand one another. Their languages differ. 
The language of an engineer is quite different from the lan-
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are different. The carpenter knows the naIDes for the parts 
of that door. I do not know them. Similarly the business 
man has his language; the shareholder has his lal!guage; the 
worker has his language in the different trades. These 
languages are dialects, and there is no common language in 
industry. Or perhaps the common language is provided by 
economists who have read Ricardo and not literature. They 
do not know anything of painting or music; they are un
educated In every other aspect of life, but they know surplus 
value, supply and demand, and that sort of thing. The dif
ficulty in contemporary industry, the difficulty against which 
your society is struggling, is the dehumanizing of the actual 
contacts between men who belong to different groups. To 
humanize such contacts. I take It, is your chief function, not 
making workers happy. And humanizing industry is to make 
each man do the job he Is best fitted to perform in close 
co-operation with those whose co-operation is necessary for 
his job to be perfected. 
If we study sets an d a ttl tudes an d ha bit s 0 f min d, 
we see at once that they are natural. It is useless to say - "A 
man's a man for a' that". He is not. A man is a carpenter or a 
shareholder. There is no such thing as a man in general, 
nor even a consumer In general. Otherwise how can you 
explain modem architecture or British food? If there was 
anybody who had any conception of the arts of consuming, 
the products we now consume 'Would be non-existent. In 
fact, a great deal of the difference In wages in Great Britain, 
Germany and france is due to the fact that the British cannot 
<:ook; they need more wages because they throwaway half 
of what they have to eal The art of consumption is not yet 
begun. We are savages In actual life; otherwise we would 
not dress, eat or sleep as we do. Modem life is fantastic, 
barbaric. 
All I have put before you Is not conclusion, but a Suggestion 
for study. I think if we went more deeply into the study of 
the worker as a psychological problem, thinking not of the 
rate of his wages, nor of the number of hours he works, but of 
his attitude towards dogs, towards the house he Jives in and 
so on, then we should begin to understand industry. 75 
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Similarly with regard to business men, we must have a study 
of managers because they dominate the situation so far as 
policy is concerned, and they affect politicians who are simple
minded people, willing to swallow anything. Politicians like 
to call themselves statesmen. I have no objection to that; 
but there seems to be no statesmanship in industrial affairs. 
There is no policy; but by way of substitute for a policy we 
have cliches, largely derived from Ricardo and Adam Smith. 
What we need is a psychological study of the attitude actually 
operative in industrial policy. When we know more, we .,hall 
see how this particular shop can be made to work, by a clearer 
understanding of the attitude of the persons in the shop and 
the persons managing. Also in a much bigger field we shalt 
see that the industrial world is not made up simply of men as 
men, but of men in occupations, with the attitudes caused by 
those occupations and the vague desires that originate deep 
down in men to live their lives as men, in spite of the conditions 
which we have inherited. 
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INTRODUCTORY REMARKS BY MARY VAN KLEECK. Chairman 

While leaders in industry on the side of both employers and 
wage-earners face daily in the workshops, albeit often un
consciously, the task of adjusting their relations to one 
another, scientists are busy studYing society and industry. 
the mind of man and how human beings behave. What know
ledge have these scientists to contribute to the tasks of the 
practical man? Are they selecting problems arising out of 
actual human situations in industry ? Are the results of their 
research made known among men and women who are 
responsible for policy and practice in industrial relations? 
Are Industrial establishments, trade unions and employers' 
organizations using the services of sociologists and econ~ 
mists to give a factual basis for their decisions? Is research 
on Industrial subjects modifying the established theories of 
the social sciences? 
The I. R I. has put these questions before three social scien
tists who will give us their answers for sociology and econ
omics combined, for psychology, and for a sum total which 
we have designated as the interrelated sciences. 
Two years before the world war began, a little book was 
published in england with the title, "The Great Analysis". 
Its authorship was anonymous. The introduction was written 
by Gilbert Murray. The author posed a problem: It has been 
held that the moon began to move in the heavens when its 
substance had floated off from the surface of the earth, leaving 
the space now occupied by the Pacific Ocean. Suppose 
Yorkshire or Massachusetts in the United States were similarlY 
to float into space, carrying their resources In soil and mine
rals, their occupational skills and all their libraries • that Is 
to say, all the heritage of scientific knowledge, art and phil
osophy which bears upon human life and its activities. How 
would the inhabitants undertake to organize their lives? 77 
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They would have absolutely definite knowledge, on the one 
hand, of their physical and material resources and, on the 
other hand, of their needs. It would no longer be possible to 
make up for their own deficiencies by importation of materials 
or goods from distant lands, nor would there be any temptation 
to go to war with any other nation for the sake of a new 
market beyond their own boundaries. The degree to which 
their own .resources were utilized without waste would be the 
subject of common knowledge. If perchance some inhabitant 
wished to use for a deer park, land which might otherwise 
produce food for a large number of families, he would be 
subject to the pressure of public opinion. 
In the relation between resources and needs, a number of 
Questions involving judgment and a philosophy of relative 
values in life would arise. Should the population be restricted, 
and within what limits, to make possible the adequate shel
tering, feeding and clothing of all? Must there be a surplus 
of leisure and resources for art and the life of the spirit which 
must enter into the planning of the size of the population in 
relation to its material resources? The characteristic of this 
new earth, floating independently In the firmament, would be 
that its people would possess knowledge of their own land and 
would be in a position to plan for the common welfare. To 
this characteristic the whole world is today approaching. In 
the centuries which have passed there were always unknown 
portions of the earth's surface from which dangers might come 
and out of which treasures might be discovered by pioneers 
who, finding them first, would henceforth possess them. By 
and large, we now know practically the whole of the earth's 
surface. The Great Analysis, which is really the statistical 
study of the social scientist, is within our reach if we can plan 
co-operatively to make the study and to act upon its results_ 
It would appear that the unknown author of The Oreat 
Analysis had in 1912 a vision of the possibilities in the League 
of Nations and the International Labour Organization. 
How far has the Oreat Analysis already progressed in the 
hands of the scientists, the economists and the sociologists? 
In answer to this Question there came to me from Dr. Wun-

78 derlich this reply: "HoffentIich ent!iiusche ich Ihre Erwar-



INTRODUCTORY REMARKS 

tungen nlcht. In Deutschland gibt es nur geringe Beziehungen 
zwischen Wlssenschaft und Praxis, und unsere Wissenschaft 
bleibt vlel abstrakter als die der anderen Under. Ich gehe 
deshalb mit elniger Sorge an den Bericht heran." 
I anticipate no such disappointment in what Dr. Wunderlich 
will say to us. Need there be this antithesis between applied 
science and pure science? In . the study of human relations 
do We not seek the Integration of both of them in the realities 
of experience? Research becomes the more scientific if Its 
problems be drawn from real life. Life becomes richer if, 
after the abstracting process of science, knowledge be turned 
back Into the vital current of daily living. The social scientist 
and the practical man alike are concerned with reality, and 
they can neither act nor study truly apart from It. 
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I. DER BEITRAG DER SOZIOLOGIE UND NATIONAL
OEKONOMIE ZU DEN INDUSTRIELLEN 

BEZIEHUNGEN 
VON FRAU DR. FRIEDA WUNDERUCH 

Schriftleitenn der ZeitllchriEt "SoziaIe Pru:ie·o
• Bureau lOr Sozialpolitik. Berlin 

Die Erorterung der f'rage, was die Wissenschaft zur Losung 
eines praktischen Lebensproblems, in diesem f'alle der Arbeits
verfassung im Betriebe, leisten kann, hat mit der f'eststellung 
zu beginnen, dass die Einreihigkeit undO Abstraktheit des wis
senschaftlichen Denkens nicht das Leben in der f'iille seiner 
Beziehungen fassen kann, sondern dass man gezwungen ist, ein
zelne Lebenserscheinungen zu isolieren, urn sie systematisch zu 
erforschen. Daraus erg eben sich Erkenntnisse, die wohl dem 
Leben nutzbar gemacht werden konnen, die man aber, wei! 
sie auf Abstraktionen beruhen, erst iibertragen muss. Die 
junge Wirtschaftswissenschaft hat zuerst ihre Erkenntnisse 
unbekiimmert In die Welt gesetzt, bis eines Tages festgestellt 
wurde, dass sie nur in eine Welt ganz bestimmter Beschaffen
heit, namlich die der freien Konkurrenz, hineinpassen, und nur 
unter der bestimmten Bedingung, dass jeder seinem wohlver
standenen Interesse folgt, der Wirklicbkeit entsprechen. Und 
seitdem hat die Erkenntnis sich durchgesetzt, dass wir die 
Daten der Wirklichkeit untersuchen miissen, urn der Wissen
schaft den Weg zum Leben zu bahnen. liat man z.B. mit allen 
Mitteln der Wirtschaftswissen!,chaft erforscht, wie eine Lohn
veranderung sich wirtschaftlich auswirken kann, so bleibt als 
zweite Aufgabe die Uebertragung In die historisch gegebene 
Wirklichkeit; d.h. es ist nunmehr zu priifen, ob in der gege
benen Situation die Gewerkschaften nicht machtig genug seln 
wiirden, eine lierabsetzung. der Lohne zu verhlndern, ob nlcht 
aus psychologischen Griinden die lierabsetzung zu einer Lel
stungssenkung fiihren wiirde, oder wie bel steigenden LOhnen 
eine Abnahme der Kapitalvermehrung wirken, ob die ErhOhung 
durch Rationalisierung kompensiert werden konnte. Die relne 
Wissenschaft bedarf der KunstIehre, bedarf der vermittelnden 
liilfe von Psychologie und Soziologie, urn wirken zu konnen. 
Wir Deutschen nehmen den Konflikt von Wissenschaft und 
Leben aus Liebe zur reinen Wissenschaft besonders schwer, 
wiihrend man ienseits des Ozeans die angewandte Wissen-

80 schaft so betont, dass wir oft glauben, In der Praxis des Lebens 
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zu stehen, wahrend man dort noch von Wissenschaft sprlcht. 
So z.B. wiirde man bel uns die wissenschaftliche Betriebsfiih
rung als systematisch durchdachte Praxis bezeichnen. 
Ich will 1m folgenden von der Frage ausgehen: wo wird die 
tIllfe der Wissenschaft heute gebraucht, und was kann sie an' 
diesen Stellen leisten? Gebraucht wird die Wissenschaft 
schon deshalb, weil aile Elngriffe in die Wirtschaft, die nicht 
Ihrer Struktur "gerecht werden, sich der Eigengesetzlichkeit, 
die Ihr Innewohnt, nicht einfiigen, entweder zum Scheitern 
verurteilt sind, oder aber Schlidigungen an anderer Stelle her
vorrufen. 
Fragen wir, warum die Arbeitsbedingungen des Industrle
arbeiters, auf dem der Druck der industriellen Verhaltnisse 
heute am. schwersten lastet, gebessert werden miissen, und 
an welcher Stelle diese Besserung einzusetzen hat, so gibt die 
Ethik darauf folgende Antwort: entsprechend der Doppelstel
lung, die der Mensch als Arbeitskraft und als Konsument, also 
als Ziel der Produktlon In der Wlrtschaft einnimmt, 1st Zll 

fordern, dass seine Wiirde Innerhalb der Arbeit geachtef und 
seine Versorgung so gestaltet wird, dass seine Wiirde dar
unter nicht leidet. Beide Forderungen werden heute bei jenen 
nicht erfiillt, die man als Proletariat bezeichnet. Die Kenn
zelchen des proletarischen Verbliltnisses sehe ich In drei Be
ziehungen, bel denen aUe Aenderungsversuche anzukniipfen 
hlitten: 1) In der mechanischen Verwendung des Arbeitenden; 
2) seiner Abhiingigkeit und Existenzunsicherheit und 3) in der 
mangelhaften Versorgung, die zum mindesten in den europii!
schen Industriestaaten die Erblichkeit des LohnverhlUtnisses 
bedingt. 
Als meehanisch bezeichne Ich diejenige Arbeit, die Infolge 
weitgehender Arbeitszerlegung oder Masehinenverwendung 
yom Arbeitenden weder eigenes Denken noch Disponieren ver
langt, bel der der Mensch nlcht den Arbeitsvorgang fiihrt, seine 
gestaitenden und bi\denden Krafte ausgesehaltet sind. Wenn 
nach Mitteilungen aus den Fordbetrieben 95 % aller Arbei
tenden mechanlseh besehaftigt werden, soist darin ebenso eine 
Entwiirdlgung zu sehen wie eine Gefahr fiir den Bestand 
unserer Kultur. tIier wird nlehl die S 0 z I a 1 w Iss e n-
s c haft sondern die Tee h n I k elngreifen miissen, urn die 81 
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Arbeit so urnzugestalten, dass die Maschine aIle Iiandgriffe 
iibemimmt und den Betrieb zum Mechanismus werden lasst, 
der selbsttiitig funktioniert. Leider fehlt es in der Wirtschaft 
voIlig an Organisation en, die ein Interesse daran haben, diese 
Pormanderungen des Betriebes zu studieren und bewusst wei
ter zu entwickeln. Ich hofie, dass es uns gelingen wird, In 
Deutschland in das Reichskuratorium fiir WirtschaftIichkelt, 
das sich aus Parlamentariem und Wirtschaftsfiihrem zusam
mensetzt und dessen Aufgabe die, Porderung der Rationali
sierung auf allen Gebleten der Wirtschaft ist, den sozialeri 
Gedanken hineinzutragen. Vielleicht wird auch in Zukunft das 
Rationalisierungsinstitut in Genf sich starker mit der Frage 
einer Einspannung des technischen Fortschritts in Richtung 
einer Befreiung des Menschen von unwiirdiger, schwerer, 
mechanischer Arbeit befassen miissen. 
In Deutschland sind von soziologischer Seite zwei Gedanken
gange entwickelt worden, die sich die Wiederbeseelung der 
Arbeit zum Ziele setzen. Professor Ii e II pac h geht davon 
aus, <lass, yom Standpunkt der Arbeit gesehen, die Pabrik nicht 
der geeignete Lebensraum ist, weil sie aIle seelischen Antriebe 
zur Arbeit ertotet und dem Menschen, der eine Teilfunktion 
ausiibt, den Ueberblick iiber das Ganze des Pabrikationspro
zesses nimmt. Urn ihm diesen Ueberblick wiederzugeben, will 
er an die Stelle der heute iiblichen Reihenfabrikation die Grup
penfabrikation setzen, d.h. es sollen nach Mt der kleinen 
Werkstatt Pabrikationsgruppen gebildet werden, die sich aus 
allen Arten von Maschinen und Arbeitem zusammensetzen und 
verschiedene zusammengehOrige Teile fertig bearbeiten, die 
mltelnander einen abgeschlossenen Bestandteil des Gesamter
zeugnisses bilden. Dem gleichen Gedankengang entspringt der 
Vorschlag Professor R 0 sen s to c k s, Maschinen und Arbeits
platz yom Arbeiter pachten zu lassen und den Arbeitsplatz fiir 
Gruppen von Arbeitem aus der Pabrik hinaus in eine kleinere 
Werkstatt zu verlegen. Dem Arbeiter soli dadurch das Oe
fiihl der Gebundenheih der Abhangigkeit genommen werden, 
er soli der Pabrikdlsziplin, der Nummer am Elngang und dem 
Sirenenpfiff entgehen und freie Beweglichkeit erlangen. Mit 
beiden Vorschlagen sind Versuche in Deutschland gemacht 
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bieten nur begrenzte Moglichkeiten. Dass die Gruppenfabri
kation allein die Beseelung der Arbeit nicht bringen kann. 
sehen wlr bel der Montage am fliessenden ~and, die vor den 
Augen des Arbeitenden ein Stiick fertig werden liisst und 
damit doch die Mechanisierung seiner Arbeit nicht beseitigt. 
Die Aussledelung wlrd bel vielen Produktionsarten deshalb 
unmoglich sein, wei! die Orossbetriebe sich nicht auflosen 
lassen und oft eine gescWossene Einheit ineinandergreifender 
funktionen darstellen. Immerhin wird sie fiir manche fabri
kationsarten ohne tlemmung des technischen fortschritts 
durchfiihrbar sein. In diesen fallen sollte man Versuche mit 
Ihr machen. Aufgabe der Wissenschaft wird es ledenfalls 
blelben, aile formiinderungen der Betriebsgestaltung zu ver
folgen und auf ihre Tragweite fiir die Vergeistigung der Arbeit 
zu untersuchen. 
Bis es gelungen seln wird, die Arbeit dem, der sie ausfiihrt. 
zum Stiick elgenen Lebens werden zu lassen, in ihr der Per
sonllchkelt wieder eine Entwicklung zu verschaffen, werden 
die Bildungswiinsche und Kulturbediirfnisse der Menschen sich. 
In die I"reizeit hlnelnretten und wird der Kampf urn Ver
kilrzung der Arbeitszeit nlcht zur Ruhe kommen. tlier kann 
die okonomlsche Wissenschaft, unterstiitzt durch die Physio
logie, der die Erforschung der physlologisch optimalen Ar
beltszeit verblelbt, insofern Wesentliches leisten, als sle die 
wirtschaftlichen Auswlrkungen der Arbeitszeitverkiirzung er
forscht. tiler liegen zahlrelche Studien aus den Verelnigten 
Staaten und England vor. Seit iiber einem Jahr 1st in 
Deutschland eln von der Reglerung beauftragter, aus Wissen
schaftlern und Wlrtschaftspraktikern zusammengesetzter 
EnQueteausschuss damlt befasst. filr leden Industriezwelg die 
Zilsammenhlinge zwischen Arbeltszelt und Leistung zu erfor
schen. Obwohl blsher nur ein kleiner Tell der Ergebnisso 
veroffentlicht worden 1st, kann man schon heute sagen. dass 
die Verschiedenhelt der faktoren von Betrieb zu Betrieb. ihr 
Wechsel mit der Entwicklung der Technik ein g e n ere II e s 
Ergebnls unmoglich machen. Wahrschelnllch wird die Erhe
bung nlcht nur die alte Beobachtung, dass die optimale 
Arbeltsdauer bel den einzelnen Tndustrlen und ~rbeitsarten 
elne verschledene 1st, bestlltigen, sondern die Verschledenheit 83 
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des Optimums fiir die einzelnen Betriebe feststellen. Und wiirde 
sie ihre Untersuchungen auf die einzelnen Mitglieder der Beleg
schaft erstrecken, so miisste sie beim Individuellen Optimum 
jedes Arbeitenden enden. Damit ware wohl erwiesen, dass lede 
Arbeitszeitregelung eine schematische ist und doch kein Be
weis gegen die Notwendigkeit der Regelung erbracht; denn 
die moderne Technik, die eine gleichzeitige Benutzung der 
Arbeitsmittel voraussetzt, lasst eine individuelle Regelung 
nicht zu. 
Trotz dieser Einschrankung versprechen wir uns von den 
systematischen Untersuchungen des Ausschusses eine Klarung 
der Beziehung zwischen der Lange der Arbeitszeit und der 
Leistung, sowie zwischen ihr und der Ent!ohnungsart und 
Lohnhohe. Die theoretische Mitarbeit der Arbeitgeber und 
der Arbeitnehmer beschrankt sich in der Arbeitszeit- ebenso 
wie in der Arbeitslohnfrage darauf, mit Hilfe ihrer angestellten 
Akademiker die theoretischen Gedankengange, die den eigenen 
Interessenstandpunkt stiitzen, in Denkschriften, in der Presse, 
bei Versammlungen und bei Verhandlungen klarzulegen. 
Die Mechanisierung tragt dadurch, dass sie den Menschen 
ersetzbar macht, dazu bei, das zweite Kennzeichen des pro
letarischen Verhaltnisses, die Existenzunsicherheit, erheblich 
zu verscharfen. Die Hauptursache dieser Unsicherheit ist 
allerdings begriindet in okonomischen Vorgangen, in Krisen, 
<lIe die Arbeitnehmerschaft • dieses Schicksal wird von den 
Angestellten geteilt • mit Entlassung, mit Arbeitslosigkeit be
drohen. Den Kampf gegen diese wird die okonomische Wis
senschaft in nachster Zeit schon deshalb aufnehmen, weil sie 
erkannt hat, welche sinnlose Verschwendung das Brachliegen 
von Arbeitskrliften bedeutet, die ausserdem durch das Brach
liegen in ihrer Arbeitsflihigkeit geschadigt werden. Die ersten 
Schritte, die Erforschung der Krisenursachen, haben zur 
Scheidung verschiedener Krisentypen gefiihrt, deren Charak
teristik man darin sieht, ob sie durch Wandlungen der Wirt
schaftsstruktur, durch regelmlissige Wellenbewegungen der 
Konlunkturschwankungen, langsamere Sakularschwankungen, 
durch den Wechsel der Jahreszeiten oder durch zuflillige Sto
rungen bedingt sind. Die Analyse der Krise und die Auf-

84 deckung ihrer spezifischen Ursachen ist die Vorbedingung leden 
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Eingreifens, das auf Stabilisierung der Beschiiftigung zielt. 
Eine zweite Voraussetzung ist die planmiissige Konjunktur
beobachtung, statistische Materialsammlung und Individual
beschreibung aller fUr die Konjunktur wichtigen Tatsachen wie 
z.B. die Bewegung der Geldkapitalien, Einkommen, GUter
produktion, des Handels und anderer und ihre Verarbeitung 
zu Indices; sie wird heute mit Hilfe der okonomischen Wis
senschaft in den Industriestaaten durchgeffihrt. In Deutschland 
1st es dem vor zwei Jahren gegrUndeten Institut fUr Kon
lunkturforschung gelungen, zahlreiche Unternehmungen fiir die 
PubUzltiit zu gewinnen und Lager, Umsatz, Auftragsbestands
ziffern ganzer Wlrtschaftsgruppen fortlaufend zu ermitteln. 
Auf Grund der Diagnose der Konjunkturforschung werden 
Warnungssignale gegeben oder wlrd die Initiative angeregt. 
Das Instltut sucht durch einpriigsame Zahlen und knapp for
mulierte Ergebnisse auch dem Oeschliftsmann, nlcht nur dem 
Wlrtschaftspolitiker zu dienen. Wiihrend es anfangs nur Wirt
schaftssymptome aufzelgte, wird letzt auch die Bedeutsamkeit 
der Symptome untersucht. 
Ob man zur absolut slcheren Konlunkturprognose, d.h. zur 
Voraussage des kiinftigen Wirtschaftsverlaufes kommen wird, 
1st zweifelhaft, 1 man neigt dazu, die Konjunkturbeherrsch
barkelt durch die Mogllchkeit der Kreditkontrolle zu belahen. 
Vlellelcht werden internatlonale Vereinbarungen, wie die 
Rohstahlgemelnschaft, sHirker zur Stabillsierung des Wirt
schaftslebens fiihren, als aile Konlunkturbarometer es konnen. 
Denn Indem das Kartell die Produktlon dem Marktbediirfnls 
entsprechend reguliert, wlrd die Ueberproduktion verhlndert, 
werden Ubermllssig ausgeweitete Produktionszweige. wie heute 
Kohle und Elsen es In allen Undern der Welt sind, auf das 
Mass zurilckgefUhrt, das Ihnen 1m VerhiUtnls zu anderen Pro
duktlonszweigen zusteht. In der deutschen Wirtschaft ist die 
Bedeutung der Wirtschaftsstabilisierung theoretisch stark urn
stritten. Es wird auf die Oefahr wirtschaftlicher Stagnation, 

• Vorausselzung einer praktlsch verwertbaren Wlrtscbaitsprognose 1st 
neben der erschllpfenden Erkenntnls aller wlcbtlgen Symptome eine Inter
natlonale Zusammenarbelt der Konjunktnrforscbungsinstltnte aller wicbtlgen 
Linder. besonders got ausgebaut sind das Harvard-Instltnte. das Londoner 
und das deutsche • und elne Vereinbeltllcbung der Methoden. deren die 85 
Institute slcb bedlenen. 
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~ie mit der Stabilisierung einsetzen kiinnte, hingewiesen. 
Nach meiner persiinlichen Ueberzeugung streben aile Wlrt
schaftstendenzen einer solchen Stabilisierung zu; in einem 
Lande starker Infolge der Verelnbarungen privater Monopole, 
die an Profitsstabilisierung interessiert sind, in anderen mehr 
durch Staatseingriffe, wie etwa die Sozialversicherung oder 
Kartellkontrolle es sind. Man vergleiche das hemmungs!ose 
Auf und Ab der Konjunkturen zu Beginn des Kapitalismus mit 
der Bandigung, die heute schon erfolgt ist. frfiher wurden 
in ieder Krise die Massen auf die Strasse geworfen und dam!t 
der Lohn gedrilckt; durch die Unterstfitzung der Arbeitslosen 
ist dieser Lohndruck weggefallen. Der Hochkonjunktur ging 
fmher eine Steigerung der Hauptrohstoffpreise, vor allem der 
Kohlenpreise, der Krise ging ein Sinken voran. Heute bewahrt 
das Kartell den Pteis vor dem Sinken, ist in Deutschland das 
Steigen vielfach an die Zustimmung staatlicher Instanzen ge
bunden. Der stark schwankende Kapitalismus nahert sich der 
stabilen Planwirtschaft als der Wirlschaftsform der Zukunft, 
wird aber noch manche Krise durchmachen milssen, bis die 
Verhaltnismassigkeit zwischen allen Produktionszweigen und 
zwischen Produktlon und Konsum hergestellt seln wird. Mit 
Problem en dieser Art hat sich die Krisentheorie und die Kon
junkturforschung der ietzten Jahre und Jahrzehnte in allen 
Landem in einer fast unfibersehbaren Literatur auseinander
gesetzt. Sowohi fiber die theoretische Miiglichkeit der Prog
nose wie fiber die technlsche DurchfUhrbarkelt bestehen noch 
erhebliche Meinungsverschiedenheiten. 
Unumstritten 1st die Zweckmlisslgkeit eines Ausgleichs saison- ' 
massiger Schwankungen und des Ausgieichs der Arbeit inner
halb des einzelnen Untemehmens. In beiden fragen scheinen 
blsher nur die Vereinigten Staaten fiber Erfahrungen zu ver
fUgen, fiber die Bellerby in den Schriften des I. A. A. berlchtet 
hat. Krisen, die auf Strukturverlinderungen der Wlrtschaft 
beruhen, kann nach dem heutigen Stande des Wissens noch 
nlcht begegnet werden. Viellelcht werden bel stllndiger 
Durchorganisierung der Wlrtschaft auch hier Ausglelchs
miiglichkeiten gefunden werden. Ich sehe bisher z.T. Ver
schlirfungen, die sich aus der mangelnden ElastizitiU des 

86 technischen Apparats und dem wachsenden Kapitalentwer-
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tungswiderstand belm I"ortschritt der Technik ergeben. D.h. 
Jeder I"ortschritt entwertet die bestehenden Anlagen, die umso 
schwerer umgestellt werden kannen, je gewaltiger sie sind. 
Ein Hochofen von besserer KonstI11ktion entwertet die alten, 
die aber nicht plOtzlich stillgelegt werden kannen, wei! zu vlel 
Kapital dadurch vernlchtet wilrde. Also das bereits vorhan
dene Kapital hemmt den Ausbau der Produktion. 
In Deutschland wird zurzeit der schon von den Webbs ge
machte Vorschlag einer Aufstellung von Wirtschaftspliinen filr 
die affentlichen Beschaffungen und Arbeiten, die sich fiber 
mehrere Jahre erstrecken, beraten. Man hofft, dadurch eine 
Verteilung der Auftriige durchfilhren zu kannen, die sich den 
Konjunkturen anpasst und sle ausgleicht. 
Neben der Mechanisierung der Arbeit und der Existenz
unsicherheit ist das dritte Merkmal des proletarischen Ver
hiiltnlsses, die nlcht ausrelchende Versorgung zu bekiimpfen, 
die wlederum die Erbllchkelt des Lohnverhiiltnlsses bedingt. 
Mit dieser I"rage kommen wir zum V e r t e i I u n g s p r 0-

b I e m, das die nationalakonomische Wissenschaft in allen 
bisherigen Systemen als Zentralproblem erkannt hat, d.h. das 
Problem, in welcher Hahe die einzelnen an der Produktion 
beteillgten Oruppen der Bodenbesltzer, Kapitalisten, Unter
lIehmer, Arbeiter u.a. filr ihre I"unktionen entlohnt werden, wie 
das Nationalprodukt in Rente, Lohn, Profit zerfiillt. Obwohl das 
Interesse an der Erforschung der theoretischen Zusammen
hange des Wert- und Elnkommensproblems selt Jahren hinter 
dem an praktischen I"ragen in bedauerlicher Weise zuriick
getreten ist, liegen doch wertvolle Studien von Clark, Schum
peter, Amonn, Oppenheimer auch aus dem letzten Jahrzehnt 
v!Jr. Das schwlndende Interesse erkUirt sich daraus, dass die 
Verteilungsfrage mehr und mehr zur I"rage der Machtkiimpfe 
wird und damit die akonomischen Gesetze zuriicktreten. Sie 
silld vorhanden, aber sie klinnen sich nicht unbeeinflusst aus
wirken. Theoretisch haben sich Bahrn-Bawerk, Wieser, Tugan
Baranowski und andere mit dem Verhiiltnis von Macht und lika
nomischem Oesetz beschliftigt, mit dem Ergebnis, dass auch ein 
Machtdiktat sich nur innerhalb der likonomischen Verteilungs
gesetze auswirken kalln. Unter dem Eindruck der Klassen-
klimpfe hat in Deutschland die I"rage, wie wirken Lohner- 87 
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hohungen auf die Wirtschaft ein, die wissenschaftliche Por
schung stark beschliftigt und hat zur Kllirung einzelner Zu
sammenhlinge gefiihrt. Ich erwlihnte schon eingangs, dass 
die Uebertragung des theoretisch Erkannten in die von Macht
positionen durchsetzte, in iedem Augenblick das Verhliltnis von 
Kapital und Arbeit verschiebende Wirtschaft ein Problem fiir 
sich ist. Dafiir das folgende Beispiel: Mitten in unserer schweren 
Wirtschaftskrise der Jahre 1925 und 1926 traf uns Deutsche der 
Vorwurf des schwedischen Nationalokonomen Cassel, dass 
unsere Gewerkschaftspolitik und unsere staatliche Arbeits
losenpolitik, die beide einen Absturz der Lohne hemmten. 
damit die Sanierung der Krisen hinderten. fast die gesamte 
Wissenschaft hat sich • angeregt durch Cassel • mit dieser 
frage auseinandergesetzt. mit dem Ergebnis. dass es wohl 
theoretisch richtig ist, durch unbegrenzten Sturz der Preise 
aller Produktionsmittel, also auch der Arbeitskraft, die Sa
nierung zu beschleunigen, dass aber die Einsetzung aller Daten 
der Wirklichkeit ein vollig anderes Bild gebe und eine so 
stark planwirtschaftlich von Kartellen, Trusts und lihnlichen 
Gebilden regulierte Wirtschaft nicht nach dem Schema einer 
rein individualistischen Wirtschaft zu beurteilen sel. Wenn 
Monopole aile Preise hochhaiten, warum 5011 gerade die 
Arbeitskraft, die am stlirksten darunter leiden wiirde, allein 
den Druck aushalten? Vielleicht hlitte uns nichts deutlicher 
als die Diskussion urn diese frage zum Bewusstsein bringen 
konnen, dass reine Theorie der Soziologie als des Mittlers 
bedarf, urn auf die Wirtschaft iibertragen zu werden. 
Die Diskussion der Lohnfrage fiihrt aber das Argument, dass 
hohe Lohne die Kaufkraft stlirken, an die frage des Konsums 
heran, die leider in der wissenschaftlichen forschung bisher 
zu kurz gekommen ist. Es wird Aufgabe der zukfinftigen 
Wirtschaftswissenschaft sein, eine Theorie des Konsums zu 
schaffen; die ersten schwachen Anslitze einer Theorie der 
Qualitlit liegen bereits vor; aber noch bleiben fragen fiber die 
GestaItung der Nachfrage, zweckmassige Verwendung des 
Gutes und der Organisation der Verwendung im Haushalt 
zu klliren. 

88 Wenn ich eingangs darauf hinwies, dass reine Abstraktion 
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nicht einfach in die Praxis des Lebens iibertragen werden 
kann, so sollte damit kein Zweifel an der Bedeutung der Wis
senschaft filr die Lebensgestaltung ausgesprochen werden. 
Denn Kenntnis der Wirtschaftsdaten ohne Verstllndnis fUr 
die theoretischen Zusammenhiinge kann uns noch weniger 
Weiterhelfen als reine Abstraktion. Und so konnte man in 
Variation eines Kantwortes sagen: "Theorie ohne Praxis ist 
leer, Praxis ohne Theorie ist bUnd." 

89 
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I. THE CONTRIBUTION OF SOCIOLOGY AND 
ECONOMICS TO INDUSTRIAL RELATIONSHIPS 

BY DR. FRIEDA WUNDERUCH 
Editor of Sozialc Praxi.. Bureau far Sozialpolitik, Berlin 

The discussion of the question of what science can contribute to 
the solution of the practical problems of life - in this instance, 
industrial relationships - must begin with the realization tl~t 
the abstracting process of scientific thinking cannot possibly 
include life in the completeness of its interrelations but is com
pelled to isolate particular phenomena in order to examine them 
systematically. Knowledge thus gained can be made useful 
for life, but, being based on abstractions, must first be trans
lated into concrete terms. The young science of economics 
at first cast its conclusions carelessly upon the world until 
one day it became clear that they only applied in a world of 
clearly defined elements, namely, that of free competition, and 
that they corresponded to reality only under the definite 
condition that everyone follow his well-understood self-interest. 
Since then the realization has forced itself upon us that we 
must investigate the facts of reality in order to connect science 
with life. So, for instance, when it has been found out by 
all the methods of scientific research, how a change in wages 
will work out from the point of view of economics, there still 
remains the second task to apply this to existing conditions; 
that is, to examine now whether, in the given situation, the 
trade unions have power enough to prevent a reduction of 
wages, whether, for psychological reasons, the reduction 
would lead to a decrease in output, or how a decrease of capital 
growth caused by the raising of wages would affect industry. 
and whether these higher wages could be balanced through 
rationalisation. Pure science needs the guidance of technology 
and the mediating assistance of psychology and sociology, in 
order to be effective. Our love of pure science makes us Ger
mans consider the conflict between science and reality a very 
serious matter. On the other side of the ocean they so emphasize 
applied SCience, that what we would call practice, they talk 
about as science; for instance, we would regard scientific 
management as systematically thought-out practice. 
I wish to take as a starting point the following question: Where 
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is the help of science used to-day and what can it there ac
complish? Science is needed because any Interference with 
industry which is not in accord with its structure or does not 
conform with its inherent laws, is doomed either to fail or to 
cause damage somewhere. 
If we ask why the working conditions of the industrial worker, 
who suffers the most from the pressure of present conditions in 
industry, should be Improved and where these improvements 
should begin, ethics gives the following answer: The manin 
his double capacity of producer and consumer being the end 
for which industrial production is carried on, it is imperative 
that his dignity within his work should be respected and his 
standard of living be such as not to impair his dignity. Neither 
of these requirements is met for those who are known as the 
proletariat. I find three features distinctive of the condition 
of the proletariat, with which all attempts to bring about chan
ges should start: 1. the mechanical utilisation of the worker: 
2. his dependency and insecurity of livelihood; 3. an insufficient 
standard of living, which decrees for the worker, at least in 
European Industrial countries, the inheritance of the wage
earning status. I define as mechanical that work which, as a 
result of extreme specialization (splitting up of processes) or 
mechanization, demands of the worker neither thought nor ac
tual participation, so that man ,does not control the process, and 
his organizing and creative powers are deprived of all expres
sion. If, as we are Informed, 95 per cent of the workers in the 
Ford organisation are thus mechanically employed, that con
dition is as degrading as It is a danger to our civilisation. 
Here it is not soc I a 1 sci e n c e but t e c h n 01 0 g y which 
must take hold of the situation In order so to transform 
the work that the machine will perform all manipulations 
and convert the whole plant into a mechanism which functions 
automaticalIy. 
Unfortunately, Industry lacks entirely organisation which would 
be Interested in studying these changes in methods of operation, 
and In consciously controlling their development I hope that we 
shall succeed In Germany In Incorporating social thinking in 
the Relchskuratorlum filr Wlrtschaftiichkeit (National Board of 
Economic Organisation), which Includes members of Parliament 91 
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and industrial leaders and has the task of promoting rationa
lisation in all areas of economic life. Possibly also, in future, 
the International Management Institute at Geneva will have to 
concern itself more vigorously with the question of directing 
technical progress toward the release of man from unworthy, 
heavy and mechanised jobs. 
In Germany, on the part of sOciologists, two trains of thought 
have been developed which are directed toward the restoration 
of the spiritual vahies of work. Professor Hell pac b 
contends that from the standpoint of labor the factory does 
not afford the appropriate human environment, since it destroys 
all spiritual incentive in work and takes from the worker, who 
has only a partial function to perform, the possibility of a 
general view of the process of production as a whole. In order 
to restore this general view, he would substitute production 
in groups for the present customary production through suc
cessive operations; that is, operating groups should be set up, 
each in the nature of a small workshop, composed of all types 
of machines and all kinds of workers, which would compiete 
the different related parts which form a whole section of the 
total product. From the same train of thought comes the 
proposal of Professor R 0 sen s t 0 c k to have machines and 
the "work place" leased by the worker and to transfer the 
"work place" for groups of workers from the factory into a 
smaller workshop. Thereby, the feeling of being bound, the 
sense of dependence, would be taken from the worker, who 
would escape from factory discipline, from the time-clock at the 
door and from the siren-whistle, and would attain freedom of 
movement. 
Studies of both proposals are being made in Germany. without 
significant succss, so far as I can see. Both offer only limited 
possibilities. That group production alone cannot bring spirit 
into work, we see in the assembling at the moving belt which 
finishes a piece before the eyes of the worker, but does not 
remove thereby the mechanization of his work. The division 
of a plant into small workshops would be impossible in many 
kinds of production, because large undertakings cannot be 
broken up, and often exhibit a completed unit composed of 
interrelated functions. However, for many types of industry, it 
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could be carried through without the obstacle of technical 
continuity. ror these instances studies of the plan should be 
made. In every instance it will remain the task of science to 
follow up all transformations in forms of organisation and to 
investigate their bearing upon the spiritualizing of work. 
Until we can succeed in making a man's work a part of his 
own life, with scope in it for the expansion of his personality, 
the aspirations of human beings for education and their need 
for culture will seek expression in leisure time, and the struggle 
for shorter working hours will not cease. Here the science of 
economics, assisted by physiology • to which there remains 
the task of research into the optimum physiological working 
period, • can ren{\er an essential service by investigating 
the effect on industry of shorter working hours. On this 
subject numerous studies are available from the United States 
and England. In Germany the Government has appointed a 
Commission of Inquiry, including scientists, industrialists and 
leading men of the Trade Unions who, for over a year, have been 
Investigating the interrelation between working hours and out
put, in every branch of industry. Although only a smal\ part of 
the results has so far been published, it may already be said 
that the differences in factors from establishment to establish
ment, their change with technical development, makes a general 
conclusion impOSSible. Probably the conclusion will confirm not 
only the oid observation that the optimum duration of work 
differs in different Industries and different kinds of occupations, 
but will also establish the difference in the optimum within the 
Individual plant. Should these studies be extended to the indi
vidual members of the enterprise, they must end with an indivi
dual optimum for every worker. It would thereby be demon
strated that every regulation of working time is a formula. and 
still this would not be evidence against the necessity of the 
regulation. ror modern technique, which requires simultaneous 
operation of machinery assumes a uniform time. In spite of this 
limitation, we anticipate from the systematic investigations of 
the Commission a clarification of the relationship between the 
length of the working time and the output, as well as between 
working hours and the methoos and rates of wage payment. 
The theoretical co-operation of employer and employed limits 93 
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itself, as concerns the working day • as in the question of 
wages ., to setting forth in publications, newspapers and 
conferences, with the help of the academic members of their 
staffs, the considerations which protect their own interests. 
Mechanisation, in that it makes it possible to dispense with 
human beings serves thereby inevitably to accentuate the second 
characteristic of the condition of the proletariat, insecurity 
of livelihood. The chief reason for this insecurity is, 
to be sure, grounded in economic events, in crises which 
threaten the labor force with dismissal and with unemployment 
- a fate shared with the salaried workers. The science of 
economics will soon undertake the struggle against unemploy
ment, because it has recognized what senseless waste the failure 
to utilise the working force betokens, while unemployment also 
does damage to a man's capacity for work. The first steps, 
the investigation of the causes of crises, have led to the sep
arating out of the different types of crises, whose character
istics one can observe, whether they are caused by changes 
in economic organization, or by the regular fluctuations 
of the business cycle or the longer fluctuations of secular 
changes, or by the changes of the seasons, or by accidental 
disturbances. The analysis of the crisis and the setting 
forth of its specific causes is the prerequisite of every measure 
which aims at the stabilization of business. A second project 
is being carried through today with the help of economic 
science in the industrial countries, in the systematic obser
vation of business cycles, the collection of statistical material 
and individual statements of all facts important in connection 
with the cycle, such as the movement of capital, income, pro
duction of goods, trade, etc., and their formulation in indices. 
In Germany the Institut fUr KonJunkturforschung (Institute for 
Investigation of Business Cycles), established two years ago, 
has succeeded in enlisting the co-operation of numerous enter
prises in providing data as to stocks, turnover and orders on 
hand for whole industrial groups. On the basis of the diagnosis 
established by research in the business cycle, warning signals 
are given or initiative is stimulated. The Institute seeks through 
impressive figures and concisely formulated findings to serve 

94 not only the social economist but also the man of business. 
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While in the beginning it confined itself to pointing out economic 
symptoms, it now also studies their significance. 
Whether we can arrive at absolute certainty in the prognosis 
of the business cycle, that is, in forecasting the future course 
of business, is doubtful 1 ; one is inclined to affinn that the 
business cycle can be controlled through the possibility of 
control of credit. Perhaps international agreements, such as 
the raw steel cartel, will contribute to a greater extent to 
the stabilisation of economic life than all trade barometers. 
for in that the cartel regulates production with reference to the 
needs of the market, overproduction is prevented, and the over
developed branches of production, such as coal and iron in all 
countries of the world, wi\l be reduced to a quota which will 
maintain the natural balance with other branches of industry. In 
German economic life the significance of the stabilisation of 
industry has been vigorously debated. The danger of economic 
stagnation which could accompany stabilisation is pointed out. 
It is my personal conviction that all economic tendencies move 
toward such stabilisation; in one country more strongly on 
account of the agreements of private monopolies which are 
interested in the stabilisation of profits, and in others more 
through state interference, as to some extent is true of social 
insurance or the control of cartels. Compare, for instance, the 
unobstructed ups and downs of the business cycle at the be
ginning of capitalism with the control which is already achieved 
today. formerly. in every crisis. the masses were thrown upon 
the streets and wages thereby depressed; through the relief of 
the unemployed this depression of wages is done away with. 
The peak of the business cycle fonnerlY was preceded by an 
increase in the price of essential raw material. chiefly of coal. 
while decrease In prices was the forerunner of depression. To
day the cartel prevents prices from falling. while in Gennany 
a rise Is sometimes sublect to the consent of state authorities. 
The strongly fluctuating capitalism is approaching the stable 

1 The condition of a practically valuable economic prognOSis Is, besides a 
thorough understandll\l of all important symptoms, International c0-
operation between the Institutes of business researeb of all Important 
countries • especially well organized are the Harvard Institute, that In 
London and the Oerman • and the uniformity of methods which the 
~~~ % 
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planning system as the economic form of the future, but it will 
necessarily pass through many crises before the balance 
between all branches of production and between production 
and consumption is established. With problems of this type 
the theory of crises and research in business cycles have been 
concerned in the last decade in all lands, resulting in a volu
minous literature. Concerning both the theoretical possibility 
of forecast and the technical practicability of control, there 
are still considerable differences of opinion. 
UIDiebatable is the expediency of a regularisation of seasonal 
fluctuations and the steadying of employment within the indivi
dual establishment. In both problems hitherto only the United 
States appears to have the experiences upon which Bellerby 
has reported in the publications of the International Labour Of
fice. Crises which arise from the structural changes in industry 
cannot yet be met in the present status of science. Perhaps by 
the more permanent organisation of business, here also possibil
ities of equilibrium will be found. Up to the present I have seen a 
certain intensification of the evil which arises out of the insuffi
cient elasticity of technical equipment and the growing resis
tance of capital to depreciation through the progress of tech
nique. For example, every forward step causes a depreciation in 
the existing apparatus, which is the more difficult to displace 
the more powerful it is. A blast furnace of better construc
tion decreases the value of the old ones, but these cannot 
suddenly be laid aside, because thereby too much capital would 
be lost. Hence the capital already in hand is an obstacle to 
the extelLSion of production. 
In Germany at present the proposal already made by the 
Webbs is being considered, namely, the projecting of plans for 
public works which extend over a number of years. It is 
hoped thereby to be able to achieve a distribution of the 
projects which will conform to fluctuations in business and 
equalize them. 
Besides the mechanisation of work and the uncertainty 
of a livelihood, there is the third mark of the condition of the 
proletariat to be combated, • the inadequate standard of living 
which again makes the status of the wage earning class hered-

96 itary. With this question we come to the problem of distribu-



rHE CONTRIBUTION Of SOCIOLOGY AND ECONOMICS 

:ion which the science of political economy in all previous 
.ystems has recognized as central, namely, the problem of 
what compensation the different groups sharing in production 
will receive • the owners of land, the capitalists, the entre
preneurs, the workers, and so forth • in return for their 
!unctions, and how the national product divides in dividends, 
wages and profits. Although, for several years, the interest in 
research into the theoretical interdependence of problems of 
value and income has regrettably declined, as compared with 
the interest in practical questions, valuable studies have in fact 
been available in the last decade by Clark, Schumpeter, Amonn 
and Oppenheimer. The declining interest rtsults from the fact 
that the question of distribution more and more becomes a 
subject of class conflict and as a result economic laws 
recede. They are in existence, but they cannot work them
selves out unaffected by influences. Bohm-Bawerk, Wieser, 
Tugan-Baranowsky and others have concerned themselves in 
theory with the relation between power and economic law, 
with the conclusion that also the dictates of force can work 
themselves out only within the laws of economic distribution. 
Under the Influence of the class conflict in Germany, the 
question of how higher wages actually affect industry has 
actively engaged the attention of scientific research and has led 
to a clarification of certaIn interrelationships. I have alreadY 
mentioned in the beginning that the application of theoretical 
knowledge to an economic order which changes continually 
the relationship between capital and labour under the In
fluence of their relative positions of power is a problem In 
itself. The following example: In the midst of our difficult 
economic crisis In the years 1925 and 1926, there struck us 
Germans the reproach of the Swedish economist Cassel, that 
our trade union policy and our governmental polIcy on UII

employment, both of whIch prevented a drop in wages, hindered 
recovery from the crisis. Almost the whole world of science, . 
stimulated by Cassel, has busied Itself with this question, wIth 
the result that It Is well established In theOry that, through an 
unrestricted collapse. of the prices of all the means of pro
duction, Including the labor force, recovery can be accelerated, 
but that the setting forth of all the data of experience gives a 91 
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totally different picture, and that an economic system so strongly 
organised in cartels, trusts and similar forms is not to be' 
judged as though it were a purely individualistic economic 
system. If monopolies keep up all prices, why should the 
labor force, which would suffer the most severely under a 
collapse, alone bear the burden? Perhaps nothing could have 
made clearer to our consciousness than the discussion of this 
questiori that pure theory is in need of sociology as a mediator 
in order to be carried over into economic life. 
The discussion of the question of wages nevertheless leeds 

,the argumenf that high wages increase buying power, to 
the question of the consumer, which unfortunately has been 
too little considered hitherto in economic research. It will be 
a task of the economic science of the future to create a theory 
of consumption; the first tentative beginnings of a theory of 
quality are already at hand; but there still remain questions 
to be solved, concerning the formation of demand, the regulated 
utilisation of goods and the organisation of their use in the 
household. 

If, in the beginning, I indicated that pure abstraction could not 
simply be carried over into practice in life, nevertheless there 
should be no doubt as to the significance of science in 
shaping life. For the knowledge of the data of economic 
life without the understanding of theoretical interrelationships 
can help us still less than pure abstraction. And so we may 
quote Kant with variation: "Theory without practice is empty; 
practice without theory is blind", 



11. THE CONTRIBUTION OF PSYCHOLOGY TO 
INDUSTRIAL RELATIONSHIPS 

BY DR. CHARLES S. MYERS. C.B.E.. F.R.S.. 
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When I was asked to contribute this paper to the series of 
communications entitled "The Contribution of the Social 
Sciences to Industrial Relationships", two questions naturally 
occurred to me. The first of these was "What is meant by the 
term "Industrial Relationships"? No doubt those who have 
preceded me In this series of papers will have alreadY given 
their own definition of the term. For my own part I Intend 
to give it such a wide signification that it covers the entry, 
in all Its aspects, of what we may call "the human factor" 
in industry and its influence upon all ranks of those who are 
concerned in production. 
The second question which I have had to consider was whether 
a psychologist has any right, so far as his own subiect is 
concerned, to take part in a discussion upon the contribution 
to Industrial relationships made by the Social Sciences. 
For Psychology is not, properly speaking, a Social Science; 
it is a science primarily concerned with the individual, • with 
the living organism. In Its concern with the living organism, 
it finds a complementary science in Physiology, the one dealing 
with the mental functions, the other with the bodily functions 
of the Individual. In practice it is often impossible to delimit 
their respective boundaries. Psychology cannot, for example, 
exclude the study of human behaviour which results from 
mental processes. And It cannot draw any line between 
processes of which the individual is conscious and those of 
which he Is unconscious. Nor can Physiology, on the other 
band, neglect the study of mental processes in endeavouring 
to ascertain the changes in living substance which are as
sociated therewith. Psychology and Physiology, together with 
Morphology and Pathology, go to form Biology, the Natural 
Science that is occupied with the phenomena of life. 
But whether the living individual is considered from the psy
chological or from the physiological standpoint, or from the 
still wider biological aspect, he must be studied in relation 
to his environment. In the individual's environment are In- 99 
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eluded other individuals. It is therefore necessary, in studying 
the individual, to study the influence upon him of the "group". 
He has to be studied in his thought and actions not merely 
as a more or less isolated individual, but also as a member of 
the social group to which he belongs. 
The principles of any science may be applied to satisfy certain 
practical ends. In this way a pur e science, hitherto pursued 
for the advancement of knowledge per s e, becomes an a p
p lie d science. The arts and sciences of Medicine, Education, 
Industry and Sociology have each invoked the aid of Psy
chology in certain of their special problems. Hence have 
arisen the applied sciences of Medical Psychology, Educational 
Psychology, Industrial Psychology and Social Psychology. 
Each of these arts and sciences, within which a branch of 
Applied Psychology has thus been developed, is of course 
far wider than the Applied Psychology which it has called 
into being. 
Sociology, for example, which embraces the Social Sciences, 
is far wider than Social PSYchology. It deals with all aspects 
of social life. It involves - besides psychology - ethics, econ
omics, religion, aesthetics, law, history, geography, and the 
like, but only insofar as their subject matter helps in our 
knowledge of the factors determining the forms and modes, 
the institutions, etc., of social life. Social facts are in a sense 
sui g e n e r Is; so far as psychology is concerned, they 
include mental phenomena only insofar as those phenomena 
determine the forms and modes of social life and its relat
Ionships. 
So, too, there is now evolving a cor pus of Industrial Science 
which, similarly, is wider than Industrial Psychology. It deals 
with all aspects of industrial life. It Involves psychology, 
ethics, economics, statistics, law, chemistry, physics, eng
ineering, etc. But here agaln Industrial facts are in a sense 
sui g e n e r is: so far as psychology is concerned, they 
Include mental phenomena, but only insofar as those phen
omena determine the forms and modes of industry and its 
relationships. 
It may be safely asserted that without expert aid neither 
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data of applied psychology in any systematic investigation. 
Their application must rest in the hands of the applied psychol
ogist. Nevertheless, as I shall Indicate, some knowledge of 
the facts and scope of psychology Is most valuable for the 
sociologist and Industrialist, both as a background for his own 
work and so that he may know when and where the aid 
of the expert In applied psychology Is likely to be of use 
to him. 
It. may be also safely asserted that no one can be an expert 
in any a p p 11 e d science without previous adequate training 
III the corresponding pur e science. I wish therefore to 
emphasize at the outset the need of a training In pure psychol
ogy for the future expert in social or Industrial psychology. 
Pure psychology Is no longer an aggregate of purely philos
ophical conceptions. It has accumulated a large body of facts. 
the fruit of careful observation and experiment. The sphere 
of experiment In psychology Is rapidly growing. The appli
cability of experiment towards problems of human behaviour 
was evident from the early days of the modern psychologist's 
efforts to establish his subject among the Natural Sciences. 
Witness the success and the valuable results of psychological 
experimentation in' memory, fatigue, practice, distraction of 
attention and the like. The applicability of experiment when 
conscious processes are under observation, Involving careful 
training in In t r 0 s p e c t ion, began with sens~tion, - e.g. 
the conditions of colour vision; it passed on to Imagery and 
perception; and It has now reached the sphere of thought and 
volition. 
But, like Natural History of which it forms part, Psychology 
is not dependent wholly on e x per i men t; much progress 
is possible by 0 b s e r vat Ion of the effects of conditions 
variously arranged by nature. There Is much in mental life. 
particularly on the emotional and temperamental side, which is 
not easily within reach of experiment. 
The careful a n a I y sis of the causes. conditions and sublim
ations of emotional states, the nature and course of conflicting 
feelings, the methods of solution of conflicts, the effects of 
suppressed experiences and the study of the Influence of sub- 101 
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conscious processes, • all of these involve observation; and 
by means of observation carried out under normal and ab
normal conditions, results of extraordinary value and promise 
have been achieved. 
The industrial psychologist requires a careful preliminary 
training in introspection, observation and analysis, such as is 
afforded by general psychology. By this means he will come 
to appreciate what is perhaps the greatest value of a psychol
ogical training • the great variety and the vast importance 
of individual differences. 
"Do unto others as you would others do unto yOU", only 
envisages a part of the problem of industrial relationships. 
It i~ not enough to try to put you r s elf in the place of 
others. It is not enough to consider how you would react 
if you were in the position of another. You have to consider 
how t hat 0 the r per son will respond. His feelings and 
his conduct are bound to be different, and may be widely 
different, from your own. A systematic training in psychology 
points out at an early stage the remarkable individual differ
ences in reacting to the simplest conditions of psychological 
experiment; it reveals the wide individual differences In 
imagery, thought, interests, talents and temperament; it 
indicates th~ important part played by heredity and by early 
environment in determining these and other important differ
ences; it assists one not only to know one's self, but also to 
know others, - and not only to know, but arso to control one's 
self and others. One comes to realise the enormous part 
played by emotional and instinctive processes in behaviour 
which to the subject appears to be determined by reason 
and by cold, deliberate volition. One acquires some knowledge 
of the cause of these often unconscious influences that deter
mine our responses to situations, and some knowledge of the 
methods by which they may be best dealt with when they lead 
to undesirable or disorderly results. Such knowledge of indi
vidual differences, of the play of (in the psychological sense) 
rationalisation, of the importance of repression and of con
flicts and their solution, of the effectS of fatigue and unrest 
upon phantasy, of the effects of phantasy on interest, memory, 

102 attention and action, and so forth, • such knowledge cannot 
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fail tu assist In the Improvement of industrial relations, whether 
that knowledge be acquired by the managing director, the 
manager, the foreman, the welfare worker, or by the rank 
and file of workers themselves. 
A psychological training will not, of course, suffice to make 
the ideal manager or the Ideal personnel administrator, any 
more than It will suffice to make the ideal teacher. Poe t a 
n a sci t u r, non fI t; so, too, with the musician or any 
other "artist". But a proper training will help all of these 
to escape the many failures which otherwise they could only 
learn to avoid by long and bitter experience; It will provide 
them, In other words, with a series of short cuts to success; 
and It will enable them to understand the fundamental prin
ciples on which their "art" Is based, substituting a sure 
scientific foundation for happy-go-lucky, "trial and error" 
procedure, and proving of Inestimable help particularly when 
new situations have to be faced. 
One special value of a psychological training to those who 
have occasion to Introduce changes In Industrial conditions and 
to observe the effects of those changes, consists In the acquir
ement of a reliable method. It is relativelY easy for 
the physicist or for the chemist to plan and to carry out an 
experiment In the inorganic world to determine Its results. 
But when we come to deal with living organisms, and above 
all with men, the conditions are so complex and are so diffi
cult to control that a special training in special experimental. 
methods becomes essential. Nowhere is this more necessary 
than In the field of Industry . He who has had a thorough 
training In what are termed the psycho-physical methods of 
psychological experiment will realise more clearly the pitfalls 
that await the Introducer of changes In industrial conditions, 
• how difficult it is for him to be sure that only one change 
has been made and that consequently the results achieved 
are solely attributable to that change, how Important It is for 
him to realise the play of Suggestion or of prejudice and to 
prevent their Influence, how complex are the effects of ex
pectation, adaptation. practice. novelty, monotony. etc., and in 
what wayS these and many other difficulties may be best 
aVOided, so that the real effects of the changed conditions on 103 
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the human beings concerned be established. 
Without such training in methods which the science of pure 
psychology has evolved, no one can safely be entrusted with 
the practical work which it is one of the most important 
functions of the applied sciences, social psychology, educat
ional psychology and industrial psychology, to carry out. It 
is true that in social life, in school life and in industrial life, 
the investigator may seldom be able to plan an experiment 
along the relatively simple lines which are possible in the 
psychological laboratory. Nevertheless, his previous systematic 
scientific training provides him with a background that is an 
invaluable safeguard against the dangers and temptations to 
which a person without such training will inevitably succumb 
in planning experiments and in interpreting their results 
within the field of the social sciences. 
I have of late been leading a book entitled "Psychology for 
Executives" Quite recently written by one of the managers 
in the well-known firm of the Dennison Manufacturing Company 
of Framingham, Mass. The writer, Mr. Elliott Dunlap Smith, 
came to the firm after a training in law and became a student 
of psychology because he found that this subject more than 
any other helped him to understand the human aspects of 
many of the problems of management that confronted him. 
The expert psychological critic may cavil at certain technical 
details in the book; but no one can read the concrete instances 
given of the managerial difficulties experienced and of their 
happy solution with the backing of psychological knowledge. 
without realising the value of this knowledge to executives. 
"Industry", as Mr. Smith says, "up to the present generation 
generally assumed that the minor executives and the workmen 
were passive instruments. As a result the managers looked 
upon a factory exactly as upon a machine. No effort was 
made to give the employees opportunity for self-expression ..•. 
The personality of the employees was entirely neglected. 
Any display of undesirable individuality (and almost all In
dividuality was considered undesirable) was repressed by 
discipline~. .. The entire task of labor management was con
ceived of ':as one of getting methods and rules that were 
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Today .... industrialists and psychologists are beginning to 
realise that the price of control by force is high. They are 
beginning to have borne in upon them the dangers of repres
sing and the advantages of enlisting the support of the elements 
which compose the industrial and the mental organisation.' 
I have not the time to quote the many concrete illustrations 
drawn from Mr. Smith's actual experience which this book 
contains. It gives one the impression not only that his psychol
ogical training has served him in good stead but also that he 
Is innately fitted to managerial work. His innate fitness sug
gests In turn a specific field in which industrial psychology 
is likely to prove of the greatest value in industrial relations
hips, viz., in the selection of suitable executives. Too often 
he is chosen merely for his technical knowledge; sometimes 
because, like the bygone type of non-commissioned army 
officer, he can be relied on to bully those of lower rank and 
to force their work through somehow; sometimes because 
outside influence Is brought to bear. 
Industrial psychology has begun its work in vocational selection 
among the rank and file of workers. By carefullY analysing 
the physical and mental characters required for success in a 
given occupation, by devising tests that will reveal individual 
differences in innate endowment with the special characters 
of sensory, perceptual and mechanical ability, manual dex
terity, the kind of attention and memory, etc., which are 
required, by Improving the Interview so that it will better 
disclose and evaluate the temperament and character needed 
for success, - by such procedure steady progress is being 
made both in the selection and In the guidance of workers, 
thus Improving their contentment by improving their chances 
of success, and by preventing the high labour turnover and 
the spirit of unrest which must inevitably occur when those 
who are naturally unfitted for a certain occupation become 
engaged in It. 
Such systematic selection and guidance has to be extended 
and will, I am confident, be successMIY extended, by the 
industrial psychologist to the choice of executives. so that 
the nagging and bullying, the weak and undecided, the cranky 
, Pages 111-93. 105 



THE CONTRIBUTION OF PSYCHOLOGY 

and unbalanced types of men may be excluded from occupying 
the positions of managers and foremen. 
If they in their turn receive some training in psychology, they 
will come to realise more fully the enormous importance of 
preventing and allaying the feelings of resentment against real 
or imaginary injustice, of suspicion arising out of the conceal
ment of facts, of anxiety in regard to accidents, unemployment, 
promotion and responsibility, and of reducing ignorance as 
regards higher policy and as to what is happening in other 
departments of their concern. They will come to realise more 
fully the enormous psychological effect of the summation of 
a vast number of minute causes of friction and irritation, each 
almost insignificant in itself. They will come to realise more 
fully the striking inefficiency of considering matters solely 
from the mechanical aspect, without also viewing them from 
the psychological and physiological aspect, - whether these 
matters relate to the design of machinery, the layout and 
organisation of the works, or the movements and training 
of the workers. The shortest route, the shortest path of 
of movement is not necessarily 'the best from the human 
standpoint. The fewest movements are not necessarily the 
least fatiguing. The movements which suit one worker are 
not necessarily those which will be best for another worker. 
Wherever we turn, a knowledge of pure and industrial psy
chology must prove and is proving of increasing importance 
for industry and industrial relations today. Not only the 
mechanician but also the economist must temper his principles 
according to practical human needs. Methods of payment and 
promotion, the provision of incentives, the machinery for In
dustrial negotiation cannot possibly succeed, if pursued along 
mathematical, mechanical or abstract economical lines. The 
sub j e c t I v e standpoint must invariably be considered when
ever apparent Improveinents in conditions are being introduced. 
To impose them when they are misunderstood, or without 
the cooperation of all those on whom they are to produce their 
effect, Is to court disaster. Thus Personnel Administration 
- or Welfare Work as It Is called in Oreat Britain - has been 
too often regarded by the workers as a sop or narcotic foisted 
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been consulted and have not been given sufficient voice In 
what is introduced in its name. Into the work of those func
tioning within this department, exactly as into the work of 
management, a knowledge of psychology must inevitably 
enter. The Personnel Administrator who has received some 
instruction [n industrial psychology will realise when (before 
it is too late) the help of the expert in that subject should 
be invoked, whether it be in relation to needless strain of 
effort, bad arrangements of material, lighting, ventilation, etc., 
bad selection of the worker, bad distribution of hours of work 
and rest, bad systems of training, bad methods of payment 
and organisation, bad relations between management and 
labour. The Personnel Administrator must have sufficient 
instruction in psychology to realise what benefits the industrial 
psychologist can confer after his prolonged observations and 
experiment which the Personnel Administrator cleariY has 
not the time, nor has had the expert training, to carry out. 
The value of the industrial psychologist's work in a factory 
must closely depend on the sympathy and cooperation he can 
receive from the Personnel Administrator. 
Both with this object and to assist the Personnel Administrator 
in his own special field, a knowledge of pure and industrial 
psychology and physiology is essential. It should always be 
the Personnel Administrator's special province to impress on 
management, so far as possible, the need for consideration 
of its problems, from an adequately wide psychological 
standpoint. 
This psychological standpoint will differ in different countries, 
in different industries, even in different works within the same 
illdustry. Industrial relationships must necessarily depend on 
the psychology of the group. And the psychology of the group 
will vary under, say, highly democratic, highly autocratic, 
Soviet, Fascist or other conditions of government; it will vary 
according to the nature of the work which has to be performed 
and according to the conditions in which It has to be performed, 
• the psychology of the coal miner's group, for example, 
necessarily differing from the psychology of the seaman's 
group; It will vary according to the tradition and atmosphere 
of the firm, which wi1l be determined again largely by the 107 
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psychology of the management su~-group within the bigger 
industrial unit. The true practice of industrial psychology is 
incompatible with universal mechanical standardisation. In
dustrial relationships must necessarily be fluid, or at best 
plastic; perhaps the most valuable contribution of psychology 
to industrial relationships consists in enforcing this fluidity 
and plasticity through the realisation of the inevitably wide 
individual and group mental differences. 
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Examples are Increasing of discouragement with the progress 
of physical science and Its applications; witness the presi
dential address at the recent centenary celebrations of the 
Institute of Civil Engineers, with not merely candid admission 
of the need of moral and social progress to control these 
advances and applications, but outspoken demand for them. 
The most interesting event of the celebrations was a lecture on 
"A Century of Inventions", by Sir Alfred Ewing, one of the 
most distinguished of living engineers, before the war our 
leading educator for the navy, and now Principal of Edinburgh 
University. While, of course, fully appreciating the great 
physical and chemical advances of the past century, he anti
cipates, and even hopes for, social advances_and posslbilltie<l 
so different from current mechanistic Ideas that we cannot do 
better than Quote his words: 
"It may very well happeD that the mental energy of mankind. nOW flowfnl 
so strongly In this cbannel of ours, will seek and find outlets In other 
directions. While as engineers we may regret such an Issue, we cannot 
hut admit that It may prove benefiCial to the human race. since beyond 
question there Is Irave need for progress of quite a different kind. 
"I'or the fact remains that all our efforts to apply the sources of power 
In nature to the use and convenience of man. successful as they are in 
creatiRl for him new capacities, Dew comforts, new habits, leave him at 
bottom much what he was before. I used, as a young teacher, to think 
that the splendid march of discovery and Invention, with Its penetration 
of the secrets of nature, Its consciousness of power. Its absorbing mental 
Interest, Its unlimited possibilities of benefit,. was, In fact,. accompllsh\nl 
some betterment of the character of man. I thought that the assiduous 
study of enllneerlRl could not fall to soften his primitive instincts, that 
It must develop a sense of law and order and righteousness. 
"But the war came, and I realised the moral failure of applied mechanics. 
It was • shock to find that • nation's eminence in this department of 
Intellectual effort did nothing to prevent a reversion to savagery, con
scienceless, unbridled, made only the more brutal by its vastly enhanced 
ability to hurt I saw that the wealth of products and Ideas with which 
the eRllneer had enriched mankind milht be prostituted to lInoble use. 

I With the author's consent the editors have amplified this paper by 
InsertiRl illustrative material from 10Rler version. The added material 109 
appears In small print. 
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It served to equip the nations with engines of destruction Incomparably 
more potent and ruthless than any known before. We had put Into the 
band of civilisation a weapon far deadlier than the weapons 01 barbarism, 
and there was nothing to stay her hand. 
"Civilisation, In lact, turned the weapon upon hersell. The arts of the 
engineer had, indeed, been effectively learnt, but they had not changed 
man's soul. In our diligent cultivation of these arts, we engineers have 
perhaps forgotten that progress In them has lar outstripped the ethical 
progress of the race. We have given the child a sharp-edged tool before 
he has the sense to handle it wisely. We have given him the power to 
do irreparable mischief, when he hardly knows the dillerence between 
right and wrong. 
"Does it not follow that the duty of leadership Is to educate his ludgment 
and his conscience? Collective moral sense, collective political respons
Ibility, the divine maxim to do to others as we would that they should 
to do us - these are lessons In respect of which all the nations, even the 
most progressive. have stili much to learn: 
"There are people who talk glibly of the next great war. I wonder if 
they know how near in the last war the world came to destruction through 
misapplying the endowment which it owes to the engineer. Do they 
realise that with added experience and further malignant ingenuity, the 
weapons of a future war will be more than ever deadly, more than ever 
indiscriminate, and the peril to civilisation will be indefinitely Increased? 
"Surely it is for the engineer, as much as any man, to pray for a spiritual 
awakening, to strive after such a growth of sanity as will prevent the gross 
misuse of his good gilts. I'or it is the engineer who, in the course of his 
labours to promote the comfort and convenience of man, bas put Into 
man's uncbecked and careless band a monstrous potentiality 01 ruin." 

Hence the need of. changes in education: and, above all, such 
as are turned towards a fresh understanding of life, both 
organic and social, and each in its functioning on its environ
ment, both in general and in particulars. This educational 
change may be brought about through a freshened geography. 
historical and actual, by means of Regional and City Surveys, 
with their introduction to the better understanding of Nature 
and also of Civilisation. I In this way all the sciences of 
nature, and all humanistic studies also, are attractively 
reached, and also better understood, in their interaction and 
their needed harmony. And their applications are correspond
ingly better directed: for Surveys are for Service, just as is 
diagnosis before treatment. 
Such Regional awakening is easy in our vacation times spent 
amid natural surroundings; for here we better recognise the 
I Information as to Regional and City Surveys, their aim, metbod and 
application may be obtained from the Secretary, Leplay House, 65 Belgrave 
Road, London S.W. I. 
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fundamental elements of rural thought. And this moreover to 
the advantage of the rural, as vital, over the urban .and 
mechanistic; and not the opposite as is popularly supposed. 
for despite all the keenness of the latter, it is essentially 
developed, yet limited, by the market and the workshop, on 
their ever increasing scale. Whereas the rural mind, despite 
all its slowness and apparent backwardness, essentially turns 
upon its tending of life throughout its growth - whether of 
crops, stock or children. 
This blindness of urban thought to rural reality persists also 
in all schools of Socialism. Here take Marx, with his pre
cursors and successors; take fabian administrative endeav
ours; or Shavian Income-equalisations; and so on, to the 
utmost Communistic utopias, even beyond their preliminary 
one of fury and fire. Even grant them all the changes they 
desire - are these not still essentiallY in the urban thought
circle, mechanistic and pecuniary by turns? Were this not 
so, how could any Socialist have gone on for the past two 
generations preaching socialism or trying to practise it. with
out seeing that beyond all his familiar illustration of the 
ancient and undeniable socialism of the public highway, is the 
forest, to and from which it should lead, instead of to desolated 
moorland. Surely it is a commonplace to every social geo
grapher, that of all forms of rural development over Europe, 
it Is the forest which most definitely thrives and prospers under 
collective ownership, that of the village, the town and city, 
the province or State also. 
Other concrete instances may be given, as from the inter
pretation of the fundamental contrasts of Western law, so 
individualistic, and of Eastern law, so communalistic; since 
each is largely in terms of the different cultures necessitated 
by their characteristic cereals • wheat, etc., and rice, res
pectively. 
When the rural soc:iologlst looks at law - without getting lost anlld Its 
details and fictions, as Its professional practitioners still do - he sees the 
broad and simple lenerallsaUon (mostly unconsidered by them). that what 
essentlaliy characterises the Individualist tradition of law. as from Rome 
onwards, and Its contrast from the more communal social system of the 
Eastern vllillle, Is essentlallv based on their different modes of farmInc. 
for In raJslnc our cereals l'f the West, each man minds bls own plough III 
and his own field. and not his neil;bbour's; wbereas In rice, as the 
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characteristic cereal 01 the East, the lirst thing 01 all is to organise the 
communal water and give each and every lield Its share. With our 
Western cereals, too, women and even children once helped In their 
secondary and minor ways, at harvest time, though now invented away; 
but in the East all the lamily, old and young, can take their part, alike 

. in planting the rice and in cutting it. So definite is this contrast between 
the western individualistic cultivation 01 corn and the eastern communal
istic cultivation 01 rice, that alter a Ireneration 01 rice-culture in the 
well-Irrigated parts 01 Lombardy, the peasants began petitioning for legal 
and social changes to the Italian Government. Their pleas were prac
tically unintelligible to the Parliamentarian mind, until a senator, who had 
been In China, threw up his hands in astonishment, saying, "Dio mio I 
These people are asking lor Chinese institutions I" 01 course they were; 
rice demands and creates them. 

So the current needs of British agriculture, with extensive 
renewal of drainage and water-management generally, are 
naturally ignored by the pecuniary and mechanistic urban 
mind, in its dominant policy, or lack of policy, and towards 
disaster accordingly. 
Hence the need of foresighted rural finance, with steady 
social direction, towards enduring values; as contrasted with 
the predominant but shallow urban finance, of immediate 
individual gains and ever-extending indebtedness, through 
diSSipation of energies. The rural view is in every other way 
needed, too, and beneficial to town life; witness the garden
villages and garden cities of the Town-planning movement, 
still so little developed. 
Above all, the recent Coal Crisis and the subsequent serious 
depression, are an extreme instance of the failure of the 
urban mind; too much alike among coal-masters and men, in 
Government and even in Coal Commission, as among the public. 

01 course, we know all the cust~mary excuses, 01 which one is as easily 
demolished as another; lor were there but the will to seek and lind the way 
even among any, much less all the live, parties who alike lailed so lam
entably In the recent coal crisis - masters, workers, the Government, Coal 
Commission and the public - reconstruction would lollow. Indeed, the 
skilled group most competent in this matter, the Town Planning Institute, 
with their engineering and hygienist allies, are lailing also, lor they too 
remain little more than technical experts, and are loaded up with lawyers 
and administrators who are too largeiy dead weight; so that their 
social planners lor social service have not yet the courage to claim their 
needed and definite leadership of the preceding live parties. Closely 
connected with this Is the problem 01 the unemployed, a million or more, 
whom mechanists can but leave to bureaucrats to debase and unman by 
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"dole". Here permit an extract from our associated specific challenge I 
to the public, before the coal crisis lapsed into its persisting catastrophe, 
whicb is, In fact, an open letter to the Government: 
"and to Coal Commission, to owners and to workers, and Indeed to all 
who are not only suiterlng from the present situation, but also thinking 
over It, our proposition Is briefly this: Try Regional Planning. Oive us 
our hearing, and our chance, as an evolutionary group, and not as a party. 
"To create working examples of useful re-employment Is for us a familiar 
experience, when our own too rare opportunities of employment arise. 
And If either central or local governments had had the wisdom to employ 
us, and give us our chance, as oaptains of reconstructive Industry, to 
utilise even a fraction of their doles, we should by this time have cleared 
up many a squalid village and town, both Industrial and rural. We should 
have applied their waste to use, providing building materials here, and 
cbeap luel there, or turning It to fertility. We should have drained 
marshy places, - sometimes to irrigate meadows. Our forestry-plan
tations would already be grOWing, and so on; and all this with labour so 
manly, so healthy and even loyous as to attract youth to a period of 
such service as the supposedly backward Bulgarians are already doing." 
"But again the "practical man" may produce his biggest oblectlon 01 all 
• that to organise these Plannlna: Offices, with their Surveys and Reports 
upon the national Coal situation will cost money - and where and how 
Is that to be got? (Always money, observe: never money's worth, never 
a word of real energy-saving, or Industry-Improving I) 
''To this of course there are answers; and It should be possible for the 
TowlI Planning Institute apprOximately to forecast them. Meantime a 
first rough and ready answer is this: Multiply the ascertained cost 01 
Prof. Abercrombie's Kent Coalfield Survey and Report by the number 
of districts requiring the like. After this, of course, financing towards 
execution has to be conSidered; but as examples to begin with, are there 
not a iood many mining companies who would be willing to face their 
share of this, as Indeed some have already done In years past? from 
such experience, approximate regional estimates could soon be obtained. 
"Suppose, however, for illustration, we were even to ask as much as a 
million I What Is that, compared with the local and national losses since 
the coal strife began?" 
"Reoall the linancings of War. Have combatants ev~r had the money In 
hand for that? They fight along, and let It as they can: and so again, 
In this crisis - already a minor civil war, and full of evil omens of a 
Ireater one. must we not somehow do the like?" 
"The really practical lIuestlon thus Is - can these Regional Plannlnl Of
fices In reasonable time pay for their keep, and give good value for It? 
And the answer, from every planner of. experience, and as his life-work 
shows - Assuredly I Of course Individual powers diller: some Surveys 
and Reports will not be as lood as others; yet It Is safe to say that 
none of these would prove Inefficient. for given reasonable facilities 
and a very few months time, work found too slow or of Inferior quaUty 
could be transferred to more effective hands." 
"And as to usefulness - is there any sane maa. be he within or wlthon! 
the coal Industry and business, who does not see the thousandfold return 

I See "The Coal Crisis and the future, and Coal WayS to Reconstruc-
tion": Leplay House, 6S Beillrave Road, London S. W.I. 113, 
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to be obtained Irom carrying out methods like those lor Kent, In preference 
to creating for this new area the wastelul and woelul muddles whlcb 
other coal districts so commonly show? And the tasks of cleuing UP 
these old ones are not so entirely different as at first Sight may seem." 
This and other challenges of the two Coal Crisis books, Issued by our 
little sociological group, accomplished nothing, since, so far as we could 
ascertain, they were left practically unread by all the above-named five 
sections, I. e.. the public, the masters, the workers, the Government, or 
even the Royal Commission (despite proposals often excellent as far as 
they went). Yet In spite of these discouragements, it is necessary, and not 
too late even now, to set about retrieving this pitiable coal situation. 
And as this problem carries with it most of the main issues for which 
the Cambridge Congress stands, we venture here to lay on the table, on 
one Side, the Report of the Coal Commission, and on the other our two 
little books. Of course, had time and powers allowed, these migbt bave 
been better and more fully done, and more convincingly presented. But 
it is not their ·limitations whlcb explain their failure, but tbeir qualities! 
Por here we have summarised the efficient planning of the new coalfield 
in particular; and the claim of regional planners in general, as able, willing 
and ready to clear up the coal areas, and these alike in terms of better 
engineering, and of better bomes, with gardens and allotments in Improved 
villages and towns; for these are the essentials of real wages, and whicb 
all men need, but will never get until they transcend the urban fiction 
of wages essentially as money. Witb this planning, and Its engineering 
and technology explained in outline by leading experts, there should have 
been some response, and from all five classes, instead of none. 
Yet when we do not catch the fish, there is after all no use in blaming 
them. Tbe angler must also consider what was wrong with his ball, and 
the fisherman must find out how his far cast net scared them away. We 
now, of course, see and confess these errors in our volumes, which might 
have had more readers had we not rashly dared beyond speaking of 
planning and engineering, and even of hygiene, In ordinary readable 
technical terms· to refer to the real sodal Issues, and with outline 
therefore of tbeir relevant elementary sociology as necessary, which was 
too outspokenly done. 
Given the above five groupings, all possessed. If not more or less 
obsessed • by the pecuniary aspects of the Situation, and too Uttle with 
the technical ones, and with the social aspects practically Ignored • to 
begin and end, as we did, with the call from urban pecuniary conventions 
and mechanistic routines to regional life and social science, was too utopian 
altogether I We dared to affirm that the coal situation Is far nlore than 
a money squabble; we have treated it as a collapse 01 the paleotechnlc 
order of Industry, yet with opening for the neotechnlc one. That Is to 
say, the coal age needs to repeat upon our modem spiral that ancient 
change of the stone ages, from paleolithic to neolithic, and from hunting 
to agriculture, which is the broadest general fact of human prehistory. 
But this thesis, as there explained, Is true; so we challenge Criticism; 
and we Invite fuller verification by such members of the Cambridge 
Congress as will grant It consideration, If they do not know it already. 
And If granted, we again challenge and invite consideration of the 
necessary revolution In thought which this material tranSition carries 
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Hence our further Insistence on human evolution, as at once organic and 
mental - even towards Olympian and Parnasslan at their best - and with 
mind and body at their highest accordingly. I'or hy such evolutionary 
policy alone can we escape the corresponding and manifest evils which 
arise for lack of such Idealistic policy, as poverty and disease, Ignorance 
and folly, even to vice and crime. We maintain that for want of such 
serious evolutionary studies, and their IIPpllcations, the would-be "practlcal 
man" of every class, be he capitalistic or labouring, governing or mud
dling, Is thereby too much maintaining, contlnulng and even accelerating 
our too manliest movement towards evolution downwards and backwards. 
Hence, for Instance, the ugliness of the coal regions Is the Index of the 
wasteful and muddling Inefficiency of our paleotechnlc Industry; as Indeed 
the contemporary American advance of efficiency methods begins to show. 
Hence also the Ignoring, as "Idealistic", of the need for re-education, and 
this fundamentally regional and rural, and of the three H's - Heart, Hand 
and Head - as distinct !rcm, and necessary beyond, mlslnstructlon In the 
three R's, so essentially urban, Indeed metropolitan In Its pecuniary 
obseSSions, Its verbalistic thought-substltutes. 

This rural outlook yields even a better understanding of the 
physical sciences and their mechanistic and kindred applica
tions; yet Its main strength lies in Its developments beyond 
their level, and towards ethlco-social policy; thus practically 
utilising and combining, all that is best in the too separate 
mental attitudes of religious, moral, philanthropic and political 
endeavours. 

Without an element of esthetic feeling, no "good job", not even a scav
enger's, Is thinkable. And without true and rural return to sanity In 
thinking, the permanent habit of health Is not attainable; while without 
the ethical and social appeal, no general order, much less progress, ts 
realisable. Here It Is commonly answered hy many of those we here 
criticise: "See our Immediate agencies to relieve poverty, as formerly 
by workhouse and now by dole; see our hospitals for mind and body; 
see our efforts of rernlation or would-he suppression of vice, and also 
our vigilant police and more than ample gaol provision against crime." 
Vet even grantine these all they claim, as the hest an urban and paleo
technic society could think of and do, Is It not obvious to-day that they 
Count for little against the rrowtb of urban revolutionary forces, pro
letarian In mass and mechanistic and pecuniary In thought, as so plainly 
In their leaders, from Marx as student and writer In the British Museum 
to Lenin In conspiracy or power. Whereas our regional and rura\ inter
pretation moves towards a larger and higher efficiency In the under
standlne and control of the physical environment, because also with more 
understandlne of the organic and mental 11\0. of social origins, and of the 
correspondine ethical evolution. 

Hence the contrast of the growth of the mechanistic and 
correspondingly warlike "red" revolutionary spirit of the town, 115 
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and that of the incipient "green" revolution of the peasant, 
who is now beginning to raise his banner also, yet one not of 
mere militancy and life-destruction, but essentially towards 
peaceful advance in vital thought, and its constructive and life
promoting action. Whereas the present deterioration of great 
eities, as often also their material and organic decline, Is here 
compared with that of old Rome itself. 
Yet with the vital City - the City in deed - its Region comes 
also to its highest fruition. The task of science is to render 
explicit In thought, and thence fit for application, all that which 
life-experience carries implicit within itself. The mechanistic 
and pecuniary occupations producing our urban aggregations 
have long outrun the slower awakening of the rural mind (and 
have even too much urbanised this mind); but now its time 
of arousal and of development has arrived. The rural outlook 
and Impulse have thus to supplement our urban thought, and 
to advance beyond its prevalent physical, mechanical, and 
arithmetical pecuniary levels. How? Upon those of life, mind, 
morals and society; and this even renewing our physical 
environment and activities accordingly. And these, moreover, 
in survey and interpretation, and in applications throughout 
the whole range of industrial relationships. Hence for our 
treatment of these we are at the opening of nothing short of 
evolutionary science, philosophy and policy; which, taken 
together, are capable of appreciably abating the present mis
understandings in thought and conflicts in action. 
This appeal of rural thought, from its simplest levels onwards, 
is thus ethical and social, mental and organic; in a word, it 
is in the fullest sense v it a 1. The normal rustic mind thus 
not simply realises, and shrinks from, the ill-health and other 
disharmonies of the Industrial town: it next discerns these as 
inevitably associated - and in vicious circles - in the measure 
of their inefficiency as to its needed life-promoting activities, 
and their excessive specialisation upon their mechanistic la
bours, and their Individual pecuniary interests accordingly, 
with far too simple insistence on gain or on bare livelihood, and 
these alike at the expense of life in evolution. 
It Is therefore necessary to clear our minds from the present 
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encouragement and development of the rural mind in Its vital 
and harmoniously social attitude, and thus with fresh activities 
towards "life more abundantly". Such life-advancement ob
viously does not consist, as the urban mind essentially reckons. 
in mere quantity of population, but above all in its quality: that 
is to say, of rural and urban life in its regional and civic 
evolution. And this on all Its levels, ethico-social and psycho-, 
organic. 
for social life, as "conduct" (or, in simpler term, "duty"), 
Is at once ethical and economic. As Individual ''behaviour'', 
It unites sanity of mind with health of body. And as efficiency 
of working "activity" or "industry" in our environment, it has 
esthetic values as well as physical. Thus something of each 
and all the above is, and has to be, realised in every possible 
"good job"; and so throughout all industrial relationships. 
Had space allowed, It would also have been clearly noted that 
there are important occupations which do not tend life, but 
take it • especially those of the hunter and fisher, and the 
woodcutter, and the miner's work in the inorganiC world. 
And as all occupations must come to the market· the funda
mental economic beginning of the town • it Is as yet the 
development and Interaction of these life-taking occupations 
which have been most influential in our towns, above all those 
of our Industrial age. The "rural occupations here insisted 
upon are those especlally concerned with the fostering and 
tending of life; namely, those of the shepherd and the agri
culturist, in his three main varieties • the poor peasant, or 
"crofter", the richer as farmer, and the most developed as 
gardener and fruit-grower. These too have, of course, had 
their developments and their influences in the city also: but, 
in our industrial age, these life-tending occupations and 
Interests have been far distanced by the life-taking occupations 
and interests. To bring these Influences of the life-tending 
occupations forward and towards "the needed vital advance 
of urban thought, and correspondingly towards the vitallsing 
of urban action accordingly, Is the essential purpose of the 
present paper. 
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BY KERSTEN HESSELGREN 

Inspector of F actoriu and Member of Parliament, Sweden 

We have come from twenty different countries to this old 
historical town in order to discuss the fundamental relation
ships between all sections of the industrial community. That 
is the subject of our present Congress. Why is it that the 
industrial community should be of such special interest that 
it can persuade people to come from all over the world? It 
must be that the problems of industry are felt, and keenly 
felt, as an intense difficulty, and that everywhere men and 
women are trying to find the solution to these problems in 
a manner which will bring back again something of what we 
have lost by the change brought about by the industrial 
revolution, without losing what we have so richly gained. 
I think it is very appropriate that such a Congress should 
come here to this country, because it is in this country that 
the new method' of working sprang into life. It was in the 
North of England that those new methods were first tried, 
which we now call industry. That was about a hundred and 
fifty years ago. You might say a hundred and fifty years 
would be enough to learn the lesson of this new method. 
But if you really take into account what has happened, what 
enormous changes have taken place, how large numbers of 
people have had their lives and dailY existence quite changed, 
how even the character of the mind has changed, you will 
realize that it really means that we have come into a new 
epoch in the history 'of mankind; and as it is a new epoch, 
we might well say that we are still in our young days, with 
all that it means of uncertainty, mistakes, groping for light 
and wisdom in our ways of living this new industrial life. 
The more I have been brought into contact with industry 
- and as you have heard, I am a factory inspector and have 
been for sixteen years - the more I have felt this - that we 
are living in a new era, that it is really an entirely new ex
periment we are making with tWs work which we call in
dustrial work; and, because of this, I think we may have great 
hope of being able to adjust ourselves to these new ways and 
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What are these problems? I do not think I need enumerate 
them. We al\ suffer from them more or less. You in England 
have had your coal question, or have it still. You have had 
a General Strike. In Sweden we have our general lockout. 
Most of the countries here represented will have had similar 
experiences. These al\ indicate that there is a maladjustment In 
the public body. Masses of people al\ over the world are suffer
Ing from the sense of uncertainty of livelihood and tenure, of 
the Inadequacy of their reward, and lack of information as to 
the financial results of their work, • so states the report of the 
Liberal Industrial Enquiry. 
I have already said that I have great hope of our being able 
to change things and find a solution of our industrial problems. 
I say that because from the very beginning there have always 
been men and women who have tried their best to find the 
way, and they have invariablY endeavoured to bring their 
solutions into being by ca\1lng on public opinion. Hence the 
importance of speaking of public opinion in its relation to 
Industry. 
I would remind you that Robert Owen In his time understood 
that in order to be able to change existing evils, he must get 
public opinion on his side· and Insofar as he was successful In 
this nationally, he was able to bring about the first legislation 
Introducing protective measures for people In industry. He 
thought that he would also be successful international\y, and 
for that reason he brought his question before the Holy 
Alliance in 1818. It is quite remarkable to remember that 
the Holy Alliance • the International beague of that time. 
had this question brought before it In 1818. But he was 
laughed at. He was thought to be a fool and an Impossible 
Idealist. However. he had set the ball ro\1lng. Not much 
showed at first. but finally In 1919 public opinion had formed 
Itself sufficiently on this sublect to be able to hold the first 
Conference on International Labour Legislation. 
You know how the sufferings during the war awakened the 
public conscience and hence originated what has been called 
the Magna Charta of Labour. I suppose you all know of this, 
but I am not quite sure that you all realize what has really 
been undertaken through this Magna Charta. Although It 119 
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was the public mind which forced this Magna Charta into 
being, the curious thing happened that, when the first Labour 
Conference after this Resolution was held in the United 
States, it was put to the President of the United States as 
a question, how he could allow such red Radicals and Bol
shevists to come over to the United States. It was suggested 
to him that he should take one of the warships, put them all 
on it, and send them back to J:urope where they belonged. I 
have always felt that this was a very useful object lesson in 
social progress. You must always remember that it takes 
some time for ideas to permeate the public mind and, vice 
versa, that ideas once formed are equally difficult to get 
rid of. 
But what is public opinion? It is yourself and myself. It is 
everyone we come in contact with. Therefore we all help, 
often quite unconsciously, to form this public opinion, and 
perhaps often not in the right way, by using carelessly words 
which we do not realize may have quite another meaning in 
different quarters. 
Dr. Delisle Burns and several of the speakers during these 
days, have given yoU very striking instances of how difficult 
it is for one group in industry to understand another. How 
much more difficult must it not be for people living outside 
of industry to understand the groups within industry! 
I remember going as a factory inspector for the first time 
to one of our big match factory towns. It struck me that 
everybody in that town was convinced that everything wrong 
in the town was owing to the ,factory girls. "Of course", 
they said, "it is those girls who have done that". The girls 
themselves were so used to being called "those girls" that 
they really thought they were something apart, not really 
belonging to the community. I am quite sure that the people of 
that town did not mean to be cruel. It was just "public opinion". 
I am happy to say that in the sixteen years during which I 
have been a factory inspector, this has utterly changed. Public 
opinion now about "those girls" is quite different. 
You must admit, of course, that public opinion very often is 
the same as mass suggestion. Mass suggestion is a feature 
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which we call industrial. is forcing on us all that queer thing . 
called mass suggestion. and it is very difficult to withstand it. 
I met it once very strikingly. During the crisis of the war
time. food was very scarce and as m,any children as possible 
were being sent out to camp in the country. where they got 
good food. A woman in a tobacco factory had two children 
at one of these camps. SuddenlY this woman went out to 
the country and. in spite of the protests of her two children. 
brpught them back with her. When she came to the factory 
the next day. the welfare worker said. "Why. did you do 
that? You know the children got food enough". "Oh yes", 
she replied. "I know. But I also know that if some day people 
were to begin to fell me that the children were not getting 
enough food. I would believe it". We do not all of us so 
readily admit that we are influenced by what other people 
say, but I am perfectly certain that each of you can remember 
some instance when you have been influenced in this way by 
what other people have said. 

It is not necessary that I go back to the experience of the 
war to remind you of the two biggest factors that influence 
life and, for that reason, public opinion also. I mean fear 
and distrust. They are the big promotors of difficulties in 
relation to individuals, groups, nations and races. They are 
what was underlying the idea that this first Labour Conference 
was composed of Radicals and Bolshevists. The factory girl 
by herself has already changed that, and I am quite sure that 
If another Labour Conference went to the United States there 
would be no danger of any question in the Senate . 
. It is very Interesting to watch the shifting of public opinion. 
I think that public opinion has moved very much since the 
day of Robert Owen, via the Versailles Treaty until the 
present time. I am thinking of factory legislation. Public 
opinion has become clearer on that subject, but I have taken 
my example in order to show that you can count on the moving 
of public opinion in that direction. 
Public opinion has become clearer with regard to the necessity 
for protective legislation for industrial and many other workers, 
but new demands are now being made. There are other 121 
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things that we must get public opinion to understand. There 
is a new demand for collaboration, for better relations between 
all sections in industry, which needs to be understood by 
public opinion. J am not going into what is meant by these 
things; J hope the next speaker will do that. But, before 
closing, J want to say that it rests with us all to remember 
that we help to form public opinion, and therefore are respons
ible for the development of possibilities for the solution 
of industrial problems. 



PUBLIC OPINION AND INDUSTRIAL RELATIONS 
BY PAUL U. KELLOGG 

Editor of '"Tbe Survey" and "Suney Graphic", New York 

My endeavor will be to discuss public opinion less as a de
tached and dramatic leverage operating upon industrial 
relations from the outside, than as a magnetic field playing 
through all the interstices of our scheme of life and labor; 
something organic, manifesting itself in spheres small and large 
in our going Industrial life. 
Let me underscore that whatever the sphere of any public, the 
development of common opinion within its bounds depends 
upon understanding, and that in tum upon communication. 
When in your General Strike the newspapers were shelved, 
myths, fears and fables bred and spread overnight. In the 
characterization of William Bolitho, the Australian war cor
respondent, f!ngland at that time was like an Indian bazaar 
filled with scaremongering because communication among men 
had been shut off. He goes on to point out that there is today 
a similar situation In Italy, where the informational function 
of the press has been suppressed so completely that an entire 
people have been "turned out of the theatre of the world's 
news anp. crowded into a lecture hall." 1 Something of the 
same sort we are told has happened In Russia. 
Similarly In the United States and with equally untoward 
results, we had the cessation of editorial discussion by prac
tlcallyall the Boston newspapers in the summer of 1927 because 
of the strong feeling over the Sacco-Vanzettl trial. The Spring
field Republican presented a courageous contrast. 
Communication among men, the free interchange of those 
sYllables by which experience and ideas are transferred and 
'translated from one group to another, is essential to the healthy 
development of public opinion anywhere. 
Our first great American interpreter to Europe was Benjamin 
Franklin, who came over here at the time of the Revolution. 
Many people know of Franklin not only as patriot or rebel 
but as the man who with kite and key first identified lightning 

1 "The Eyes and ears of OemocracyK. by William Bolitho. Po 731. Survey 
Oraphlc for March 1927. a special Dumber OD Kfasclsm; a challenge to the 123 
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with electricity. We in America think of him also as a pioneer 
of our postal service. As postmaster of Philadelphia, post
master general of the Colonies before the Revolution, and of 
the States afterward, he was one of those who conceived It 
to be necessary, if we were going to turn thirteen colonies 
into a nation, that the people in all of them should be in touch 
with each other, that the means of communication among them 
should be straight and cheap and swift. Modern postal systems 
had had their beginnings in France, England, Spain and Ger
many from the 13th to 16th centuries, but it is less than a 
hundred years ago that the Englishman, Rowland Hill, Is 
credited with originating the postage stamp. Our CIvil War 
taught us how important it was that men hundreds of miles 
apart should be as close together as those in neighboring vIl
lages " so far as the price of a letter goes. Of course, that 
has become a truism in all national life today; however un
economic it may be, a common rate of postage is accepted as 
politically and socially Indispensable. And we are more and 
more applyIng the same principle to the world's intercourse. 
Since the days of Franklin and Rowland Hill we have had 
developments in means of communication such as our fore
fathers never dreamed of. The stage coach has gIven way 
to the railroad; the letter has been outstripped by the tele
graph, and both by the radio. 
Some time ago I talked with an overseas visitor to the United 
States who anticipated that the coming of air mails and 
wireless would mean as much in bInding the outlying reaches 
of the earth to European seats of authority, as transcontinental 
railroads and telegraphs had meant In welding the AmerIcan 
Union. He proved more progressive In his mechanical Ideas 
than in his political. He assumed that the world would adopt 
all these new contrivances, but that there would be no cor
responding development of the human spirit; that backward 
people would remain backward and continue to be governed 
by their far-off betters. 

What he said gave me pause. Are we all caught in the same 
net? We have built up great looms of communication, but 
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shuttles, or what are the interferences with the free play of 
Ideas? In facing the Industrial problems of the new century, 
what barriers must be overcome If we_ are to have genuine 
contact and understanding? 
A first barrier comes of the very growth of our means of 
communication. As the president of our Association has just 
pointed out, we are victims of mass suggestion. We have 
our radio, our movies, our syndicated features and news
paper "strings" too often handled In ways that tend to make 
people give up their thinking functions and respond and act in 
all but chemical unison. Such regimentation must be countered 
if we look for concerted action based on independent 
thinking. 
Next we must note the slow spread of Ideas compared with 
that of mechanical inventions. If I should contrive some small 
improvement to the electric lights in this room, one that had 
a commercial kick to it, it would be taken up all over Europe, 
all over America; the profit to be made out of It would prove 
a tremendous driving force to spread that slight Invention by 
which we would all see a little better. But if your chairman 
should have a brilliant Idea, a new social conception prescient 
for human well being, and should try to get that out to the 
world, he would find no such dynamic force ready to spread 
it; rather, he would run Into all sorts of barriers of habit and 
prejudice and economic self-Interest. 
Again, compare the slow emergence of creative ideas with the 
rapid multlgraphlng of fashions. I suppose there has been 
no political or social evangel In our modem life to which more 
energy and more Imagination were subscribed than the Woman 
Suffrage Movement which made such amazing strides In the 
first twenty-five years of the century. Wltn~s the post held 
by the president of the I. R. I. In the upper chamber of the 
Swedish Parliament. The other day the New York Times 
republished a photograph of the first suffrage parade In New 
York. You saw again those determined women gOing up Fifth 
Avenue. They were putting all of themselves Into that march 
and what It stood for; they exerted all the Influences they 
could bring to bear, and they succeeded. It took them years. 
Now, that picture showed those women with towering hats 125 
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and skirts that trailed in the streets. If they had met in 
assembly and decided that they would set out to persuade 
the· women of America to paint their faces, to cut off their 
back hair, to emancipate themselves from woollen under
clothing, to lift their skirts knee-high and free their stride, 
those good ladies would have been run out of town. Yet 
fashion did these things almost overnight, without the bother 
of Procession or argument. 
Another barrier to communication and understanding grows 
out of our extreme specialization. This meeting is unusual in 
that it brings together doctors, psychologists, personnel direc
tors, economists, investigators, employers, scientific managers, 
shop-chairmen - a wide gamut of humankind, with differing 
approaches and vocations, differing prejudices, aptitudes, 
points of view. That is what gives this meeting its exceptional 
quality. ,"or the most part, we tend to develop water-tight 
compartments in our modern life. We know progressive 
people in our own callings; we sense what they stand for and 
press toward; but we do not know the corresponding people 
in other callings. Your progressive lawyers, for example, 
may have only vague ideas of what your progressive doctors 
are creating and inventing, how they are pushing out their 
horizons. Your doctors may have only the blindest of notions 
as to what the engineers are driving at when they talk of 
"giant power" and the high speed transmission that may prove 
all but as revolutionary as was the introduction of the steam 
engine. Your engineers, on the other hand, may be purblind 
to what the chemists are concocting, how their tubes are 
brimming with promise. Much less, how all these advances 
may be integrated for the common welfare. In his Outline of 
History, H. O. Wells pOinted out that the reason the Alexan
drian civilization went down was not merely because of anclent 
wars or because the library burned, but because that civiliz
ation was one of specialists, one of savants so absorbed in 
particular fields of learning that they knew nothing of each 
other's work of hand. Their civilization was sand without 
cement and crumbled. 
We have a counterPart in the specialization characteristic 
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than unify them for the service of life. In the second quarter 
of the new century we must give as much attention to syn
thesis and the vital application of scientific advances as we 
put Into analysis In the first quarter. 
Another barrier we face is the persistence of great chasms 
in our social life, great insulations between groups by which 
they fail to apprehend each other in any true sense. We see 
this In exaggerated form in the class conflict, but it holds also 
In the less tense convolutions of our ordinary workaday 
affairs. 
Let me illustrate our experience in America with post-war 
prosperity. We have prosperity in a very real sense. We 
have It in the sense that perhaps for the first time our people 
have a surplus rather than a deficit on which they can plan 
and build. None the less American prosperity is a very ragged 
and uneven thing. We may not have the primary poverty 
with which Europe has had to grapple, but we have a sobering 
contrast between' the surface prosperity in which so many 
share and the sapping and mining which goes on beneath 
that surface. 
In 1921 we had a rather serious unemployment situation In 
the United States, and Secretary Hoover called what was 
known as the President's Unemployment Conference. It was 
perhaps the first time that our national government had recog
nized hard times as an engrossing human situation in Industry 
about which something might be done. It was a meeting of 
what in those days we called the "best minds" . It worked 
out emergency programs for our industrial centers and 
visualized some of the factors entering into causation and 
control. 
Since then we have had some remarkable studies of the 
business cycle. We have had gains in regularization on the 
part of certain industries • notably the building trades. We 
have distributed statistics of stocks in hand, so that manufac
turers and merchandizers need no longer produce or buy in 
the dark. We have handled discount rates and credit facilities 
with greater Intelligence. As a result, seven years later, when, 
If economic history was to repeat itself, the dip of the cycle 
was due, we experienced last winter either a very shallow 127 
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cyclical depression or the beginnings of a deferred depression: 
we did not know which. We did know we had mounting 
unemployment in most of our cities, though conceivably it was 
merely the residual of what would have confronted us had the 
steps referred to not been taken. Under Mr. Hoover's leadership 
the National Bureau of Economic Research has entered upon 
an investigation of Recent Economic Changes. This is .reaIIy 
a study of the forces that have made for our continued pros
perity, or, in terms of industrial relations, that have made 
for stability of employment. 
I do not want to minimize the importance of stability of 
employment, but I do want to point out that it may be a 
different thing from security of employment. Obviously the 
best answer to the hazard of unemployment is work, lust as 
the best answer to the hazard of industrial accidents is safety. 
But while efficient safety engineering, such as has developed 
in the Uriited States in the last twenty years, may cut d(lwn 
the toll of life and limb in industry, it butters no parsnips for 
the man who is killed or for his family. Por that we look 
to insurance under our compensation laws, which have spread 
during the same period and which have put pressure behind 
the safety movement by making "killing come higher". Sim
ilarly, it does not salvage the households of men without work 
if you cut down the bulk of unemployment. You have delimited 
their predicament as a statistical group, but you do not meet 
rent or food bills for those who are laid off. 
We have in the United States at the present time serious 
unemployment in coal and textiles. Some students maintain 
that because of the rapid strides In mechanization in the years 
since the war, we have unsettled a body of permanently un
employed people the country over. However that may be, 
we know our relief agencies are dealing with an exceptional 
number of unemployed middle-aged men who, once displaced, 
find it difficult to get new jobs. We know that our employment 
statistics are inadequate and that our Pederal Employment Ex
change system, which was developed during the war, has 
dwindled into ineptitude; we know that neither city nor state 
nor nation had developed a program of public works to swing 
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that our American communities went through the old rigmarole 
of emergency relief as if we had learned nothing in the dis--. 
location of 1921, and less in the seven fat years since. 
'Our lethargy in the United States toward this problem of 
security of employment, despite searching reports by research 
agencies, our failure to develop statesmanship to meet It 
comparable with that of European countries, illustrates jhe. 
gaps in understanding between one group and another. In 
Germany and England practically all classes shared in the 
common experience of post-war depression. With us the 
prosperous groups and their "best'mlnds", to whom we might 
look for leadership, well nigh remained unconscious that 
anything had been out of kilter between men and jobs. 
The experience of Detroit In 1927 is a case in point. The 
other day, a cable quoted Mr. Henry ford as saying on his 
recent visit to England that there had been no unemployment 
In America. (Since coming here I have been told that he never 
made the statement.) Testimony to the contrary could be 
given by sixty thousand men hitherto employed either by 
:Ford or the Industries serving the Ford plants In the Detroit' 
district and who were out of work for longer or shorter 
periods while he changed models. Today the ford plants are 
thrumming with work, but throughout 1927 the city experienced 
a sag In employment of a sort which ordinarily would be the 
complement of a serious financial depression. It was registered 
tn a heavy load of charitable relief, In savings wiped out, In 
instalment-buyers and home owners caught short, in the failure 
o()f small tradesmen, In taxes defaulted; in a general ravelling 
of the texture of household life for great numbers of men, 
women and children. Here we had a disastrous illustration 
of the fact that American management has not thought 
'through the problem of security or worked out any scheme 
by which a community may have a cushion under It In the 
midst of market changes. 
At the same time tremendous office buildings were going I1P 
tn Detroit. Bank balances were up. There was a superficial 
prosperity at the business centre while these tragic experiences 
were undergone in the working-class neighborhoods which had 
been brought together by the rise of the automobile industry. 129. 
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We see these gaps in understanding, in contact and in imag
ination repeated and magnified on a world scale. We in this 
room are representative of twenty different nationalities In 
our concern for the problems confronted in the modern 
factory; and yet we may be fiddling while Rome is burning. 
Our efforts to work out the refinements of industrialism at 
our: great centres may prove the salvation of the world. 
Through them we may achieve formulae which will serve all 
mankind in the years ahead in adjusting modern civilization 
to the backward reaches of the globe. On the other hand, by 
focusing our attention too exclusivelY on problems close in, 
we may be neglecting their wider reaches • such outlying 
flanges as were taken up at the missionary conference just 
held at Jerusalem. Your missionaries are not industrial 
psychologists nor personnel directors nor scientific managers; 
but out in the field they see the effects of our. penetrating 
industrialism in East Africa and on the Congo, in China, India 
and the Near East. They are witnesses to the encroachment 
of machinery and capitalism on native peoples. They are 
shouting to us that here is something happening that our 
publics should know and reckon with. We have been slow 
to grapple with those problems of social engineering which 
Miss Byrd envisaged at this morning's session and which 
emerge when the implements, the resources and inventions 
of our highly developed nations are thrown into regions where 
there are tremendous. natural resources and labor is cheap, 
but where by irresponsible exploitation we may be creating 
tensions which will spring back and upset all our comfortable 
apple carts. Such gaps in understanding may become the 
rending cleavages of race wars. 

So much for the barriers that confront us. Let us look now 
at some of our scaling ladders. What magics have we to 
conjure with in investing our new industrial world? 
At the outset it is well for us to bear in mind how it was 
that public opinion developed in our civil life. It did not 
come overnight or as an enveloping state of mind that settled 
down like the gentle rain from heaven; rather it grew slowly • 
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institutions took shape, it manifested itself first in the small 
groups, In household, neighborhood, community: then In the 
nation, then in the world. It grew as our spheres of contact 
and understanding widened stage by stage. Just so it seems 
to me we must look for the development of patterns of opinion 
in our industrial fabric. We must look for them in the 
workshop, in the areas where men are living and working 
and co-operating in creating the world's utilities: in the in
dustries through which they set UP their schemes of profit
making and self-protection, of production and livelihood. That 
is why it seems to me that such a conference as this Is full of 
portent for the future. It taps the process at work. 
First among our magics • some of you may think I go a bit 
far afield· Is the spread of elementary education. Yet that 
Is about the biggest dynamic in the world today. I had a 
very interesting illustration of it three days ago, when I went 
up to Wales to see a little by-election in a district largely 
agricultural but hard by the mines. There, In a mass meeting, 
at which a Welsh colliers' club sang the Welsh songs as I 
have seldom heard men sing, one man after another got up 
whose father and grandfathers had been illiterate. The can
didate of the Labour Party was of their number. On the 
platform sat his widowed mother, who could neither read nor 
write, but who had seen her boy through the elementary 
schools. Then she had come up to Cambridge and opened a 
lodging house here to help put him through. He left Cam
bridge for the war and came back a Major, studied law in 
London and became a barrister. We know the self-made epic 
ill America: and his story had a familiar ring for me: but his 
was more than an Individual success: he had come back to 
the vales and villages of his youth to put his training at the 
service of his people in a movement as significant as the rise 
of the middle classes to political power a century ago. We 
are witnessing the world over the emergence of people whose 
fathers and mothers were Illiterate. They are having a Dew 
say in our civil life through the spread of education and the 
vote; they are having a new say in our economic lIfe. And 
whatever the frictions in the process, they represent a tre-
mendous accession of energy linked with intelligence. 131 
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Then we have a second great magic, and that is in the recent 
spread of adult education. We have come to recognize that 
life is a changing thing, that schooling is not for youth alone, 
and that grown men and women must keep abreast of change. 
The consequence of these leavens of education upon the lump 
of what we call the industrial problem, as they are kneaded 
into the understandings and adlustments of the next twenty
five years, are incalculable. 
Let us glance at two or three other factors that may seem 
closer to this conference. Along with leaps forward in en
gineering and invention, we have the spread of scientific man
agement, meaning by that the application of the scientific 
spirit to the human as well as the mechanical ordering of the 
day's work. Close on its heels psychology has, within the 
last twenty years, almost within the last ten years, come out 
of the laboratory and into life, and we are beginnir.g to turn 
to practical account its amazing discoveries about ourselves, 
about our behavior, and about our relations one; to another. 
Here is pollen that is going to be immensely fertile in the 
contacts between managers and men, between managers, 
men and the public. 
Along with these new magics from the scarcely opened treasure 
chest of SCience, we have the old djins of democracy giving 
a rub to our factory lamps. The other day I visited a modern 
metal trade plant in the North of ~ngland - the Renold Works 
at Manchester. I was taken through, not by the super
intendent, but by two trade union shop stewards, who are the 
president and secretary of the Works Council. What they 
showed me was not alone the functionlngs of that Council, 
not merely where one geographical unit in their scheme of 
works representation began and where It ended; what they 
showed me, In a way that I, as a layman, could understand, 
was the whole system of production, the flow of manufacture 
by which that plant was producing Its goods and getting them 
on to the market and what were the values involved. That 
was a very remarkable experience for me. I have dealt with 
trade unionists and with managers, but these were two labor 
leaders on the border line between the two. In that plant, 
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various departments so that he wUl understand the operation 
from beginning to end: so that, as they expressed it, a man 
who works there for ten years will not feel the humiliation 
of not knowing how the whole thing is made. In that plant 
they have had remarkable success with lectures, attended 
voluntarily by all the working force, which deal with the 
entire scheme of production from raw materials to marketing. 
In the monthly meetings of the Works Council, they have 
business statements which are as complete as those presented 
at the meetings of the directors. In that plant the displacement 
of workers due to mechanical changes is not announced by 
posted notices, but is sublect for co-operative study and 
decision. In that plant, you have mutual confidence well 
rooted; a sound development of concentric circles of public 
opinion reaching from the relation a man bears to his bench, 
to the relation the factory bears to the trade, and the relation 
the shop council bears to the national unions. 
These arrangements are not without precedent. I could cite 
similar Illustrations In railroad machine shops and In the 
garment trades In America. You could match them with others 
from England and on the continent. The English Whitleys 
and the German Works Councils may be little more than 
blueprints as yet, but they hint of the growth of future organic 
structure. I mention them as evidence of new units out of 
which must come our mosaic of public opinion in industry. 
They seem to me of high significance. While our changing 
problems • mechanical, psychological, financial, managerial. 
our issues as to wages and hours and control • will have to 
be settled on their merits as they come up, we have here a 
new ground work of understanding for the constructive con
sideration of such changing Issues by the people most 
concerned. 

If there were time I should like to speak of the importance, 
as I see It, of the graphic arts, of the movies and the radio, 
of pageants and expositions, museums and magazines, of 
projects In education and conferences such as this, as media 
by which we are discovering how to interpret to each other 
within the vocations and across the barriers of vocation some 133 
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of the things which concern us all deeply. Let me at least in 
conclusion endeavor in my turn to visualize the larger 
bearings of what I have said in terms of personal ex
perience. 
Twenty years ago I spent a year in Pittsburgh, a center of 
vitality, energy, initiative, but a center where. ill a single 
county in a single year, industrial operations killed five hundred 
men at their work in the mines and mills and railroad yards. 
Moreover, by spy systems and the employment of immigrant 
strike breakers, the employers had practically ironed out all 
self-government on the part of the workers. This American 
steel district was run from the top and still is. Thereafter I 
spent a week in Essen, and there in the German steel district 
I went through plants in which I found American machines 
plastered over with German safety devices. There I found 
housing colonies and schemes for old age pensions, for work
men's compensation, health insurance and the like; schemes 
that conserved life. Por, as Krupps saw it, if they took a farm 
hand and trained him as a worker and he were later incapacit
ated, it was a loss to industry. But here, also, their paternalism 
was run from the top. It was a relief to get over to Dussel
dorf, where people did things on their own, and a greater 
relief to get across the Channel and feel the tang of BritLsh 
liberty. By chance my first day in England was spent with 
the hunger marchers who had come to Canterbury from 
London to hold a meeting at the Cathedral and, by so doing, 
knock with their bare knuckles on the heart of England. Por 
the country suffered from financial depression and thousands 
of men were out of work. Every morning, they told me, 
bodies were fished out of the Thames of men who had given 
uP. Here, also, something was out of gear in the scheme of 
life and labor. I was baffled, and at Westminster Abbey 
sought out Canon Barnett, who in his youth had gone to the 
East End of London and founded the first of the settlements, 
those coigns of social insight and understanding. I told him 
of these things. I told him of the youthful energy, the 
ruthlessness toward life, the denial of democracy in Pitts
burgh; of the conservation of health and strength coupled 
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marchers and the freedom which had become liberty to starve 
on this side of the Channel. He pointed out that England In 
the old time had had a remarkably fine ordering of the 
business of life, one In which liberty and self-dependence were 
ingrained: but It had been caught In the grappling mechanisms 
of the industrial revolution. These were taking generation 
after generation of English youth, squeezing them for what 
they had to give, throwing them aside. It had become a 
scrap-heap civilization. Somehow or other, he said, England 
must work out a new balance between liberty and life. So 
must the rest of us. Germany had not found the answer 
under Its autocratic arrangements, nor had we in America 
in our impetuous foray into industrialism. 
It seems to me, as I have seen the new developments emphas
ized at this conference, that we are all groping toward Canon 
Barnett's formula. Here in Engiand perhaps you have the 
best chance at achieving It first. Of France I have only a 
reader's knowledge. Under the new republic in Germany, 
they have carried security to new lengths and there are 
stirrings in the way of industrial democracy. We have made 
progress In Pittsburgh and in America in conserving life along 
with our free initiatives. In each great country the showing 
is uneven; smaller countries lead the way at significant points. 
Yet In every country represented here, men and women are 
striving for higher levels for the common welfare. It may 
be that under dictatorship they can reach such levels quicker 
In Communist Russia or Fascist Italy. But for' the democ
racies of this earth, for those people who would rely upon 
themselves, we must have mutual understanding if we are to 
)\fork out collective solutions. We must have contacts for 
clashes, and concert of opinion amid the great mechanisms of 
modern life. We must begin with our everyday relations In 
the workshop and build from the bottom up, as we did In 
fabricating civil structures which comprehend both Individual 
liberty and the self-government of nations. 
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The cardinal difficulty In dealing with the training of foremen and super
visors Is that we have no agreed analysis of the foreman's lob and no 
accepted conception of supervision. The only factor on which there Is 
common agreement Is that we are dealing with those grades of the man
agement who are In Immediate contact with the workers. 
The existing mass of literature on this subject Is therefore premature. It 
prepares for Industry as It Is to-day, Ignoring Its dynamic character. It 
contemplates the training of men and women who are already In respon
sible positions • almost a hopeless task. 
It comes In the majority of cases from the United States, and, owing to the 
difference of social background, Is Inapplicable to european conditions. 
The duties comprised In the foreman's position are bound to change with 
the development of Industrial organisation, to become specialised and 
functional. 
Any system 01 training must therefore be extremely simple. It must also 
be long-period, starting with younl men and women It should seek to 
develop: 
Co-operation through: 
a. POlicies which can command Intelligent adherence. 
b. Rational economiCS, and a recognition of the loreman's position as an 

employee. 
c. Self-expression. 
d. Industrial organisation. 
Leadership through: 
a. Psycholory. 
b. Knowledge 01 labour movements and their history. 
c. Directed practice In handling small groups, Including the opportunity to 

make mistakes. 
In dealing with this last sublect, Industry must learn from other organis
ations, such as armies, which have specIal experience In the study of 
leadership. Direct attention must be paid to morale. It Is doubtful 
whether, In the european environment, prestige can be developed without 
some serregatlon of a special class of leaders. There Is no denial 01 
democratic principles \I opportunity of entry to that class Is open and 
equal. It Is merely a Question of function and the method of training for 
special lunctlons. 
The Question Is vital to better industrial reiatlons. The controllers of 
Industry, whoever they are, are powerless to make any material change 
unless they have a trained body 01 subordinates capable of expresslnll 
their pOlicY In the dally contacts with the workers. 

There are of course half a hundred angles of approach to this 
problem of the foreman or supervisor. He is already the 
somewhat bewildered sublect of an enormous literature. But 
the writers of books for him and about him, seem to be agreed 
1 Now Director International Management Institute, OeneVL 139 



EDUCATIONAL TRAINING or rOREMEN AND SUPERVISORS 

on one subiect only • his vital importance in the industrial 
scheme of things. I sometimes think that he must feel a little 
like God in the hands of the theologists. I could indeed have 
analysed and summarised for you some minute corner of "The 
Foreman and His Job" by X., "How we train Supervisors" 
.by Y., and "Education for Foremanship" by Z., demy octavo 
50 and 700 pages with 3 tables and 10 illustrations, $ 5 
net or by our special installment plan. 
The indigestion resulting from my brief excursion into the 
literature of foremanship nearly ended in a disastrous re-action. 
For a time I toyed with the attractive pose of the "practical 
man". . .. so dear to certain captains of industry. I would 
limit myself rigidly to the narrow field of my personal ex
perience, describe to you, with timetables of lectures and 
correlations all complete, how we train foremen in the Blank
shire Lemoniuice Co. Ltd. One could introduce the usual 
instances of the cabin-boy to admiral persuasion, adorning 
the tale with the chosen generalisations of the Managing 
Director who first learned the meaning of S. P. Q. R. at a 
foremen's study circle in Roman history. It would have been 
simple and straight-forward. But this is an international con
ference. And if international action has any seed of hope in 
it, it must surely rest in the nations being similar in the broad 
human qualities - sufficiently similar at all events for all of 
you to have heard that sort of thing a hundred times before 
at countless conferences. 
And then, looking at the matter afresh, it occurred to me 
that the general obiect of the Conference as a whole is to 
discuss "The Fundamental Relations of the various parties to 
Industry". And what I propose to do is to discuss this 
question of Foremanship Training strictly from that angle -
from the point of view of the fundamental relations involved 
in It. My observations may possibly seem to you a little dis
connected. I feel that is inevitable. Because I believe that 
·in this subject above all others we are only groping - only 
at the first rude picture-writing on the question . All these 
attempts to work out a technique of foreman training, to col
late existing experience, are premature. They lack any 
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This of course is true in part of any system of education. 
But it is particularly true of education designed for any grade 
of person engaged in industry; because machine industry, as 
we know It, is a very recent institution indeed. It is also a 
highly dynamic institution at a particularly active period of 
its evolution. And in all the questions which are' concerned 
with management, with the relations between those grades 
In industry whose duty is to plan and to direct and those 
who co-operate with them, this dynamic characteristic is par
ticularly marked. We are at an intensely interesting stag~ 
of development, a stage which has sometimes been called 
"the second industrial revolution". Just as the application of 
power to production and advances in the physical sciences 
opened out that sudden alteration in technique and processes 
which ushered in the machine age, so the application of the 
moral and sociological sciences to the relations of those who 
work In Industry which is gathering In force today, and of 
which this conference is an example, is pregnant with vital. 
alterations in our way of looking at things. 
Now It is the inevitable handicap of almost all systems of 
education that they tend to prepare for the world as it was 
yesterday rather than for the world as it wlll be tomorrow. 
By the time Jiving, vital creative thought has become part of . 
the general intellectual currency of mankind so that it can be 
netted in pedagogic expositions and compressed to the bare 
skeletons of text-book practice, It Is almost always out of 
date. There Is this great justification for those who would 
base all teaching on the humanities and ignore vocational bias 
of any kind whatever, that on the whole the humanities are 
exercises In methods of thinking. The vast bulk of vocational 
training Is merely the Inculcation of knowledge which has 
already lost touch with truth. What is true of all education, 
Is. for the reasons I have given you, doubly true of systems 
designed for those who work in industry. 
You will agree with me that It Is Impossible to design a SUit
able scheme of training for any office, any group of duties. 
unless you have first analysed the nature of that office, the 
requirements of those duties. Well, when we talk about 
foremen and supervisorS. what do we mean? I have recently 141 
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completed a job analysis of a medium size factory employing 
about 7,000 people. There are some hundreds of so-called 
foremen. No two of their job analyses read the same. The 
term covers every grade and variety of duty and responsibility 
from posting wage-books to the management of a large and 
varied department. And what is true of that factory is, 
"mutatis mutandis", true of every factory in Europe and of 
a large majority of those in the United States. 
It is the same with supervisors. We all know that two men 
in a given factory with ostensibly the same official degree 
of authority, exercise in practice degrees of supervision that 
are psychogically poles asunder. In a few cases attempts 
have been made to define supervision, to express Its degrees. 
But these are crude and inexact, lacking in any practical 
system of checks. It will take half a century at least for any 
principles of authority to be worked out and to become estab
lished in the great body of industrial life. In the meanwhile the 
exercise of direction and control must remain the haphazard, 
unco-ordinated mixture of cajolery, personal influence and 
intimidation which it is today. 
If we are honest with ourselves, we must confess that when 
we talk about foremen and supervisors we are talking of a 
group of widely dissimilar positions, entirely lacking in any 
common or accepted principles, either as to the duties involved 
or as to the degree of authority implied and the nature of 
the sanctions supporting it. I think it is a fair guess that 
there is only one element in these titles which is common 
to all the minds I am here addressing, namely, that they 
imply those individuals in the industrial hierarchy who are 
directly in touch with the great body of workers whether 
operative or clerical. That. of course Is an important fact. 
It gives us some basis for discussion. It explains the em
phasis which is placed upon this subject. Because, whatever 
the quality and intention of the policies of management, their 
results in practice will depend on the kind of impression which 
is made by those final personal contacts. No scheme of 
national advertising can overcome the handicap of an 111-
trained and ill-mannered sales force. The strength of any chain 
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But this is the sole fact we have to build upon. If we turn 
to the quality and kind of relations which should :subsist 
between the workers and those immediately -in contact with 
them, we are at a loss. Because working relations must 
depend on the nature of the work. And here that dynamic 
character of Industrial organisation to which I have referred 
steps in. We don't know, any of us, what the character of the 
foreman's work is going to be even a decade ahead. 
Mr. R. M. Pox, to whom we shall have the pleasure of listen
ing on Monday, has recently published a very stimulating and 
challenging little book under the title of "The Triumphant 
Machine". In it he pours a great deal of scorn on Scientific 
Management. He regards it as an -outworn and demoded 
solution of Industrial problems, designed to speed up the 
workers In the interest of the employers. I feel that Mr. Pox 
has a great big apology coming to the shade of P. W. 
Taylor, if life gives him the opportunity of studying In more 
detail the real significance of that great pioneer's work. 
The Idea of applying the method of thought, the Intellectual 
technique evolved by the scientists to the problems of in
dustrial management Is yet young. Taylor died, at a compa
ratively early age, in 1915. There has been little or no oppor
tunity for early genuine experiment on a conclusive scale with 
the more revolutionary and far-reaching of his ideas. Among 
these I count the conception of functional foremanship. But 
I am sure that all of you who have studied those ideas without 
bias will agree that that conception was integral, an essential 
development of his whole Industrial philosophy. I regard the 
wider application of this cardinal principle of industrial or
ganisation as an Inevitable development. It will come slowly, 
but It will come none the less surely, probably within the 
lifetime of many here. 
Por this belief I have three reasons.' In the first place Tay
lor's analysis of the qualities and duties required of the fore
man under the older form of Industrial organisation, seems 
to me unanswerable. You will remember that he listed 9 
qualities which the foreman was called upon to possess, In
cluding Brains, Education, Tact, Special Knowledge, Energy, 
Grit, Honesty, Judgment, and Good Health. It leads dlrectiy 143 



EDUCATIONAL l;RAINING ·OF FOREMEN AND SUPERVISORS 

to his conclusion that the job' is an impossible one, that only 
one llian in a thousand can be found who is really competent 
to fill it - and he is naturally not available at a foreman's 
wage. Taylor knew very little about experimental psychol
ogy. But his analysis was curiously confirmed by Mr. Ordway 
Tead whose "Instincts in Industry" contains a fascinating 
summary of the mental conflict involved in the foreman's 
position. 
In the second place, even since Taylor's time, the amount 
and range of specialized knowledge which should be employed 
in the everyday tasks of industrial management has increased 
enormously. When we are discussing the higher executive 
positions, we say quite glibly that it is unnecessary for the 
administrator to be intimately acquainted with all the sciences 
which bear on his task. He must delegate to and co-ordinate 
the work of experts. We sometimes forget, especially when 
we are discussing educational schemes, that the foreman has 
no one to whom to delegate. The trend of industrial organis
ation must be similar to the general tendency of all the social 
organisation of our time - which is increasingly to confide 
work of all kinds to functional specialists. We cannot leave 
the foreman out of this process, a relic of an older system, 
still a Jack of all Trades. Even a buffer wi1llose its resilience 
If it is hit too hard and too often. 
Thirdly, and most important of all, I believe that the functional 
conception of management, alone of all the theories of in
dustrial organisation which have been put before us in the last 
decades, really goes to the heart of our difficulties. In his 
last book, Mr. H. O. Wells writes, "A vast amount of moral 
force has been wasted in the past hundred years by the 
antagonism of Labour to Capital, as though this was the pri
mary issue in human affairs. But this never was the primary 
issue and it is steadily receding from its former Importance". 
I believe that to be absolutely and literally true. No man, 
whatever his political complexion, who has any practical ex
perience of administration today, really pretends to himself 
that a mere shift of ownership in the means of production, or 
in the right to Its SUrPlus, will make any fundamental difference 
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the real hardships will continue unless there is a fundamental 
change in organisation and method. 
We are dealing with something far more subtle than a vague 
sense of injustice which is open to any legal adjustment. We 
are dealing with an objection to direction and obligation 
become articulate with the spread of political liberty and 
popular education. And the sole answer we can give to that 
objection is to show that direction and obligation are not 
personal, not enforced by sanctions which rest on might, but 
natural, inevitable III the order of things if the world is to be 
clothed and housed and fed. That Is to say we must give to 
the workerS exactly the same answer as Taylor gave, when 
challenged on the ground that this functional foremanship 
contravenes the principle that "no man can serve two masters". 
He replied that It did not upset the principle, but enforced. It. 
Under functional foremanship everyone, employer, foreman, 
alld workers alike, serves one master .... knowledge. Looked 
at in this way functional organisation contains the· germ of a 
real hope, a permanent resolution of our discontents. For It 
envisages an industrial society in which we shan all be both 
servants and masters, each in our ·turn, masters in. those 
things in which we have special knowledge and training, and 
servants In those things in which others are more instructed. 

If, however, we believe that evolution of our industrial organ
Isation In this direction is inevitable, for what duties are 
we to educate our foremen and supervisors? Clearly our 
existing methods will not do. For, and this is my objection 
to practically an the published schemes of training, they are 
designed to produce men and women fitted to perform better 
tile group of duties which Is conventionally assigned to the 
foreman today. What we want is a scheme of training 
designed to fit men and women for the duties of the foreman 
and supervisor as they will be tomorrow. We must educate, 
not for what is, but for what might be. 
Here, again, we turn to the one solid fact on which we can 
agree, viz., that the term foreman or supervisor does imply 
an individual who in some managerial capacity or other Is 
in direct contact with the worker. If my second conclusion 145 
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is accepted and we are agreed that within a decade or so the 
group of duties at present conventionally allotted to the fore
man is likely to be broken down into a variety of more 
specialised tasks, we have at least an indication of limitations. 
It is obviously hopeless to try to educate future foremen for 
all of the eight or ten special functions for anyone of which 
they may be selected. 
It appears to me that any system of education for these 
positions, if it is to be of practical utility must, in the first 
place, be largely confined to the one common element on 
which we have insisted. That is, the first quality of primary 
import which we should seek to develop in our future foremen 
and supervisors is leadership. And in the second place, we 
should, I feel, abandon any attempt to inculcate special know
ledge of the various functions, anyone of which he may be 
called upon to perform and none of which we can teach 
thoroughly, and concentrate rather on that general attitude 
towards industrial work, that faculty of appreciating the 
method and the spirit by which a number of specialized tasks 
may be united in furthering a single end, which we call co
operation. Leadership and co-operation - these are the two, 
and I feel personally the only two, ends of importance towards 
which systems of foreman education should be directed. 
But, it may be argued, those are not intellectual qualities 
at all, things which can be taught. They are moral qualities, 
matters of the spirit. And It is doubtful if there is any system 
of training which will develop them. 
This is, of course, in part true. And here Is my second great 
difficulty with the existing systems which have been described 
at such length. In nearly every instance when they speak 
of foremen or supervisors, they mean men and women who 
have already reached positions·of minor responsibility in in
dustry. Heaven forfend that I should appear to criticise the 
noble and honourable workers who, with little opportunitY, 
no immediate training, and against immense difficulties, are 
holding these appointments in industry today. But in the 
majority of cases, and more particularly in the older countries 
where employment with the same concern is more stable and 
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starting to educate men and women when they are often of 
middle age, settled in their main characteristics, and liable to 
view with resentment any suggestion that they should go to 
school again. We must help them all we can. It is our duty 
as managers to do so. It is our fault not theirs, if they are 
unequal to the task and unsuitable material for instruction. 
But I think we must recognise that any attempts in this 
direction are not systems of education at all. They are the 
veriest patchwork, making good at fifth best, the careless and 
shortsighted management of the past. 
Moreover, the majority of the foremen and supervisors in 
industry today have been selected, not for their possession of 
those qualities which I have outlined as important, but on one 
ground and one ground only. skill in the .particular task 
which is to be supervised. Curiously enough, the great body 
of the workers seem to give a kind of tacit approval to this 
method. It seems natural to them that it should form the 
basis of selection. It is much as if we chose our officers for 
the army because they were good at drill. It is, of course, 
important that the foreman shoUld have a decent workmanlike 
knowledge of the tasks he is supervising; but no more than 
any worker we should be willing to retain in employment. It 
is a "sine qua non" without which he is not a candidate for 
selection at all. But· given this basis· It is an issue whlcll 
becomes of paramount insignificance alongside these other 
qualities which are of the essence of his task. 
This point leads me direct to my second main conclusion 
that If we really desire to evolve a genuine system of training 
to equip foremen and supervisors, It must be a long-period 
system • a system designed for men and women who are 
selected when they are young, lust because they show evidence 
of the possession of those qualities which I have indicated as 
essential. . 
This brings me to my third and last difficulty with the majority 
of the systems which have hitherto been described. Agaln, 
I should be the last to cavil at the magnificent work done by 
our American friends. I think all of us here in Europe should 
be profoundly grateful to them for the quantity and quality of 
the original and courageous research which they are putting 147 
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into these industrial problms. We cannot hope to rival them 
In this field. They are an inspiration to all of us, On this ( 
subject, as on many others, the bulk of the published literature 
comes from them. But while It is immensely helpful and 
suggestive, it is inapplicable directly to European conditions. 
The reason is this: 
The two qualities which I have defined - leadership and co
operation - are essentially personal attitudes towards two 
sets of industrial relationships. Subjectively they imply the 
power to inspire and direct others on the one hand, and the 
power to work collectively with others on the other hand, 
towards the fulfilment of a given task. Objectively they imply 
on the one hand the recognition of exceptional qualities which 
Induce acceptance of direction, and on the other understanding 
of the common plan and enthusiasm that others should have 
the fullest opportunity of making their maximum contri
bution to it. 
Personal attitudes of this type are conditioned and determined 
largely by the social and group background In which they 
are set. It is not logic, but tradition and habit which guide 
individual action. Now - and this is what I particularly wish 
to emphasize to our friends and fellow workers from the 
United States - there is a real and vital difference in social 
background, particularly as It bears on this problem. They 
live in a country which not only started with the constitutional 
assumption that all men are free and equal, but a country 
where, owing to its physical break with the past and the rapid 
development of an almost virgin continent, men really do fee I 
equal. Of course there are qualifications. They say you can't 
convict a million dollars and. I fancy that the Daughters of 
the Revolution would hardly define liberty agreeably to John 
Stuart Mill. But there is a radical difference -' a difference 
clear to every sensitive European the first time he asks for 
a shoeshine in New York. The American shoulders his knap
sack with a baton swing so to speak. He guesses he may be 
President some day. 
It is wholly significant that "guess", Here In Europe we don't 
guess, except about horses, About the big social issues our 
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place", or he is convinced that It is only the bloodsucking 
capitalist who keeps him from what he knows to be his right
ful place. We are still under the shadow of feudalism. You 
will hear a business man say "I don't know what to do with 
my business when I die. You see I lost my boy in the war". 
While one pities him, one wonders what he thinks his boy 
died for. There are parishes all up and down Europe where 
the parson and the squire still dominate the social situation. 
The long slow emancipation with Its deep-set habits of mind 
and its crude reactions Is still only in the making. The class
war is poor Imitative stuff, repeating consciouslY the attitude 
which the ruling classes have held unconsciously for a 
thousand years •....• the exploited playing the same suit as 
the exploiters out of the same old greasy pack. Class divisions 
and class distinctions, arrogance and subservience, thinking 
which cannot get away from what people are to what people 
do, they are still woven into the fabric of our society. But 
America put the knife through that tangle at Yorktown and 
the" last litter was cleared away by the men who died at. 
Gettysburg. 
The difference is never clearer than In this question of fore..;. 
manshlp. If I read the literature aright a foreman in the 
United States Is a man who does a particular Job. A foreman 
In Europe Is still a man of a particular social class. That Is 
why the American literature on foremanship Is Inapplicable 
to European conditions. What is more It Is apt to have a 
narcotic effect • to inhibit European employers from thinking 
out this foreman situation down to the bottom. 

Take first of all co-operation. Co-operation is a state of 
mind. Men can be taught to co-operate on one basis and one 
basis only, enthusiasm for a common object which they under
stand and appreclate. The relations between the foreman and 
his employer in Qt. Britain are still almost invariably the 
master-servant relations. The foreman is expected to co
operate as a matter of course, because he Is a member of the 
staff. Employers who fully accept Trade Unionism as a 
reasonable economic device, of value to all concerned, go pale 
with rage and astonishment when members of their staff show 149 
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any signs of group consciousness. But the economic rela
tionship of the salaried staffs to the employer or owner group 
is precisely the same as the workers'. The staff are dismissed 
a little less easily, carried a little longer in times of adversity, 
because they cost more to replace. But that's all there is to It. 
They are workers and wage earners all the same. 
Why then does the employer get angry? Because he is stili 
thinking in feudal terms. He would regard group action by 
his staff in defence of their economic position as "disloyalty 
to him". You see the old complex. And, generally speaking, 
the staff accept this view for much the same reasons. They 
have a position of privilege which carries certain social dign
ities. They are intensely class-conscious: they would sooner 
lose every hope of heaven than "come down in the world", 
But I ask the employers to consider carefully, how does this 
relation differ one iota from that between the baron and the 
crowd of understrappers, bailiffs, vinters, and what not who 
hung about the manor? They depended on their overlord's 
personal favour that they were better than the serfs: they 
depended on their wits and their power of digesting humble 
pie to win advancement one from another. But their loyalty, 
their adherence, was entirely a personal affair. And the same 
is true to day over a large area of European industry. No 
common idea is put before men which can win their allegiance. 
It is futile to talk about co-operation with the workers. or to 
attempt to teach co-operation to foremen, unless and untU 
the basis of that co-operation, its object, has been defined in 
terms which cut behind personal advantage and the individual 
dominance of the bandit chief, to a logical description of 
economic process as the ,servant of the community fit to 
command the willing adherence of thinking and civilised men. 
That must be the basis of all reasonable foremen training in 
co-operation. a statement of policy, the policy of the enter
prise, which will hold water, which, if I may express it in 
a phrase, will convince them that they "are in business for 
their health". 
This leads immediately to a second consideration. I am 
always filled with amazement when I hear business men 
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a device with certain valuable applications to economic life. 
But in its crude form, "every man for himself and the devil 
take the hindmost"...... how can it be reconciled with the 
realities of our Industrial life today? Here we have a technique 
of production which for its efficient working requires the most 
delicate co-ordination of countless specialised functions and 
processes in ever-increasing units of control. It calls for a 
degree of mutual understanding and forbearance, of appre
Ciation of the other fellow's Job, unparalleled in any enterprise 
within human history. And Sir Ernest Benn and others 
solemnlY assure us that the mainspring of all that delicate 
tissue of loyalties and self-abnegations is and must be self .. 
interest. I wonder if Lady Benn tells the little Benns the same 
story: "There dear go and play nicely with little Johnny. 
But be careful about your enlightened self-interest. If you 
want his tOYS and you are the stronger, take them. If he 
objects, hit him in the eye. Then be a clever lad and tell me 
that he hit you first. All will work out for the best. There 
run along and have a delightful game." You cannot maintain 
that competition is a self-regulating process which if left alone 
will come right by Divine ordinance, and inside your own 
works expect to be rid of the frictions, and the Iyings and the 
forestallings which acute competition between individuals al
ways brings in its train. Or at all events you can only do so 
by imagining that within those works you are capable of 
supplying the divine regulation. 
I suggest that the second point in training the foreman of 
the future In co-operation is a course in economics which Is 
practical and realistic, which puts competition in Its place as 
a device of lltllity between groupS of producers subject to 
certain controls which we are In process of working out, but 
a device which has no place within the individual works. As 
long as our captains of industry treat competition as a basic 
principle of economic life, an end in Itself, a guide to conduct, 
so long will the mental attitude of those who should be co
operating in our industrial enterprises reflect that erosive 
belief. I believe that the new attitude to economics which I 
have suggested is the underlying significance of that general 
movement of world thought which we are beginning to call 151 
Rationalisation. 



~DUCATIONAL TRAININO or: fOREMEN AND SUPERVISORS 

I have left to the end the simplest points in connection with 
co-operation. Successful co-operation between human beings 
is primarily a Question of successful communication. I fancy 
the simultaneous translation device which is being worked out 
experimentallY at Geneva is likely to have a more profound 
influence on international relations than all the diplomats have 
had for a century. But communication between man and man 
is largely carried on by the written and spoken word, and 
even where men nominally speak the same language, words 
are tricky things. I believe that training in self-expression Is 
part of training in co-operation. I would include in the fore
man's course in co-operation what Mrs. Malaprop called "the 
nice derangement of epitaphs". 
Second to facility of communication comes knowledge of what 
the other man's work signifies. Here again, I must repeat, 
yoU do not want to teach details. You cannot train every 
foreman in costing, and personnel work, and chemistry and 
engineering and safety devices and a dozen other functions. 
What you can teach is the part each of these activities plays 
in the total effort of the concern. In short he should be 
taught the elements of industrial organisation. 
But both these last subjects seem to me of Infinitely less 
Importance than the first two, which are not really academic 
subjects at all, but attitudes on the part of the employer. Only 
by a revision of the mental set on these Questions can we 
hope to resolve the acute conflict which the foreman's present 
position involves. You have got to define for him the generaf 
object of the enterprise in terms which will enable him to feet 
an intelligent interest in its success on grounds of citizenship. 
1I0t of personal adherence. You have got to express for him 
his own position and the position of his group in the generaf 
structure of economic life in a form which will neither damage 
his own instinctive loyalties to his worker colleagues from 
whose ranks he has come, nor his new loyalties to the man': 
agement group. Lastly you have got to reconcile for him 
the theory of competition which has been handed down by 
the classical economists, with the facts of large scale machine 
production as we see them round us today. 
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absurdities to which I have caI\ed attention, the manager and 
employer group have managed, at least as far as Qt. Britain 
is concerned, to evoke an amazing degree of co-operative 
effort and of feeling for the concern as a concern from the 
lower grades of the staff. They should take no credit for it. 
It is merely a demonstration of the amazing susceptibility of 
the human mind to group loyalties and ideals.. .... an almost 
untilled field in psychology. I suggest to all of you that this 
One fact contains a core of hope for the future social progress 
of humanity. We have here at our hands a dynamic power 
for betterment, when we have learned to control and direct 
It to social ends, comparable to the tlroblem of the atom in 
chemistry and physics. 

Now as to leadership. 
If my analysis of the European situation is accepted I believe 
that we have get to ask ourselves some particularly searching 
Questions on this point. I have already suggested that the 
foreman of the future can only be trained if he is caught young. 
But there is a further Question. Leadership is a reciprocal 
relation, an attitude on the part of the leader compounded of 
self-confidence, desire to take a lead, to initiate, and of 
sympathy for and understanding of those under his authority. 
On the part of the led it postulates absence of the desire for 
self-assertion, confidence in and affection for the leader, and 
that acceptance of his position which is usuaI\y described by 
saying that he possesses prestige. If it is true that to a large 
degree the old feudal habits of mind still persist in business 
life, it is at least arguable that such a relationship cannot be 
developed at its best in any system which draws the leader 
direct from the ranks of his feI\ows. 
Industry Is of course desperately short of any real experience 
in this problem. The present position has "just growed" like 
Topsy without any deliberate study of the subject as a whole. 
Moreover we are only just beginning to realize that the 
modern large-scale business is a system of administration, 
rather than a glorified family party. But there are organis
ations which have been forced by their character deliberately 
to train to leadership. An army is such an organisation. Now 153 
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it is nearly universal in the armies of the world to find this 
job of the leadership of small groups divided as it were into 
two functions. I am speaking of the foreman's job, the small 
unit of command. Take the platoon in the British Army. It 
has first of all a platoon officer, a man who is not usuallY 
drawn directly from the ranks, and never, except in emergency, 
from the ranks of the same regiment in which he serves as 
an officer. His job is essentially leadership as I have defined 
it. . • . .• the moral part of the total task of commanding the 
platoon. Assisting him is a platoon sergeant, who as it were 
looks after the technical side of the work. He is expected 
to be able to manage men. He is usually an older man than 
his officer with a great deal more experience of th~ details 
of soldiering. But he is not expected to nearly the same 
degree as the officer, to exercise that moral influence which 
we call leadership. 
Now let us look back at industry, at the conventional foreman 
promoted from the ranks in the same shop, largely because 
he is a good technical man. Sometimes we get leadership, 
but how often? May not just here be the root of nine-tenths 
of the trouble which issues in strikes and bitterness, that 
there is no group in industry whose specific function it is to 
supply in close and intimate contact with the small units of 
control just that factor of prestige, of confidence and affection, 
which it is the express and defined task of the subaltern 
officer to evoke? 
We have recently had an opportunity of watching military 
training systems put into operation on the largest possible 
scale. We have been able to study organisations expanded 
to twenty and thirty times their normal size with lightning 
rapidity, forced to train officers . and non-commissioned of
ficers in a twentieth part of the time usually considered 
desirable. I suggest that that is a practical test of principles 
of organisation and command, such as industry seldom con
templates. And yet, right up to the end of the war, speaking 
for the army which I knew intimately and I Imagine for all 
the armies, there was case after case where the whisper that 
the "young officer" was wounded out In front would send half 
a dozen men into the thick of machine gun fire to fetch him 
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in. Those boys were often silly, often lesser men than those 
they led: but, somehow or other they gained an ascendancy 
which had nothing to do with courtmartials and military dis
cipline; So that their men loved them and laughed at them 
and would go through the fires of hell behind them. 
J often wonder as I contemplate industry, with its muttering 
and disgruntled shops, its middle-aged foremen, often feared, 
sometimes respected, but seldom loved, whether It is possible 
to grow the flower of leadership in such a soil. 
At least I believe that if we are to do so, we shall have to 
devote much more attention and study to the methods of 
those organisations which have almost as many centuries of 
experience in the matter as Industry has years. I suggest that 
we shall have to make up our minds that the men who are 
to supply the leadership factor In relation to the small groups 
of workers must be specialised for this task to a far greater 
degree than Is the case at present. I doubt if they can 
command sufficient prestige, at all events in the older 
countries, If they are put Immediately in charge of men whose 
colleagues they were the day before yesterday. Above all 
they must stand or fall, as the officer In the army stands or 
falls, by the morale of their unit, by Its general contentment 
and readiness to put forward co-operative effort. 
This will no doubt sound rather dreadful to some of my labour 
friends. It smacks of prlvUeged classes. What Is to become 
of the sacred principles of democracy? Personally I feel that 
democracy has one sacred principle and one only, and that 
Is equality of opportunity. By all means let us destroy as 
soon as may be those privileges and forestailings In the body 
politic which make the children of rich parents able to compete 
at a great advantage with far abler youths from poorer 
homes. I am with them In the elimination of every form of 
log-rolling and Influence. Let every appointment In the land. 
whether In Industry or In the public service, be made on the 
basis of fitness and fitness alone. But I also believe that 
undue sensitiveness about class Is not confined to the more 
fortunate. And that It Is one of the greatest inhibitions from 
which we suffer. when we try and think scientifically about 
methods of administration. 155 
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If a particular job requires that those who are gOing to hold 
it should be selected at an early age and carefully and specially 
trained for that service, that is a question of method, not of 
principle. I do suggest that the real gift of leadership is too 
rare and too precious, to refuse to use it from whatever class 
it originates. 

As to the subjects of training there are certain obvious points. 
I do not believe any man is equipped to lead men in industry 
today who has not a working acquaintance with the findings 
of modem experimental psychology, and with' fatigue study. 
I think too he must have some knowledge of modern labour 
movements and of Trade Union history. 
But here again, as with co-operation, the vital lessons are a 
matter of attitude on the part of the employer or management. 
In the final reckoning the only school for leadership is to lead; 
but to lead under sympathetic and careful direction. Here 
again we have got to get rid of the competitive complex and 
of the repression of subordinate executives to which it leads, 
so that a chance is given to every 'man who is qualifying for 
leadership to make a few mistakes and to learn from them. 
He has got to be taught too that leadership is not a matter 
of privilege, of titles and freedom from discipline, but of 
responsibility. Above all he has got to be taught that men will 
follow only the man who puts their interests first. 
I can remember to this day a scene in 1915. A tired group 
of officers just relieved from the line had rolled into the mess 
hut. One of them was a raw hand fresh from England. The 
Colonel looked at him a minute and then said "Jones, have 
your men had their teas yet?" Jones hesitated and said "the 
Sergeant's iust sending the teas up". The reply came like 
a flash "Jones, your dinner CaD wait. Go and look after your 
men". Or another instance ...... a subaltern was put on to 
administrative work of a trying character. One day he lost 
his temper with a careless clerk. A Captain at the other 
end of the office waited until the clerk had gone out afld said 
quietly "Come over here". The subaltern who was on ex
cellent terms with him walked over. Suddenly, sharply, 
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10 minutes the stream flowed, till the boy wished he had 
never been born. The final peroration was a work of art. 
Suddenly the angry voice dropped to a quiet tone "Now you 
know exactly what it feels like when you can't answer back". 
Five minutes later the astonished subaltern heard a frIendly 
voice behind him say "Come and have some dinner with me 
in R.ouen". . 

Yes, leadership can be taught. Here and there in isolated 
instances one finds examples of deliberate teaching in industry. 
But they are rare. We have got to t4ink this question out 
again from the beginning. It is urgent. For until we do, no 
changes in the higher organisation of industry will avail us. 
In the long last it is the details of every day which count. 
Industrial relationships are made in the shops, in the intimate 
contacts between the workers, in the smallest units of control 
and those who represent to them personally and immediately 
the policies of the management. In modern large scale produc
tion you must have systems of administration and you must 
have discipline, whoever owns the capital, wherever the ulti
mate authority resides. No man or body of men taking over the 
control of English Industry to-day would have any power 
whatever to alter the majority of the causes which underlie 
strikes and endemic discontent; because the reciprocal 
relations between this key group of foremen and supervisors 
and the higher management group on the one hand, and the 
workers they supervise on the other, have never'been worked 
out, the conceptions of authority and the methods by which It 
is enforced are alike feudal and elementary. There is no trained 
staff of small-group-Ieaders for the quite Simple reason that 
the principles which underlie such training have never been 
defined. 
I have been able to do no more in this paper than try to 
indicate some of the directions in which it seems to me that 
research and experiment are possible. 
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Quand on veut 6tudler la formation de contremaitres et de survelJlallls, la 
dlfficult6 cardinale rbide dans Ie fait qu'll n'existe aucune d~flnltlon crI
tique g~n~ralement acceptee de la tache du contremaitre et aucune con
ception communement reconnue des fonctlons de surveillance. Le seul 
point sur lequel 1I y alt accord, c'est que I'on est en presence des 6chelons 
de direction qui se trouvent en contact Immediat avec les ouvriers. 
La majeure partie de la bibliographie du sujet est donc embryonnalre. En 
elfet: 
elle a trait A J'industrle sous la forme oil cette derni~re se presente aujour
d'hul, ~ad. qu'elle en Ignore Ie caract~re dynamlque, elle envisage la for
mation des travailleurs des deux sexes occupant dejA des situations qui 
comportent des responsabllites, tAche presque sans espolr, 
elle provient, dans la majorite des cas, des Etats-Unis et ne peut donc, 
it cause de la difference du milieu SOCial, s'appliquer aux circonstances 
qui existent en Europe. 
f'atalement, avec Ie developpement de I'organisatlon Industrlelle, les devoirs 
que comporte la position de contremaitre devront se transformer pour se 
specialiser et devenir fonctionnels. 
Tout mode de formation professlonnelle devra donc etre extremement 
simple; la formation devra egalement porter sur un long espace de temps. 
et s'adresser A des travailleurs des deux sexes sufflsamment jeunes, 
Elle devrait s'efforcer de developper: 
L'esprit de collaboration en se fondant sur: 
a. des principes directeurs qui puissent faire I'objet d'une adb6slon Intel

Iigente; 
b. des m~thodes 6conomiques ratlonnelles et la reconnaissance du rOle que 

Ie eontremaitre joue eomme employ6;' 
c. la faeulte, chez Ie eontremaitre, de savolr exprlmer sa pens6e. 
L'aptltude au commandement, en la developpant au moyen: 
a. d'etudes psychologiques; 
b. de la connalssanee des mouvements travailllstes et de leur bistolre; 
c. de la pratique, sous une direction ~ducatlve, du maniement de petils 

groupes, pratique comportant la possibilit6 de commettre des erreurs. 
Pour aborder ce dernier point, l'lnduslrle devra se mettre l I'kole d'autres 
organisations, telles que les organisations mllltaires, par exemple, qui 
possMent une exp~rience sp6ciale dans J'6tude du commandement. Une 
attention particuli~re devra eire accord6e l la question du "moral". n est 
douleux qu'U solt possible, dans I'ambiance europ6enne, de cr6er 1'616menl 
n6cessaire de prestige sans recourlr l une certalne s6gr6gation d'une 
cat6gorle sp6clale de cbefs. Celie n6cesslt6 ne porterait d'ailleurs pas 

• Malntenanl Dlrecteur de J'lnstltut International d'Organlsation Sclentiflque 
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atleinte au principe democratique, pourvu que I'acces 1 cette categorle 
solt ouvert A tous, dans des' conditions d'egalite. 
11 s'agit en elfet simplement de determiner les fonctlons et d'etabllr un 
regime educatil preparant Aces fonctlons speciales. La question est 
vitale, si I'on veut amellorer les relations Industrlelles. Ii sera impossible 
aux maitres de I'lndustrie, quels qu'US solent, d'operer un changement 
elfectil quelconque s'Us ne disposent pas d'un groupement exerce de sub
ordonnes capables de metlre en application leurs Idees, dans 105 contacts 
jOllrnailers avec les ouvriers. 

Ce probleme du contremaitre ou surveillant, on peut I'aborder 
de cinquante manieres differentes. Le contremaitre se trouve 
etre, un peu a sa stupefaction, Ie sujet d'une enorme IIttera
ture. Cela n'empeche pas d'ailleurs, les auteurs de IIvres qui 
parlent de lui, ou qui lui sont destines, de ne paraitre s'ac-. 
corder que sur un seul point; a savolr son importance fonda-. 
mentale dans Ie plan de I'univers industriel. J'ai quelquefois' 
I'impression que ce pauvre contremaitre doit se sentir un peu 
dans la situation de la divinite Iivree aux theologiens. J'aurals 
meme pu, a ce propos, analyser et resumer a votre intention 
quelques passages de detail de I'ouvrage "Ie Contremaitre et 
sa tache", par M. X., de "Comment former des surveillants" 
par M. Y., et de "Ia Preparation aux fonctlons de contremaitre", 
par M. Z., format In 8° jesus, 700 pp., ouv'rage orne de trois 
tableaux et de dix illustrations, prix $ 5 net, ou payable par 
mensualltes. 
L'lndlgestion qui est resultee pour mol de rna breve incursion 
dans la litterature du suJet a failli aboutlr a une reaction de
sastreuse. Car pendant un certain temps, fal joue avec I'idee 
de prendre la pose avantageuse de "I'homme pratique" ....• 
pose sl chere a certains capitalnes d'industrie. J'ai pense 
me borner strlctement a I'etroit domalne de mon experience 
particullere, et a vous decrire comment nous formons les 
contremaitres a la Societe anonyme pour la fabrication du jus 
de citron, du Blankshire, en vous donnant I'horalre des con
ferences et tous autres renseignements detailles a ce sujet. 
J'aurals pu y jolndre les considerations habitue\les sur Ie droit 
des mousses a attelndre Ie grade d'amiral, et enfin orner mOD 
reclt de Quelques anecdotes humoristiques. CeUe manlere de 
falre eOt 1!t6 simple et depourvue d'artlfice. Mais je me suls 159 
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avise qu'il s'agissait Ici d'une conference internationale, et que 
si nous devons avoir foi, Ie moins du monde, dans un mou

. vement international, c'est assurement parce que les divers 
peuples se ressemblent sous Ie rapport des qualites humaines 
d'ordre general. Et j'ai compris que, dans tous les cas, i1s 
se ressemblent assez pour que vous ayiez tous entendu, au 
moins cent fois deja, cette sorte d'expose au cours d'innom
brables conferences. 
Et puis, m'etant remis a examiner Ie sujet, il m'est venu a 
I'esprit que la conference, consideree dans son ensemble, 
avait pour objet general l'etude des "Relations fondamentales 
entre les diverses parties interessees dans l'industrie". Ce 
que je me propose donc de faire c'est de discuter cette question 
de la formation des contremaitres, en me placant strlctement 
au susdit point de vue, cad. celui des relations fondamentales 
que suppose cette formation educative. Peut-I!tre les obser
vations que je compte presenter vous sembleront-e11es man
quer un peu de lien entre e11es. Mais j'ai l'impression que 
cet inconvenient est inevitable, car je crois que dans ce 
domaine, plus que partout ai\leurs, nous ne faisons que ta
tonner - que nous en sommes seu[ement a rediger la premi~re 
ebauche de definition du suJet. Toutes ces tentatives en vue 
d'e[aborer une technique de la formation du contremaitre, en 
vue de recuei\lir les constatations existantes, sont en effet 
prematurees, car iI leur manque la fondation qu'une vision 
nette du but auquel nous tendons pourrait seule leur donner. 
Ceci est vrai, dans une certaine mesure, de tout syst~me 
d'education, mais particuli~rement vrai de l'education destinee 
a une categorie quelconque d'individus exercant leur activite 
dans l'industrie. . 
L'industrie fondee sur Ie machinisme, te11e que nous la con
naissons, est en effet une institution tr~s recente. C'est ega
lement une institution de nature hautement dynamlque et qui 
5e trouve a une periode particu\i~rement active de son evolution. 
Or, cette caract~ristique dynamique est specialement marquee 
dans toutes les questions qui ont trait a l'organisation du 
travail, ou qui se rapportent aux relations que les categories 
d'individus, exercant dans l'industrie un role de prevision et 
de direction, entretiennent avec leurs co11aborateurs. Nous 
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nous trouvons a un stade si extraordinairement interessant 
du developpement industriel qu'n a m(!me rec;u quelquefois Ie 
nom· de "seconde revolution industrielIe". L'application de la 
force mecanique a la production et les progr~s des sciences 
physiques ont ouvert les voies au changement soudain dans, 
la technique et dans les procedes de fabrication, Qui a inaugure 
l'~re du machinisme. Semblablement, l'application des sciences 
morales et sociales aux relations existant entre tous ceux qui 
travaillent dans l'industrie, est grosse de modifications essen
tieUes dans notre mani~re d'envisager les choses. Et cette 
application croit en importance, a l'heure presente, notre con
ference ml!me en temoigne. 
Or la faiblesse inevitable de presque tous les syst~mes d'edu
cation, c'est qu'i1s tendent a preparer ·Ieurs el~ves pour Ie 
monde tel qU'U a existe la veille, plutot que pour Ie monde 
tel qU'U exlstera demain. Au moment oil la pensee vivante, 
1a pensee essentieUement creatrice, en arrive a faire partie 
sufflsamment integrante de la monnaie intellectuelle courante 
de l'humanite, pour pouvolr etre encalssee sous forme d'un 
expose pedagoglque, et pour pouvoir etre a tel point con
densee, qu'elle se reduise au schema decharne des manuels 
pratlques, eUe a presque toujours deja viellll. C'est lei une 
grande Justification en faveur de ceux qui voudralent falre 
reposer I'educatlon excluslvement sur les humanites et ignorer 
toute tendance professionnelle quelconque, car, a tout 
prendre, les humanltes sont des exercices qui enseignent 
Il penser, tan dis que Ie fond principal de l'educatlon profes
sionneUe conslste ulliquement a inculquer des connaissances 
qui ont deja perdu contact avec la realite. Pour les raisons 
que Je vous al donnees, ce qui est vrai de toute education, est 
doublement vral des syst~mes destines a ceux qui travaillent 
dans l'lndustrle. 
Vous serez d'accord avec moi pour estimer qu'n est impos
sible de dresser un programme de formation appropriee pour 
nne fonctlon, pour un ensemble de tlicbes quelconque, sans 
Bvoir procede, au prealable, Il une etude critique de la nature 
de cette fonction, des necessites de ces tliches. QU'entendons
nous done par contremaitres et surveillants, quand nous pro-' 
lIonc;ons ces mots? J'ai recemment termine une etude critique 161 
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des taches dans une usine d'importance moyenne qui emploie 
environ 7.000 ouvriers. Cette usine compte quelques centaines 
de contremaitres, designes sous ce nom. Or, it n'en est pas 
deux pour lesquels I'etude critique de leurs taches aboutisse aux 
memes constatations. Le terme couvre totites les categories et 
toutes les varietes de fonctions et de responsabllites, depuis 
la tenue des livrets de paie, iusqu'a la gestion d'un departe
ment important,. dont I'activite affecte des formes multiples. 
Et ce qui est vrai de cette uSine, est egalement vrai "mntatis 
mutandis" de toute usine en. Europe, et d'une grande malorite 
des usines aux Etats-Unis. 
II en est de meme des surveillants; nous savons tous que, 
dans une usine donnee, deux hommes revetus en apparence, 
d'une auto rite dont Ie degre est officiellement Ie meme, exer
cent, en pratique, deux formes de surveillance dont les degres 
sont, psychologiquement, aux deux pOles. Dans quelques cas. 
I'on s'est efforce de definir la surveillance et d'en marquer les 
gradations, mais ces tentatives sont rudimentaires et inexactes. 
car it leur manque d'etre pourvues d'un moyen qui permette 
de les verifier pratiquement. II nous faudra un demi si~cJe 
au moins pour elaborer quelques prineipes et en falre des 
points de rep~re stables dans Ie grand organisme de Ia vie 
industrielle. En attendant, I'exercice de la direction et du 
contrOle devra persister a n'etre que ce melange hasardeux et 
incoordonne de· persuasion, d'influence individuelle et d'inti
midation, dont it est fait auiourd'hui. Pour etre sinc~res 
envers nous-memes, nous devons reconnaitre que quand nous 
parlons de postes de contremaitres et de surveillants, nous 
designons sous ces termes un ensemble de situations fort dis
semblables, n'obeissant a aucun principe commun ou commu
nement accepte, soit quant aux devoirs que comportent ces 
situations, soit quant au degre d'autorite dont elles sont 
pourvues, et a la nature des sanctions destinees a appuyer 
cette autorite. Je crois tomber iuste en disant que, dans les 
esprits· de tous les auditeurs rassembles iei; un seul et unique 
element est commun a toutes ces designations, a savolr 
qu'elles englobent les individus se trouvant, dans la hierarchie 
industrielle, en contact immediat avec la grande masse des 
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que ce fait pr~sente une grande importance, car il nous fournit, 
JUSqU'l\ un certain point, une base de discussion, et il explique 
pO\lrquoi l'on s'attache a ce sujet avec une telle insistance. 
Quelle que soit, en effet, la valeur de l'attitude des dirigeants 
et les intentions dont elle s'inspire, les r~sultats d~pendront, 
dans la pratique, de l'effet caus~ par ces contacts ultlmes 
d'homme l\ homme. Aucun plan de publicit~ Iiationale ne 
pourra surmonter, par exemple, les insuffisances dOes au 
manque de pr~paration et de doigt~ des ~quipes de vente. 
Et I'on peut bien dire que la force de la chaine des relations 
Industrielles est repr~sent~e par celie de son chainon final. 
Mais c'est aussi Ie seul fait sur lequel nous puissions b~tir. 
5i nous abordons la question de la qualit~ et de la nature 
des relations qui devralent etre ~tablies entre les travaUleurs 
et ceux qui sont en contact imm6diat avec eux, nous perdons 
d6jl\ pled, car les relations de travail d6pendent forc~ment de 
la nature du travail . Et c'est ici qu'intervient ce caract~re 
dynamique de l'organisation industrielle auquell'ai fait allusion. 
Nous ne savons pas l\ l'avance, niles uns niles autres, ce que 
sera Ie caract~re du travail du contremaitre, ne serait-ce meme 
que dans une d!zalne d'ann~es d'ici. 
M. R. M. I"ox • nous aurons Ie plaislr de l'entendre Lund! 
prochain • a publl~ r~cemment, sous Ie titre "Le Triomphe 
de la Machine" (''The Triumphant Machine"), un petit livre 
qui donne un stimulant et meme lance un d~fi l\ notre pens~e, 
Dans cet ouvrage. II couvre d'un grand m~pris l'organisation 
sclentiflque. n la consid~re comme une solution us6e et 
d~mod~e des probl~mes Industriels, solution coneue en vue 
d'acc~l~rer Ie travail des ouvriers dans l'int~ret des patrons. 
Eh bien, pour peu que la vie lui donne I'occaslon d'~tud!er 
phis en d~tall la signification r6elle des travaux de 1". W. 
Taylor, fai comme une Id~e que M. I"ox se verra bient6t 
dans l'obllgation de faire d'amples excuses aux mbes de ce 
grand pr~curseurl 
L'id~e d'appliQuer la m~thode de pens~e, la technique intel
lectuelle ~labor~e par les hommes de science, aux probl~mes 
de l'organlsation Industrielle, est encore r~cente. Taylor est 
mort en 1915, l un Age relativement peu avan~. n ne s'est 
pr~ent~ que de rares occasions, disons meme QU'Il ne s'est 163 
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pas presente d'occasions d'experimenter veritablement, I;3.d. 
dans des proportions qui permettent de conclure, les idees les 
plus revolutionnaires et les plus divinatrices de Taylor. 
Or je range precisement la conception du role fonctionnel du 
contremaitre parmi ces idees . Mais je suis certain que ceux 
d'entre vous qui les ont etudiees sans parti pris, seront d'accord 
pour reconnaitre que cette conception fait partie integrante et 
constitue une des manifestations essentielles de toute la phl
losophie industrielle de Taylor. Je considere une application 
plus complete de ce principe cardinal d'organisation indus
trielle comme devant constituer un phenomene inevitable de 
I'evolution. Ce phenomene se produira lentement, mais U ne 
s'en produira pas avec moins de certitude, et probablement 
au cours meme de la vie de plusieurs de ceux qui m'ecou
tent. 
Je fonde cette conviction sur trois raisons. En premier lieu 
I'analyse faite par Taylor des qualites et des taches exigees 
du contremaitre dans l'ancien regime d'organisation industrielle, 
me semble irrefutable. Vous vous rappelerez qu'U a etabU 
une liste de neuf qualites que Ie contremaitre etait appele i\ 
posseder: i\ savoir, I'intelligence, l'instruction, Ie tact, les 
connaissances speciales, l'energie, la tenacite, I'honnetete, Ie 
jugement et la bonne sante. Cette liste a amene directement 
Taylor it formuler la conclusion que Ie role est impossible i\ 
remplir, qU'U se trouvera it peine un homme sur mille qui solt 
reellement capable de s'en acquitter et que, naturellement, un 
salaire de contremaitre ne suffira pas i\ retenlr les services 
de cet etre exceptionnel. 
Taylor connaissait fort, peu la psychologie experlmentale, 
mais son etude critique a re\:u une curieuse confirmation de 
M. Ordway Tead, dont I'ouvrage ''Les Instincts dans I'Industrie" 
("Instincts in Industry") contient un resume saisissant du 
conflit mental inherent i\ la situation de contremaitre. 
En second lieu, meme depuis l'epoque de Taylor, l'lmportance 
et l'etendue des connaissances speciales auxquelles i! est ne
cessaire de recourir dans les taches joumalieres d'organisation 
industrielle, ont augmente enormement. Quand nous parlous 
des postes de haute direction, nous avons vite fait de dire 
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une connaissance intime de toutes les sciences relatives a sa 
tache. 11 dolt, aloutons-nous, s'en rernettre a des experts 
dont I! coordonne Ie traval!. Mais nous oublions quelquefois, 
partlculi~rement quand nous parlons de programmes d'edu
cation, que Ie contremaitre, lui, ne peut s'en remettre a d'autres. 
L'organisation est appelee a s'orienter conformement a la 
tendance generale de toute organisation sociale a notre epoque, 
ten dance qui conslste a confier, de plus en plus, toute esp~ce 
de travaux aux specia\lstes fonctionnels. Nous ne pouvons 
lalsser, tel un vestige d'un regime plus ancien, Ie contremaitre 
en dehors de cette evolution. Nous ne pouvons· Ie lalsser 
continuer a falre eternellement Ie maitre Jacques. Un tampon 
amortisseur lul-meme perdra de son elasticite sl on Ie frappe 
trop fort et trop souvent. 
Trolsl~mement, et c'est ici Ie point Ie plus important de tous, 
Ie crois fermement que, parmi toutes les theories d'organisation 
Industrlelle qui nous ont ete proposees depuls une trentaine 
d'annees, la conception fonctionnelle de l'organlsation est la 
seule qui pen~tre reellement au C(Jlur de nos difficultes. Dans 
son dernier livre M. H. O. Wells a ecrit cecl: "Une grande 
somme d'energle morale a ete perdue au cours des cent der
ni~res annees par suite de l'antagonlsme entre Ie traval! et 
Ie capital, comme sl cette question constltuait Ie probl~me 
primordial dans les affalres de l'humanite. Or, en realite, 
elle n'a lamals ete Ie probl~me primordial, et elle perd cons
tamment de son importance anterieure". 
J'estime que ces \Ignes sont vraies, de fa~on absolue et au 
pled de la lettre. Aucun homme, queUe que soit son orientation 
politlque, mais possedant une experience pratique de I'adminl
stration moderne, ne peut reeUement se pretendre a lul-meme 
Qu'un simple transfert dans la proprlete des moyens de pro
duction, ou dans Ie droit a l'excedent net resultant de cette 
prodUction, que ce simple transfert sera capable de modifier 
essentieUement la nature des relations IndustrleUes. Quelque 
soit Ie possesseur de I'lndustrie. les maux veritables continue
ront, sl ce n'est pas dans l'organisation et dans les methodes 
memes que survient un changement fondamental. 
Nous sommes aux prlses avec quelque chose de bien plus subtil 
qu'un vague sentiment d'inJustice. auquel I! est possible de 165 
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remedier grace a un aJustement des lois pratique sous une 
forme ou une autre. Nous nous trouvons en presence d'une 
aversion a etre dirige et soumIs i des devoirs, aversion qui, 
- I'extension de la Uberte politlque et les progr~s de I'education 
populaire aidant -, est parvenue a s'expiimer de facon articulee. 
Et la seule reponse que nous puissions faire a cette aversion. 
consiste a montrer que la necessite de sublr une direction et 
de se soumettre a des devoirs, n'est pas particuli~re a tels ou 
teIs indivldus et ne repose pas sur des sanctions appuyees 
par la force, mals, qu'etant donne la nature des choses, c'est 
une necessite naturelle et inevitable, sl nous voulons que Ie 
monde soit vetu, loge et nourr!. Autrement dlt, nous devons 
repondre aux travailleurs exactement comme Taylor a repondu 
a ceux qui lui faisalent remarquer que Ie rOle fonctlonnel du 
contremaitre portalt atteinte au principe enonce dans la maxlme 
.,nul ne peut servlr deux maitres a la fois". Taylor repliqua 
que son Idee, loin de saper ce principe, Ie confirmait au con
tralre. Avec la conception du role fonctlonnel du contre
maitre, tous au meme titre, patrons, contremaitres et travail
leurs, ne servent qu'un seul chef.... la connalssance. Prise 
ainsi, I'organlsation fonctionnelle contient Ie germe d'une veri
table esperance, d'une solution permanente de nos mis~res. 

Car elle envisage une !,oclete Industrielle dans laquelle, toUS. 
nous serons a la fois maitres et serviteurs. Nous devlendrons 
en effet, chacun a tour de rOle, maitres dans les choses pour 
lesquelles nous possederons des connaissances et une forma
tion speclales, et servlteurs dans celles oil d'autres se mon
treront plus instruits. 

5i donc nous sommes convaincus 'que I'evolutlon de notre 
organisation industrlelle doit inevltablement se falre dans ce 
sens, en vue de quels devoirs devons-nous former nos contre
maitres et nos surveillants? n est evident que les methodes 
existantes ne se montreront pas satisfaisantes, car les projets 
d'enseignement professionnels qui ont ete publies • et c'est lci 
I'objection que je leur adresse pour ainsi dire a tous • ces 
projets sont concus en vue de preparer des travallleurs des deux 
sexes a mieux s'acquitter du groupe de taches que I'on 
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nous faut, c'est un programme d'enselgnement destine ~ pre~ 
parer des travallleurs des deux sexes aux devoirs de contre
maitres et de surveillants, mais ~ ces devoirs tels qU'i\s se 
presenteront demain. Nous devons instrulre non en vue de ce 
qui est, mais en vue de se qui pourralt etre. 
Ici de nouveau, nous en revenons au seul fait solide sur lequel 
nous pulsslons nous mettre d'accord, ~ savolr que Ie terme 
contremaitre ou surveillant s'applique ~ un Indivldu qui, dans 
un certain role de direction exerce sous une forme ou une 
autre, se trouve en contact direct avec Ie travailleur. SI 
vous acceptez rna seconde conclusion, et si vous reconnaissez 
avec mol que dans une dizalne d'annees environ, Ie groupe 
de taches que I'on convient d'attrlbuer ~ present aux contre
maitres sera probablement fractlonne en une variete de taches 
speclalisees, nous parvenons tout au moins a nous faire ainsi, 
une Idee des limltes auxquelles nous devrons nous bomer. 11 
est manlfestement vain, en effet, de voulolr preparer de futurs 
contremaitres a hult ou dix fonctlons speciales Indlstinctement, 
quand lis .dolvent etre cholsls pour n'exercer que I'une quel
conque d'entre elles. 
11 me semble que, pour presenter une utllite pratique, tout 
programme de preparation a· ces postes, dolt d'abord se 
restrelndre a prendre surtout en consideration I'element 
commun unique sur lequel nous avons dela Insiste. En 
d'autres termes, nous devrlons, en premier lieu, essayer de 
developper chez nos futurs contremaitres et surveillants, la 
quallte d'importance prlmordlale qu'est I'aptltude au com
mandement. 
En second lieu, nous devrions, selon mol, renoncer a toute 
tentative d'inculquer Indlstlnctement des connaissances sp~ 
dales relatives 1 des fonctlons variees, quand les candldats 
sont appeles a n'exercer que I'une quelconque de ces fonctlons 
et quand nous ne pouvons en enselgner aucune convenable
ment.· Nous devrlons bien plutot concentrer notre effort sur 
I'attltude generale qu'll convlent de prendre a I'egard du travail 
Industrlel, sur cette facuUe d'apprecler la methode et la dis
position mentale, grace auxqueUes un certain nombre de t1iches 
speclalisees peuvent etre coordonnees en vue d'une fin unique, 
bref sur ce que nous 8ppelons I'esprlt de coUaboration. L'8~ 167 
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titude au commandement et I'esprit de collaboration; telles 
sont les deux • et, en ce qui me concerne, les deux seules • 
fins. d'importance vers lesquelles devraient etre orient6s les 
programmes de formation des contremaitres. 
Mais I'on peut arguer qu'i1 ne s'agit aucunement ici de Qualit6s 
intellectuelles, de vertus qui puissent etre enseignees. Ce sont 
des qualites de caract~re inherentes a I'esprit du sujet; iI est 
donc douteux qu'i1 existe auclln syst~me d'6ducation capable 
de les d6velopper. 
Jusqu'a un certain point cette objection est, bien entendu, 
exacte, et voici pr6cisement la seconde grande difficulte que 
je trouve aux programmes' connus qui ont d6ja fait i'objet 
d'expos6s si complets. Presque toujours, Quand ces pro
grammes parlent de contremaitres ou de surveillants, i1s envi
sagent des hommes et des femmes qui sont dejfl parvenus, 
dans I'industrie, a occuper des postes comportant une respon
sabilite subalterne. Le ciel me pr6serve de paraitre vouloir 
critiquer de dignes, de nobles travailleurs, qui, avec des facillt6s 
tr~s r6duites, sans la moindre formation iInmMiate, en pr6-
sence de difficult6s immenses, detiennent aujourd'hui ces 
postes industriels. Mais dans la majorite des cas, et plus 
sp6cialement dans les vieux pays, oil I'emploi dans une meme 
entreprise est plus stable, et i'avancement moins souple qu'aux 
Etats-Unis, nous nous mettons a former ces hommes et ces 
femmes lorsque i1s ont deja atteint 1'iige mQr, lorsque les 
principaux traits de leur caract~re se sont deja fixes, et 
lorsque les interesses sont enclins a considerer avec res
sentiInent toute suggestion tendant ales renvoyer a i'ecole. 
Nous devons les aider tant que nous pouvons; en notre quallte 
de dirigeants, nous sommes tenus de Ie faire. C'est en efiet. 
de notre faute, et non de la leur, s'i1s ne se montrent pas 
a la hauteur de leur tache, et s'i1s ne sont pas aptes a recevoir 
une formation. Mais je crois, d'autre part, qu'jJ nous faut 
reconnaitre que toutes les tentatives faites dans ce sens, ne 
constituent aucunement des syst~mes Mucatifs. lis ne repre
sentent, au pied de la lettre, qu'un effort de rapi~cage pour 
essayer de reparer au mieux • un mieux de cinqui~me ordre • 
Ies' effets de la direction negligente et a courte vue du 
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En outre, dans l'industrie d'aujourd'hui, les contremaitres et 
surveillants ont ete choisis en majorite, non parce qu'i!s pos
sCdent les qualltes que fai signalees comme importantes, mais 
pour un unique motif - l'habilete dont ils font preuve dans la 
tache partlculi~re qu'ils sont appeles a surveiller. Chose 
assez curieuse, la grande masse des travailleurs semble donner 
une approbation tacite a cette methode. II lui semble naturel 
que la selection se fonde sur ce criterium. C'est a peu pr~s 
comme sl, dans l'armee, ron choisissait les officiers parce que 
lis font bien l'exerclce. I1lmporte, bien entendu, que Ie contre... 
maitre possMe une connaissance et une experience conve
nables des taches qU'i! est appele a surveiller. Mais i\ n'est 
pas necessaire qu'il en sache plus que tout ouvrier dont on 
desire conserver les services. II s'agit ici en effet d'une con
dition "sine qua non", en l'absence de laquelle l'interesse ne 
pourrait meme pas presenter sa candidature. Mais, - . ce point 
de depart une fols acquis -, la question devient souverainement 
Insigniflante en regard des autres quaJites qui, elles, ressor
tissent a I'essence meme de la tache envisagee. 
Cette consideration m'am~ne directement a rna seconde con
clusion princlpale, a savoir que sl nous desirons effectivement 
elaborer un veritable syst~me de preparation des contremaitres 
et des surveillants, l'application de ce syst~me doit s'etendre 
sur une longue periode. II doit s'adresser a des hommes et 
a des femmes cholsls dans leur jeunesse et preclsement comme 
talsant preuve des qualltes dont fal montre I'Importance 
essentlelle. 
J'en viens ainsl l la trolsi~me et derni~re difficulte que je ren
c~ntre dans la plupart des syst~mes exposes jusqu'lci. Je 
rep~te que je serals Ie dernler l denlgrer les admirables tra
vaux qu'ont accomplis nos amls americains. Je crols que 
tous tant que nous sommes en Europe, nous devrions leur etre 
profondement reconnaissants et de la quantite et de la qualit6 
des recherches originales et hardles qu'i!s poursulvent sur ces 
probl~mes industriels. Nous ne pouvons esperer rivaliser 
avec eux dans ce domaine, lis nous donnent des inspirations 
l tous, sous ce rapport comme sous beaucoup d'autres. La 
masse des publications sur ce sujet vient d'eux. Mais 51 elle 169 
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est extraordinairement utile et suggestive, elle ne sauralt 
s'appliquer directement aux circonstances europeennes. 
La raison en est la suivante: les deux qualites que fal definles, 
- I'aptitude au commandement et I'esprit de collaboration, -
representent essentiellement des attitudes de I'lndivldu a 
I'egard de deux categories differentes de relations Industrlelles. 
L'aptitude au cornman dement implique, subjectivement, la 
faculte d'inspirer et de diriger les autres et, oblectivement, la 
reconnaissance des qualites exceptlonnelles qui am~nent a 
accepter une direction. L'esprit de collaboration implique, 
sublectivement, la capacite d'executer avec d'autres un travail 
concerte en vue d'accomplir une tache donnee et, objective
ment, une comprehension du dessein commun et une ardeur 
qui pousse a menager aux autres une entl~re possibilite d'ap
porter a la tache collective leur contribution la plus 
compl~te. 

Des attitudes individuelles de ce genre sont conditlonnees et 
determlnees, en grande partie, par Ie cadre social et Ie cadre 
de groupe qui les entourent. Ce n'est pas la logique, mals 
la tradition et la coutume qui dirigent les actes individuels. 
Or, - et c'est ici Ie point sur lequel je voudrais insister par
ticuli~rement, en m'adressant a nos amis et confr~res en 
recherches des Etats-Unis -, iI existe une difference reelle, une 
difference essentielle dans nos cadres sociaux, surtout quand 
it s'agit de ce probl~me. Les Americalns vivent dans un pays 
qui n'est pas seulement, d~s Ie debut, parti de I'axiome con
stitutionnel que tous les hommes sont Iibres et egaux, mais 
dans un pays oil, par suite de la rupture materielle avec Ie 
passe et du developpement rapide d'un continent presqu' 
intact, les hommes se sen tent reellement egaux. II existe 
naturellement des nuances. L'on pretend qu'll est impossible 
de prononcer une con damnation crimlnelle contre Ie posses
seur d'une fortune d'un million de dollars, et j'al Idee que les 
f'ilIes de la Revolution amerlcaines ne definiralent pas pre
cisement la Iiberte de mani~re acceptable pour John Stuart 
Mill. Mais nous sommes neanmoins en presence d'une diffe
rence radlcale - une difference que tout europeen percevra 
nettement, s'iI possede une sensibillte delicate, la preml~re 
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met sac au. dos avec 1'~lan de celul pour qui ce sac contient 
Ie biton de mar~cha\. eet Am~ricaln "devine" en elfet, qU'1\ 
pourrait bien, quelque lour, devenir pr~sldent. 
Ce mot "guess" est tout a fait significatif. Ici en Europe, 
nous ne cherchons pas a devlner, sauf quand i\ s'agit de parler 
aux courses. Dans toutes les gran des controverses sociales 
notre attitude est celie de gens qui "savent". Le travailleur 
ou bien "salt se tenlr a sa place", ou bien est convaincu que 
seul un .capitallste vampire l'empeche d'occuper la place I~gl
time qu'l\ "salt" lui etre dOe. La f~odalit~ projette encore 
son ombre sur nous. Vous entendrez dire un homme d'af
faires qu'l\ ne sait comment disposer de son entreprlse en 
pr~vislon de sa mort, car 11 a perdu son fils a la guerre. On' 
se demande, tout en Ie plaignant, quel peut bien etre. dans sa 
pens~e, Ie but pour lequel son fils est mort. Rappelons-nous 
aussl qu'll exlste, dans toute l'~tentlue de I'Europe, des villages 
011 Ie chitelaln et Ie cur~ dominent encore l'ordre social. La 
longue et lente ~manc\pation, avec ses habitudes d'esprlt 
profond~ment enracln~es et ses r~actions grossif:res, com
mence a peine A entamer son cours. La guerre de classe 
n'est qu'un geste imltatif m~diocre qui reproduit consciem
ment l'attltude prise Inconsclemment par les classes dlrlgeantes. 
pendant un millier d'ann~es . . .. les exploitants y donnent Ie 
meme leu que les explolteurs, en prenant les cartes aux memes 
paquets antiques et macul~s. Les IImites et les distinctions 
de classe, I'arrogance et la servillt~, une pens~e qui ne peut 
falre abstraction de la quallt~ sociale des gens pour s'attacher 
seulement A leur genre d'activit~, tous ces traits sont encore 
mel~ A la trame de notre socl~t~. L'Am~rique, elle, a trancM 
1 Yorktown dans cette confusion, dont les derniers d~bris ont 
~t~ balay~s par les hommes morts A Gettysburg. 
La diff~rence n'est lamals plus marqu~e que dans ceUe ques
tion du contremaitre. SI I'al bien compris la litt~rature du 
sulet, un contremaitre, aux Etats-Unls, est un homme qui 
rempllt une tiche particullf:re. En Europe au contraire. un 
contremaitre est un homme qui appartient encore A une c1asse 
soc\a\e partlcullf:re. C'est pourquol la litt~rature am~ricaine 
du contremaitre ne saurait s'appllquer A la situation europ~ 
.enne. Qui plus est, elle risquerait d'avolr un effet narcotique 171 
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• d'emp~cher les patrons europeens de mediter ce probl~me 
tout it fait it fond. 

Prenons d'abord I'esprit de collaboration. L'esprit de colla
boration est une disposition mentale. L'on ne peut apprendre 
aux hommes it collaborer que sur une seule et unique base. 
it savoir I'ardeur pour un but commun qU'i1s comprennent et 
qu'i1s apprecient. Or les relations entre Ie contremaitre et 
son patron, en Orande-Bretagne, sont encore presqu'invaria
blement des relations de maitre it serviteur. La direction 
attend du contremaitre, comme chose dOe. qu'i1 montre un 
esprit de collaboration, parce que Ie contremaitre fait partie 
des employes de la maison. Tels patrons qui acceptent plel
nement les syndicats comme un organe economique dont 
I'existence est rationnelle et utile it tous les interesses, devien
nent pales de rage et d'etonnement lorsque leurs employes 
manifestent quelques signes d'une conscience de groupe. Mals 
les relations economiques· des employes appolntes avec les 
patrons ou Ie groupe de patrons, sont precisement les m~mes 
que celles des ouvriers. Les employes sont conge dies un pen 
moins facilement, sont conserves un peu plus longtemps, quand 
les temps sont difficiles, parce qU'i1s coO tent plus cher it rem
placer; et c'est tout ce que I'on peut en dire, car ce ne sont 
quand m~me que des travailleurs qui gagnent leur vie. 
Pourquoi donc Ie patron se fache-t-i1? C'est parceque sa 
pensee oMit touiours it une conception feodale. 11 est encliD 
it considerer qu'une action de ce genre, venant de ses employes. 
et destinee it defendre leur situation economique. constitue 
un manque de "Ioyalisme" envers luI.. Saisissez-vous la per
sistance de la vieille mentalite? Les employes d'autre part. 
it peu pr~s pour les memes raisons, acceptent en general cette 
mani~re de voir. lis occupent une situation privilegiec qui 
comporte une certaine mesure de dignlte sociale. Une con
science de ciasse intense les anlme; aussi pref~reraient-Us 
renoncer it toute chance de gagner Ie paradis que "perdre leur 
rang dans Ie monde". Eh bien, je demande aux patrons 
d'examiner avec soin en quol pareilles relations diff~rent 
aucunement de celles qui existaient entre Ie baron feodal et 
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talent autour du manoir? 11 dependait de la faveur indlviduelle 
de leur suzerain qu'ils fussent superieurs aux serfs. n depen
daU de leur propre habilete et de leur capacite de subir des 
humiliations, qu'ils pussent se devancer reciproquement dans 
la course aux distinctions. Mals leur loyallsme, leur devoue
ment, etaient entierement affaire individuelle. Et cela est vrai, 
aujourd'hui, d'une tres grande partie de l'industrie europeenne. 
Point d'idee commune qui puisse I!tre proposee aux hommes 
et recueillir leur serment de fidelite. II est vain de parler 
de collaboration avec les travailleurs ou de s'efforcer d'en
selgner aux contremaitres un esprit de collaboration, tant que 
la base et l'objet de ce travail concerte n'auront pas ete 
definis en termes qui depassent l'interl!t particulier et la 
domination indlvlduelle du chef de bande. Et cette definition 
devra exposer, de maniere logique, que I'activite economique 
a pour but Ie service de la communaute. Elle devra 
montrer qu'elle est digne de s'imposer il. I'adhesion volontaire 
d'hommes pensants et civillses. Telle doit I!tre la base de 
toute education rationnelle des contremaitres dans les voies 
de la collaboration, cad. qu'elle doit consister en un expose 
de doctrines, de la doctrine de l'entreprise. Cet expose 
coherent, si Je puis Ie resumer en quelques mots famillers, devra 
les convaincre qu'lls "sont dans les affaires pour leur sante". 
Cecl nous amene tout droit il. la seconde consideration. Je 
suls touJours emerveille quand J'entends des hommes d'affaires 
parler de la concurrence. Je crois que la concurrence est un 
phenomene dont certaines applications il. la vie economique 
presentent de la valeur. Mais sous sa forme brute "chacun 
pour sol, et Ie dernier arrlvant au diable".... comment 
peut-on la reconciller avec les realites de notre Industrie 
d'auJourd'hul? Nous volcl en presence d'une technique de la 
production efficace qui exige la coordination la plus delicate de 
fonctions Innombrables et de processus specialises., se tra
dulsant par la formation d'un nombre touJours croissant 
d'unltes qui demandent une surveillance. Elle exlge un degrE 
de comprehension et de tolerance mutuelles, d'appreciation de 
la tliche du voisin, dont nous ne trouvons jusqu'lc1 l'equiva
lent dans aucune des entreprises dont peut nous parler I'histoire 
de l'humanlt6. Et Sir Ernest Benn, et d'autres. nous assurent 173 
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avec solennite que Ie ressort principal de tout cet edifice 
delicat, fait de devouements et d'abnegations, ne sauralt etre 
que I'interet particulier. Je me demande si Lady Benn chante 
la meme chanson aux petits Benn: "Va, mon cheri, va jouer 
gentiment avec ton petit ami Jean. Mais n'oublie surtout pas 
ton interet bien entendu. Si tu as envie de ses jouets et que 
tu sois Ie plus fort, prends-Ies-Iui. S'i1 proteste, tape-lui 
dessus. Et ensuite debrouille-toi pour me raconter que c'est 
lui qui t'a, battu Ie premier. Tout s'arrangera au mieux. Va 
vite faire une bonne partie." Vous ne pouvez afflrmer que 
la concurrence est un phenomene qui se regie de lui-meme. 
un phenomene qui, a condition de ne pas s'en meier, dolt 
s'arranger par decret de la divine Providence, et vous attendre 
en meme temps a etre debarrasse, dans votre propre usine. 
des frottements, des ruses et des rivalites qu'une concurrence 
aigue entre individus entraine toujours avec elle. Vous ne 
pouvez Ie faire, en tout cas, que si vous vous imaginez etre 
de taille a etablir, au dedans de votre usine, un regle
ment divino 
Je propose donc que Ie second article du programme de la 
formation de I'esprit de collaboration chez Ie contremaitre de 
I'avenir consiste en un cours d'economie pratique et realiste. 
qui mette la concurrence a son rang, comme methode presen
tant de l'utiIite entre groupes de producteurs, et encore a con
dition d'l!tre soumise a certaines mesures de contrOie que nous 
sommes en train d'elaborer, mais aussi comme une maniere 
de proceder qui n'a pas a trouver place au dedans des entre
prises individuelles. Tant -que nos capitaines d'industrie 
traiterons la concurrence comme un principe fondamental de 
vie economique, comme une fin en sol. comme un guide de 
conduite, I'attitude mentale de ceux qui devraient collaborer 
a nos entreprises industrlelles, refletera cette croyance destruc
trice. Je suis convaincu que la nouvelle attitude economique 
a laquelle j'ai fait allusion, traduit la signification intime du 
mouvement general de la pensee universelle que nous com
menr,:ons a designer sous Ie nom de rationalisation. 
J'ai laisse pour Ia fin les points plus simples que soul eve Ie 
probleme de Ia collaboration. Le succes d'un travail concert6 
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mode de communication satisfaisant de la pensee. J'ai idee 
que Ie procede de traduction simultanee que I'on est en train 
d'etudier experimentalement a Oeneve, aura probablement une 
influence plus profonde sur les relations intemationales, que 
I'activite de tous les diplomates depuis un siecle. Mais les 
communications entre hommes ont lieu surtout au moyen de la 
parole ecrite et parlee,et, meme dans les cas oil I'on parle 
theoriquement la meme langue, les mots sont pleins d'em
bQches. J'estime qu'un enseignement qui apprend a I'homme 
a se faire comprendre constitue un des articles du programme 
educatif de collaboration. Je desirerais introduire dans cet 
enseignement a I'usage des contremaitres, une discipline qui 
s'inspirerait de la parole de Voltaire: "Definissons les 
termes". 
Apres la facilite de communication vient la faculte d'apprecler 
Ie travail du voisin. Ici encore, Ie dois Ie repeter, iI ne s'agit 
pas de donner une instruction s'occupant de specialites. L'on 
ne peut en effet, enseigner a tous les contremaitres, avec la 
maniere de dlriger les hommes, Ie calcul d'etablissement des 
prix, la chimie, Ie genie civil, I'organisation de la securite, 
et une douzalne d'autres disciplines fonctionnelles. Mais ce 
que I'on peut leur apprendre, par contre, c'est Ie rOle que 
loue chacune de ces activites dans I'effort global foumlt par 
I'entreprise. 
Pour tout dire d'un mot, iI faudrait leur apprendre les el~ments 
de I'organisation lndustrielle. Mais ces deux demiers sujets 
me paraissent presenter infiniment moins d'importance que 
les deux premiers, qui ne sont nullement, a vrai dire, des sujets 
d'enseignement academlque, mais bien des attitudes d'esprit 
de la part du patron. Ce n'est qu'en revisant notre disposition 
d'esprlt a I'egard de ces questions, que nouspouvons esperer 
resoudre Ie confllt algu Inherent, de nos jours, a la situation 
de contremaitre. n Importera de definir a l'lntention de ce 
demier, I'objet general de I'entreprise dans des termes qui 
lui permettront de prendre un interet Intelligent au succes de 
celle-c1 et d'aglr ainsl pour des raisons de c1visme general 
et non pour des raisons de loya\isme particulier. n faudra 
lui exposer sa propre position et celie de son groupe dans la 
structure d'ensemble de la vie economique, et les lui exposer 175 
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sous une forme qui ne portera atteinte ni a son loyalisme 
instinctif envers les travailleurs ses coll~gues, d'entre lesquels 
il est sorti, ni a son loyalisme nouveau envers Ie groupe des 
dirigeants. II faudra, enfin, reconcilier a son usage la tbeorie 
de la concurrence, telle qu'elle nous a ete transmise par les 
economistes classiques, avec les realites du mecanisme de la 
production en grand, telles que nous les constatons autouT de 
nous aujourd'hui. 
Avant de passer a un autre sujet, II est utile de faire remar
quer qu'en depit des absurdites sur lesquelles j'ai attire 
l'attention, Ie groupe des dirigeants et des administrateurs, 
du moins en ce qui concerne la Orande-Bretagne, a reussi 
dans une mesure surprenante it susciter un effort de colla
boration et d'inter(!t pour l'entreprise consideree en elle-m(!me, 
parmi les rangs inferieurs de ceux qu'elle occupe. II n'a 
d'ailleurs pas it s'en attribuer Ie merite; nous sommes, en effet, 
simplement en presence d'une preuve de la facilite extraordi
naire avec laquelle I'esprit humain est capable de se rallier aux 
manifestations de loyalisme et d'ideal de groupe.. .. domalne 
presqu'inexplore de la psychologie. Permettez-moi d'attirer 
votre attention it tous sur Ie germe d'esperance que contient 
ce seul fait pour l'avenir du progres social de l'humanite. 
Nous avons ici it portee de main un pouvoir dynamique de 
perfectionnement qui sera comparable a la tbeorie de l'atome 
en chimie et en physique, si nous apprenons a Ie diriger et a 
l'orienter vers des fins sociales. 

Passons main tenant a l'aptitude au commandement. SI mon 
. tableau de la situation europeenne est reconnu exact, je crois 
que nous avons it nous poser a ce suiet des questions parti
culi~rement pressantes. J'ai deja fait observer qu'U ne sera 
possible de former Ie contremaitre de I'avenir que si on Ie 
prend ieune. Mais alors intervient une autre consideration. 
L'exerclce du commandement est une relation reclproque 
exigeant de la part du chef une attitude composee de confiance 
en soi, de desir de prendre !'initiative et la tete d'un mouve
ment, enfin de sympathie et de comprehension envers ses 
subordonnes. De la part des diriges, cette relation postule 
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mvers Ie chef, et l'acceptation du role que joue ce dernler. 
C'est cette adMsion des subordonnes qui constitue ce que ron 
apelle generalement Ie prestige du chef. 
Or s'i1 est vral que les vieilles habitudes d'esprit feodales per
sistent encore en grande mesure dans la vie economique, n 
est tout au moins permis de pretendre qu'une relation do ce 
genre ne pourra gu~re se developper <lans les conditions les 
plus favorables si ron adopte un syst~me qui tire Ie chef di
rectement des rangs de ses camarades. 
11 est desesperant de constater combien l'industrie manque, en 
realite, du renseignement Ie plus vague sur ce probl~me. Tout 
ce que I'on peut dire de la situation presente c'est qu'el\e 
a grandi spontanement, comme grandit un enfant, et sans que 
I'ensemble de la question ait fait 1'0bJet d'un examen 
dellbere. 
En outre, nous comment;ons seulement l comprendre que les 
grandes affaires modernes doivent etre cont;ues comme repre
sentant un syst~me d'administration plutot qu'une reunion de 
famllle portee l un degre transcendant. Or i\ exlste des orga
nisations qui ont ete obligees, par leur caract~re meme, de 
prevoir dellberement une education en vue du commandement. 
L'armee, par exemple, est une organisation de ce genre. L'on 
constate presque partout, dans les armees du monde entler, 
que cette tache de commandement des petits groupes se sub
divise, pour alnsi dire, en deux fonctions. Je parle lei d'une 
actlvlte analogue a celie du contremaitre, a savolr Ie manle
ment de la petite unite de commandement. Prenons par 
exemple Ie peloton dans l'armee britannique. 11 possMe 
d'abord un officier de pelotoll qui, en general, ne sort pas 
directement du rang, et, sauf en cas d'extreme urgence, ne 
sott Jamais des rangs du regiment dans lequel n est appele 
l commander comme officier. Sa tache consiste essentiel\e
ment a rempllr un role de cornman dement tel que Je l'al 
definl. ... t;ad. l s'occuper du cote moral de la tache totale 
du commandement du peloton. Pour Ie seconder, iI exlste un 
sous-officier de peloton qui s'occupe, en quelque sorte, du c6t~ 
technique du travail. On lui demande de savoir manier les hom
meso 11 est generalement plus dge que I'offieier, et possMe une 
beaucoup plus grande experience des details pratiques de la vie 177 
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de la troupe. Mais on ne lui demande pas, it beaucoup pres dans 
la m(!me mesure que I'officier, de faire preuve de cet ascendant 
moral que nous appelons la capacite de commandement. 
Revenons main tenant a I'industrie et au contremaitre du type 
communement accepte, cad. tire des rangs de I'ateller m(!me, 
surtout parcequ'j) est un bon technicien. Nous rencontrons 
quelquefois chez lui des capacites de commandement, mais les 
recontrons-nous souvent? Et ne nous trouverions-nous pas 
justement ici it la source des neuf dixiemes des difficultes qui 
aboutissent it des greVeS et it des rancunes sociales, quand 
nous constatons que, dans I'industrie, j) n'existe pas de groupe 
dont la fonction specifique solt precisement d'apporter, au 
contact etroit et intime des petites unites qU'j) s'agit de diriger, 
ce facteur de prestige, de confiance et d'affection que I'officier 
subalterne a pour tache de susciter? 
II nous a ete donne recemment d'observer I'application des 
systemes d'instruction militaire sur la plus grande echelle qu'l\ 
soit possible de concevoir. Nous avons pu etudier des orga
nisations qui ont du prendre, avec une rapidite fulgurante, un 
developpement vingt ou trente fols superieur it leurs dimensions 
normales, et qui ont ete forcees de former des officiers et des 
sous-officiers en un vingtieme du temps generalement considere 
comme convenable. Je feral remarquer que voici une epreuve 
pratique des principes d'organisation et de commandement, 
telle que l'industrie est rarement appelee it en envisager. Et 
cependant, jusqu'it la fin de la guerre • je parle pour I'armee 
que j'ai connue de pres, mais je crois que je peux parler pour 
toutes les armees • les cas se sont succedes oil la simple 
nouvelle, chuchotee it voix basse, que Ie "petit officier" etait 
reste . blesse en avant du front, oil cette simple nouvelle a 
suffi pour qu'une demi douzaine d'hommes, plongeant au plus 
fort du feu de mitrailleuses, aillent chercher leur chef. Ces 
jeunes gens • je parle des officiers • etaient souvent assez 
insignifiants, lis valaient quelquefois moins que ceux qu'lls 
commandaient, mais de facon ou d'autre, ils avaient acquis 
un ascendant dont la force ne devait rien a I'existence des 
conseils de guerre et de la discipline militaire, un ascendant 
tel que leurs hommes les almaient tout en les ''blaguant'', et 
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Je me demande souvent, quand je consld~re I'industrie avec 
ses ateliers murmurants et grognons, ses contremaitres d'age 
milr, craints souvent, respectes quelquefois, mais rarement 
aimes, s'il est possible d'obtenlr, dans se sol, I'epanouissement 
de la plante qu'on appelle I'art de mener les hommes. Je 
crois, en tout cas, que sl nous voulons y parvenlr, nous devr!>ns 
6tudler avec beaucoup d'attention les methodes employees Pal' 
les organisations dont I'experlence dans ce domaine compte 
presqu'autant de si~cles que I'industrie d'annees. Nous devrons. 
a mon avis, nous decider Ii admettre que les hommes 
appeles Ii fournir, dans les relations avec les petits groupes 
de travailleurs, Ie facteur de commandement, devront se spe
claliser en vue de cette tache beaucoup plus qu'ils ne Ie 
font a present. Je doute que ces hommes puissent disposer, 
tout au moins dans les vleux pays, d').Ul prestige suffisant, 
sl on leur confie Immediatement la charge de diriger des 
ouvrlers dont Us etaient les coll~gues l'avant-veille encore. Leur 
succ~ ou leur echec, comme celul de I'officier dans I'armee. 
dependra avant tout du moral de leur unite, de son etat de con
tentement general, et de son empressement a fournir un effort 
de collaboration. Ce que Je viens de dire paraitra, sans doute. 
plut6t affreux a certains de mes amis travaillistes. n s'en 
exhale comme un relent de classes privilegiees. Que devien
nent en tout ceclles principes sacres de la democratie? Pour 
mol, l'estlme qu'll existe un principe sacre de la democratie 
mais qu'U n'en exlste qu'un, c'est I'egale posslbilite pour tous 
d'acceder aux emplols. Ne negligeons rlen, en effet, pour 
detrulre ausslt6t que possible dans I'organlsme polltique, ces 
prlvll~ges et ces droits acquls d'avance en vertu desquels 
les enfants de parents riches sont conslderablement avantages 
dans la concurrence avec des Jeunes gens beau coup plus 
capables. mals sortis d'un milieu plus humble. Je suls en 
faveur de I'elimination du "piston" et de I'influence sous 
toutes leurs formes. Je souhalte que, dans un pays, toutes 
les designations a des emplols. solt industrlels soit publics. 
solent faites d'apm les aptitudes seules. Mais je crols aussl 
que ce ne sont pas unlquement les milieux les plus fortunes 
qui se montrent trop accesslbles aux considerations de classe, 
et l'estlme que ce fait represente I'une des plus fortes entraves 179 
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dont nous ayions a souffrir lorsque nous nous efforc;ons de 
reflechir, dans un esprit scientifique, aux probl~mes d'admini
stration. 
Une tache speciale exige-t-elle que ceux quI sont appeles a 
s'en acquitter soient choisis dans leur jeune age et recolvent 
une formation soigneuse et particuli~re en vue de ce service? 
Question de methode et non de principe. J'ose affirmer que 
Ie don reel du cornman dement est trop rare et trop precieux 
pour que nous refusions d'en tirer parti quelle que soit la 
c\asse ou il a pris naissance. 

Quant aux sujets d'enseignement, il en est certains qui s'lm
J)osent avec evidence. Je crois que, dans I'industrie actuelle, 
nul ne possMera les connaissances necessaires pour diriger 
les autres s'il n'est pas familiarise de facon pratique avec les 
constatations de la psychologie experimentale modeme, et les 
recherches relatives a la fatigue. J'estime egalement qu'D 
dolt avolr quelque telnture de I'evolution modeme des classes 
cuvri~res et de l'histolre du syndicalisme. Mais iel aussl, 
<:omme pour I'esprit de collaboration, I'essence de I'enseigne
ment consiste dans une certalne attitude de la part du patron 
cu de la direction. En fin de compte, la seule ecole du com
mandement c'est I'exercice du commandement, mais un exer
dce du commandement pratique sous une direction bienveil-
1ante et avisee. Dans ce cas aussl, il nous faut 1I0US 

debarrasser des habitudes mentales dictees par I'esprit de 
concurrence et eviter de restrelndre, comme ces habitudes 
mentales nous porteraient a Ie faire, les initiatives des agents 
d'execution subalternes. Nous donnerons ainsi a tous les el~ves
chefs I'occasion de commettre quelques erreurs et de s'in
stmire en se trompant. L'el~ve doit apprendre egalement que 
Ie commandement n'est pas une question de privil~ges, de 
titres et un droit a etre exempte de la discipline, mais bien 
une responsabillte. II convient avant tout de lui enselgner 
cec!: un chef n'est suivi que s'i1 fait passer d'abord les Interets 
de ses hommes. 
Je me rappelle encore aujourd'hui une sc~ne a laquelle f'al 
assiste en 1915. Un groupe d'officiers fatigues, venant d'etre 
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L'un d'eux 6tait un nouveau, r6cemment arriv6 d'Angleterre. 
Le colonel, apr~s I'avoir regard6 un moment lui dit: "Jones. 
est-ce que vos hommes ont mang6 la soupe?" Jones h6sita 
et r6pondit: ''Le sergent se charge de la leur faire distribuer." 
La r6plique survint comme 1'6c1air: "Jones, votre repas peut 
attendrej allez vous occuper de vos hommes." Un autre 
exemple encore, • • •. Un officier subaiterne fut affect6 A un 
travail administratif d'un caract~re ingrat. II perdit un four 
patience avec un secr6taire n6gligent. Un capitaine qui 58 

trouvait A I'autre bout du bureau attendit que Ie secr6taire 
fOt sorti et dit tranquillement A I'officier: "Venez ici." Ce 
dernier, qui 6tait en exceIlents termes avec Ie capitaine, 
traversa la pi~ce. Tout d'un coup Ie capitaine tr~s s~chement: 
"Mettez-vous au garde A vous quand je vous parle." Et 
pendant dix minutes, I'avalanche passaj Ie feune homme eut 
souhalt6 rentrer sous terre. La p6roraison fut un chef
d'oeuvre. Puis, soudainement, la voix irrlt6e tomba pour 
faire place A un ton tranquille: "Eh bien, maintenant, vous 
savez exactement ce que I'on ressent quand on ne peut pas 
r6pondre." 
Clnq minutes apr~s, Ie feune officler entendlt avec 6tonnement 
une voix amicale dire derri~re lui: "Venez donc diner avec 
mol A Rouen." 
Oul, Ii est possible d'apprendre 1 commander. t;:a et 11 exis
tent dans l'industrle des cas Isol6s d'un enselgnement de ce 
genre donn6 1 dessein. Mals ces cas sont rares j en r6alit6, 
nous devons reprendre 1 pied d'oeuvre tout I'examen de la 
question. II y a urgence, car tant que nous ne nous y serons 
pas d6cld6s, aucune r6forme dans l'organisation sup6rieure de 
I'industrie ne nous servira de rien. En toute derni~re anaiyse, 
ce sont les d6talls journa\iers qui comptent. C'est dans les 
ateliers que s'Mifient les relations industrlelles, dans les 
relations 6troites des travailleurs dont sont faites les petites 
unit6s de commandement, avec ceux qui incarnent pour eux, 
de fucon immMiate, la politi que de la direction. Dans la 
grande production moderne, quels que soient les possesseurs 
du capitai, quels que soient les d6tenteurs de l'autorit6 ultimo, 
Ii est impossible de se passer d'un syst~me d'administratlon 
et d'une discipline. Aucun homme, aucun groupe d'hommes, 181 
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a supposer qu'il se rendit maitre de I'industrie anglaise telle 
qu'elle existe aulourd'hui, ne serait capable de modlfier en rien 
la plupart des causes profondes des gr~ves et du m~contente
ment qui r~gnent a l'~tat end~mique. Et cela parce que I'on 
n'a lamais ~tudi~ a fond les relations r~ciproques que Ie 
groupe-cl~ des contremaitres et des surveillants devrait entre
tenir, d'une part avec Ie groupe de la haute direction et d'autre 
part avec les travailleurs soumis a sa surveillance. Les con
ceptions existantes de I'autorit~ et des m~thodes destin~es a 
appliquer ceUe derni~re sont a la fois f~odales et rudimen
taires et s'U n'existe pas un ~tat-malor instrult de chefs de 
petits groupes, c'est pour la raison tr~s simple que les prln
cipes fondamentaux de cet enseignement n'ont lamals. ~t~ 
d~finls. 
Je n'ai pu, dans ceUe communication, que tenter tout au plus, 
d'indiquer dans quelles directions U me semble possible do 
proceder a des exp~rlences et a des recherches. 
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Wenn man slch mit dem Thema der Ausblldung von Werkmelstern und 
Aulslchtsbeamten beschalllgt, stOsst man aul die Kardlnalschwlerlgkell, 
dass es keine aligemein gUllige Abgrenzung der Aulgabe des Werkmelsters 
und kelne aligemein anerkannte ErkUirung des Begrilles "Aulslcht" glbt. 
Mati 1st slch nur darUber elnlg, dass es slch dabel urn das Betriebspersonal 
handell, das In unmlttelbarer BerOhrUDa; mit der Arbelterschalt stehl. 
Die umlana;relche Llteratur nber dlesen Oegenstand 1st daber verlrUht. 
Sle gehi von der Industrle aus, wle sle heute lsI, i1bersleht aber Ihren 
dynamlschen Charakter; sle beschalligt slch mit der Schulung von Min
nern und Frauen. die berelts In verantwortlichen Stelluna;en sind - eine 
last hoflnungslose Aulgabe; sle kommt In der Mehrzabl der I'ille aus den 
Verelnlgten Staaten und 1st Inlolge der Verschledenhelt des sozlalen Hinter
grundes aul europliische Verhiiltnlsse nlcht ilbertragbar. 
Die Pfiichten, die mit der Stelluna; elnes Werkmeister. verbunden sind, 
mUssen slch notwendlgerwelse mit der Entwlckiung der Industrlellen Orga
nisation Iindern, spezlallslert und lunktlonell werden. 
Deshalb muss Jedes Ausbilduna;ssystem Iiusserst elnlach seln. Eo muss 
langlrlstlg sein, denn es beglnnt mit Jungen Leuten. Eo sollte entwlckeln: 
Zusammenarbelt durcb: 
Leinen Oelst der Betrlebspolltlk, der verstindnlsvolles Mitgeben erwirkt; 
b. elne ratlonelle Betrlebs- und Wlrtschalslehre; die AnerkennUDg des 

Werkmelsters als Arbeltnehmer; 
c. persOnliche Ausdruckslihlgkelt; 
d. Industrlelle Ora;anlsatlon. 
I'ilhrertum durch: 
L Psychologle; 
b. Kennlnls der Arbelterbewea;una: und Ibrer Oeschlchte; 
Co Prakt\sche UnterwelsUDg In der Leltuna: klelner Oruppen mit der Oe-

legenhelt, an I'ehlern zu lernen. 
Hinslchtllch dleses letzten Punktes muss die Industrle von anderen Orga
nlsatlonen, z.B. vom Heerwesen, lernen. die tiber besondere Erfabruna;en 
III der Pllege des I'ilbrertums verlilgen. Unbedlna:te Aulmerksamkelt er
fordert die I'rage der slttIichen Verantworlulla:. Eo 1st zweHeIbafl, ob In 
elner europllschen Umwelt dleses Prestige obne e\ne a;ewlsse Auslese filr 
elne besondere Klasse von FUhrern entwlckelt werden kann. Demokra
t1sch.e Orundsltze werden nlcht verlena;nel, wenn die Oelea:enhelt zum 
E1ntritt In Jene Klasse Jedermann ollenstebt. Eo 1st dies nor elne I'roge 
der l'unktlon und der Methode der Heranbllduna: filr besondere I'onk
tionen. 
FUr die Bessera;estaltuna: Industrleller Beziebuna:en 1st es e\ne Lebenslroge. 

• Jetzt Dlrektor des Internatlonalen ~t1onal\slerungslnstitutes. OeD!, 
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Die Persilnllchkelten, die einen entscbeldenden Einlluss auf die Industrle 
ausiiben - wer sie aucb Immer seien - baben kelne Macht, elne wesentliche 
Aenderung herbelzuflihren, wenn sle nich! fiber elne Schar geschulter 
IJnterorgane verfiigen, die fiihlg sind, ihre Abslchten den Arbeitern 1m 
tiigllchen Umgang nahe zu bringen. 

Man kann das Problem des Werkmeisters und des Aufsichts
personals natiirlich von hundert Seiten betrachten. Det 
Werkmeister ist bereits zum etwas verbliifften HeIden elner 
Riesenliteratur geworden. Die Verfasser von Biiehern fiir ihn 
und iiber ihn scheinen iedoeh nur in einem Punkt iiberelnzu
stimmen • seiner vitalen Bedeutung fiir die OestaItung der 
Dinge im Betriebe. Es s~eint mir manchmal so, als ob er 
sieh ein bisschen wie Oott in den Handen der Theologen vor
kommen miisste. Ich hiitte einige kleine Stiehproben aus ''Der 
Werkmeister und sein Beruf' von X., "Wie wir Aufsiehts-. 
beamten ausbiJden" von Y., und "Erziehung zum Werkmeister" 
von Z., halboktav, 750 Seiten mit 3 Tabel\en und 10 AbbiJ
dungen, 5 $ netto, oder "nach unseren besonderen Zahlungs
vergiinstigungen" fiir Sie herausgreifen und zusammenstellen 
konnen. 
Die Verdauungsstorungen, die sieh naeh melnem kurzen Aus
f1ug in die Literatur iiber die Arbeit des Werkmeisters elnge
stellt haben, endeten beinahe mit einer verhiingnisvol\en 
Reaktion. Eine ZeitIang liebaugeIte ieh namlich mit der an
ziehenden Pose des "Mannes der Praxis", die gewisse fiihrende 
Manner der Industrie so sehiitzen. Dann wollte ieh mieh 
streng auf das enge Feld meiner personlichen Erfahrung be
schranken, und Ihnen an der Hand von StundenpUinen fiir 
Vorlesungen und fiir Arbeitsgemeinsehaften ausfiihrlieh dar
legen, wie wir Werkmeister in den Blankshlre Lemonluice Co. 
Ltd. ausbiJden. Man konnte hier das iibliche Beispiel des 
Sehiffsjungen, der das Zeug zum Admiral hat, anfiihren, und die 
Oesehichte naeh Belieben mit dem Erlebnis des Betriebsdlrek
tors aussehmiieken, der die Bedeutung der Bezeiehnung 
S. P. Q. R. (Der Senat und das Romisehe Volk) gelegentlich 
eines Werkmeister-Kursus fiir romisehe Oeschiehte kennen 
lernte. Das ware ein kurzes und biindiges Verfahren, aber 
wir sind hier auf einer internationalen Konferenz. Und wenn 
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birgt, so liegt dies sicherlich in der Tatsache, dass die Nationen 
in den allgemein menschlichen Eigenschaften einander iihnlich 
sind - auf jeden fall so iihnIich, dass Sie sicher alle diese 
Dinge schon hundertmal auf zahlrelchen Konferenzen gehort 
haben. 
Aber als Ich mir dann die Sache noch einmal iiberlegte, fiel 
mlr eln, dass es der Hauptzweck der ganzen Konferenz ist, 
"die grundlegenden Beziehungen zwischen den verschiedenen 
Gruppen der Industrle" zu erortern. Und Ich will nun die 
frage der Schulung der Werkmeister ausschllesslich von 
diesem Gesichtspunkt betrachten - vom Gesichtspunkt der 
grundlegenden Beziehungen, die hier eine Rolle spiel en. Meine 
Beobachtungen mogen Ihnen vlelleicht etwas zusammenhangs
los erschienen, Ich weiss, dass dies unvermeidlich 1st. Denn 
Ich glaube, dass wlr bel dieser frage mehr ~Is bei allen 
anderen noch herumtappen - gerade bel dem ersten rohen 
Entwurf auf der Lelnwand angelangt sind. Alle Versucb,e, 
elne Methodik der Werkmeisterausbildung herauszuarbelten, 
vorhandene Erfahrungen zu sammeln, sind verfriiht. Ihnen 
~hlt jede Moglichkelt einer klaren Erkenntnls unseres 
Ziels. 
Dies gilt natUrlich bis zu einem gewissen Grade fUr jedes Er
zlehungssystem. Aber es gilt 1m besonderen fUr die Berufs
erziehung der in Industrlellen Betrieben beschiiftigten Personen, 
und zwar in allen Stellungen. Denn der Maschinenbetrieb, 
wie wir Ihn kennen, 1st la tatsiichllch noch eine junge Einrlch
tung. Er ist auch eine stark dynamische Elnrichtung In einer 
besonders aktiven Perlode der Werdens. Und In allen fragen, 
die mit der Betrlebsleitung verknUpft sind, mit den Beziehungen 
zwischen jenen Instanzen der Wlrtschaft, deren Aufgabe es 
1st zu planen und Direktiven zu geben, und denjenigen, die mit 
Ihnen arbeiten, tritt dieser dynamische Charakter besonders' 
hervor. Wir befinden uns in einem ausserordentIich interes
san ten Stadium der Entwickelung, einem Stadium, das zuwellen 
"die zweite Industrlelle Revolution" genannt worden ist. 
Ebenso wle die Anwendung der Naturkriifte auf die Produktion 
und die fortschritte der physikalischen Wissenschaften jene 
plotzllche Aenderung in Technik und Herstellungsprozess be-
wirkte, die das MaschlnenaIter einleltete, hat der Einfluss 185 
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der ethischen und der Sozial-Wissenschaften auf die BezIe
hungen der in der Industrie Beschiiftigten - dessen Bedeutung 
im Wachsen ist und auf dleser Konferenz zum Ausdruck 
kommt • auch von Grund aus umgestaltend auf unsere Den
kungsweise eingewirkt. 
Ein unvermeidlicher Hemmschuh fast aller Erziehungssysteme 
ist die Tendenz, die Menschen vorzubereiten fUr die Welt von 
gestem statt fUr die Welt von morgen. Bis der lebendige, 
kraftvolle, schi:ipferische Gedanke In die allgemeinen intel
tektuelle Weltwiihrung aufgenommen wird, sodass er in piida
gogische Begriffe eingefangen und zu dem diirren Skelett 
einer Lehrbuch-Weisheit zusammengepresst werden kann, ist 
er beinahe schon iiberholt. Eine Rechtfertigung fUr diejenigen, 
die den Unterrlcht aui den humanistischen l"iichern aufbauen 
und den Unterricht in der Richtung der l"achvorbereitung 
irgendwelcher Art ablehnen wollen, liegt in der Tatsache, dass 
die humanistischen l"iicher 1m Allgemeinen das Denken schuten. 
Der grosste Tell der Pachvorbereitung ist ein Elnpauken von 
Kenntnissen, die bereits den Kontakt mit der Wirklichkeit 
verloren haben. Was fUr jede Ausbildung gilt, trifft aus den 
dargelegten Griinden In erhOhtem Masse fUr die Ausblldungs
systeme zu, die in erster Reihe fUr die in der Industrle Tiitigen 
in Prage kommen. 
Sie werden mir zustimmen, dass es unmoglich 1st. einen ge
eiglleten Ausbildungsptan fUr irgend eln Amt, irgend eine 
Oruppe von Tiitigkeiten zu entwerfen. wenn man nicht zuniichst 
das Wesen jenes Aintes, den Inhalt jener Aufgaben klar er
kannt hat. Wenn wir nun iiber Werkmeister und Aufsichts
personal sprechen, was meinen wir damlt? Ich habe kiirzlich 
die Arbeitsanalyse eines mittelgrossen Pabrikbetriebes be
endet, der etwa 7000 Leute beschiiftigt. Es gibt dort ein paar 
hundert sogenannte Werkmeister. Aber nlcht zwel haben die 
gieiche Tiitigkeit. Die Bezelchnung wird angewandt fUr die 
verschiedensten Grade und fUr eine Vielfliltigkeit von Aufgaben 
und Verantwortlichkeiten - angefangen mit der Piihrung von 
Lohnbiichem bls zur Leitung einer grossen und vieiseltlgen 
Abtellung. Und was fUr jene Pabrik zutrifft. gilt mutatis 
mutandis fUr jede Pabrik in Europa, und fiir die grosse Mehr-
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Ebenso 1st es mit dem Aufsichtspersonal. Wir wissen aile, 
dass zwel Leute in Irgend elner beliebigen fabrik mit elner 
(Iach aussen hin scheinbar gleichen Autoritat tatsachlich Auf
slchtssphliren haben, die vom psychologischen Gesichtspunkt 
polar verschleden sind. In einlgen wenigen flillen sind Ver
suche gemacht worden, "Aufsicht" zu definleren, ihre Grade 
auszudrUcken. Aber sie sind unfertig und ungenau, da jedes 
praktische NachprUfungssystem fehlt. 
Es wlrd mlndenstens eln halbes Jahrhundert vergehen, bis 
Grundslitze fUr die "Autoritat" herausgearbeltet und In dem 
grossen Organlsmus des Wlrtschaftslebens Aufnahme ge
funden haben .werden. Bis dahin werden Leitung und Kontrolle 
. das zuflillige und unverbundene Nebenelnander von Schmel
chelel, perslinlichem Einfluss und EinschUchterung bleiben, das 
sle heute bilden. 
Wenn wlr ehrlich gegen uns selbst sind, mUssen wir gestehen, 
dass wlr, wenn wir von Werkmeistern und Aufsichtsbeamten 
reden, von vlilllg verschiedenen Stellungen sprechen, fUr die 
es weder allgemeln Ubllche, noch verelnbarte glelche Normen 
glbt, und zwar weder bezUgllch der In frage kommenden Auf
gaben, noch In Bezug auf den Grad der damit verbundenen 
Autorltlit, noch hlnslchtlich der Ihnen zustehenden Befugnlsse. 
Man kann sagen, dass es bel all dleser Vlelfliltlgkelt nur eln 
Gemelnsames glbt, das allen, an die Ich mlch hler wende, 
bekannt 1st, niimlich, dass die Bezelchnung auf jene Glieder 
der Industrlellen Hlerarchle Anwendung flndet, die In unmlttel
barer BerUhrung mit der grossen Masse des In den Betrleben 
beschAftigten gewerbllchen oder kaufmiinnischen Personals 
stehen. Das 1st elne wichtige Tatsache. Sle bletet uns elne 
Grundlage fUr die Diskussion. Sle macht den Nachdruck er
kllirUch, der auf dlese frage gelegt wird. Denn unabhlinglg 
von der OuaUtAt und den Intentionen der BetriebspoUtik 
werden Ihre praktlschen Erfoige Immer von dem Elndruck ab
hlingen, der durch dlese letzten persiinUchen Beziehungen 
ausgeliist wird. Keln natlonales Propaganda-System kann die 
Hemmungen Uberwinden, die von elner schlecht ausgeblldeten 
und unerzogenen Verkliuferschaft ausgehen. Die StArke elner 
Kette Industrleller Beziehungen wlrd bestlmmt durch die Stiirke 
jenes letzten Glledes. 181 
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Aber dies ist die einzige Tatsache, auf der wir weiter bauen 
konnen. Wenn wir die Qualitat und die Art der Beziehungen 
betrachten, die zwischen den Arbeitern und den unmittelbar 
mit ihnen in Beriihrung Kommenden bestehen, geraten wir in 
Verlegenheit. Denn Arbeitsbeziehungen hangen von der Natur 
der Arbeit ab, und hier macht sich wieder jener dynamische 
Charakter der industriellen Organisation geitend, auf den ich 
friiher hingewiesen habe. Keiner von uns weiss, wie der Cha
rakter der Arbeit des Werkmeisters in einem Jahrzehnt be
schaffen sein wird. 
Mr. R. M. Pox, den wir zu unsere Preude am Montag hOren 
werden, hat kiirzlich ein sehr anregendes und kampferisches 
kleines Buch veroffentIicht, mit dem Titel: ''Oer Triumph der 
Maschine". Das Buch giesst ein gut Teil Spott auf die wissen
schaftliche Betriebsfiihrung (Scientific Management). Er halt 
sie fiir eine abgebrauchte und aitmodische Losung industrieller 
Probleme mit dem Zweck, die Arbeiter im Interesse der Unter
nehmer anzutreiben. Ich bin iiberzeugt, dass Mr. Pox dem 
Schatten P. W. Taylors eines Tages eine lange Apologie zu 
halten haben wird, wenn das Leben ihm Gelegenheit gibt, die 
eigentliche Bedeutung des Werkes jenes grossen Pioniers ein
gehend zu erfassen. 
Die Idee, durchdachte Methoden, eine intellektuelle Technik 
- die von Menschen, die sich wissenschaftlich und syste
matisch mit diesen Pragen beschiiftigt haben, herausgearbeitet 
worden ist - auf die Probleme der industriellen Betriebsfiihrung 
anzuwenden, ist noch lung. Taylor starb in verhiiitnismiissig 
lungen Jahren 1915. Piir ernsthafte Versuche mit definitiven 
Ergebnissen auf Grund seiner revolutionaren und weitreichen
den Ideen ist wenig oiler gar keine Gelegenheit gewesen. Zu 
diesen Ideen zahle ich den Gedanken des "Punktionsmeisters". 
Ich bin sicher, dass aile diejenigen unter Ihnen, die diese Ideen 
vorurteilslos studiert haben, mir zustimmen werden, dass dieser 
Begriff integrierend ist und eine wesentliche Entwicklungsstufe 
in Taylors Wirtschaftsphilosophie bildet. Ich sehe in der weit
gehenden Anwendung dieses Kardinalsatzes der industriellen 
Organisation eine unausbleibliche Entwicklung. Sie wlrd 
langsam kommen, aber sicher; wahrscheinlich werden es 
manche von uns noch erleben. 
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Zu dieser Annahme veranlassen mich drei Griinde. In ersler 
Linie erscheint mir Taylors' Analyse der Eigenschaften und 
Aufgaben, die von einem Werkmeister unter der alten I'orm 
Industrieller Organisation gefordert wurden, unhaltbar. Sie 
werden sich erinnern, dass er neun Eigenschaften nennt,_ die 
der Werkmeister besitzen soli, und zwar sind dies: Verstand, 
Vorblldung, Takt, Spezialkenntnisse, Energie, Fleiss, Ehrlich
kelt, Urteilskraft und gute Gesundheit. Dies fUhrt direkt zu 
seinem Schluss, dass die Aufgabe an sich unmiiglich ist, dass 
unter tausenden kaum ein Mann gefunden werden kann, der 
flihig ist, sie zu erfiillen, und dass dieser natiirlich nicht fUr 
den Lohn eines Werkmeisters zu haben ist. Taylor wusste 
sehr wenig von industrieller Psychologie. Aber seine Analyse 
wurde in denkwiirdiger Weise von Mr. Ordway Tead bestlitlgt, 
dessen Arbelt "Instinkte und Industrie" eine fesselnde Dar
stellung der inneren Konflikte enthlilt, die die Stellung eines 
Werkmeislers mit sich bringt. 
Zweitens haben sich, sogar seit Taylors Lebzeiten, die Forde
rungen an das Fachkonnen, das fUr die ErfUlIung der Tages
aufgaben der industriellen BetriebsfUhrung verlangt wird, in 
Bezug auf Umfang und Inhalt wesentlich erhiiht. Wenn wir 
tiber die hiiheren Posten der Leitung sprechen, so erklliren 
wir glatt. dass der Leiter nicht eingehende Kenntnisse aller 
Spezialflicher, die mit seiner Aufgabe irgendwie im Zusammen
hang stehen, zu haben braucht. Er muss vielmehr die Hilfe 
von Sachverstlindigen in Anspruch nehmen und diesen Arbeit 
zuweisen. Wir vergessen manchmal, besonders, wenn wir 
tiber Ausblldungsfragen diskutieren, dass der Werkmeister 
lIiemanden hat, den er zur HlIfe heranziehen kann. Die in
dustrielle Organisation muss sich der Richtung der allgemeinen 
sozialen Organisation unserer Zeit anpassen, die dahin geht, 
aile Arlen von Arbeit in steigendem Masse Fachleuten anzu
vertrauen. Wir konnen den Werkmeister nicht von dieser 
Entwlcklung a_usschliessen, als Ueberbleibsel eines veralteten 
Systems. als eln ewiger "Hans in allen Gassen". Selbst eln 
Puffer verUert seine Widerstandskraft, wenn er zu oft und zu 
hart geslossen wlrd. 
Drittens - und dies, glaube leb, ist das Wichtigste - halte Ich 
den funktlonellen Begriff der Betriebsfiihrung VOII allen Theo- 189 
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rien der industriellen Betriebslehre, die uns wahrend del" 
letzte Jahrzehnte vorgesetzt worden sind, fUr den einzigen, del" 
wirklich zum Kern der Schwierigkeiten vordringt. In selnem 
letzten Buch schreibt Mr. H. G. Wells: "Ungeheure moralische 
Krafte sind in den letzten hundert Jahren durch den Kampf 
zwischen Arbeit und Kapital verzehrt worden • gerade als OD 
dieser das urspriingliche Ergebnis menschlichen wirtschaft
lichen Handelns gewesen sei. Er war iedoch niemals das 
urspriingliche Ergebnis, und er hat in zunehmendem Masse 
seine friihere Bedeutung eingebiisst." Ich bin iiberzeugt. 
dass dies unbedingt richUg, buchstablich richtig ist. Keiner. 
der praktische Erfahrung in der Betriebsverwaltung besltzt. 
wird, ganz abgesehen von seiner politischen Einstellung, slcb 
vortauschen, dass ein blosser Wechsel des Eigentums an 
Produktionsmitteln oder ein Anspruch auf die Produktions
iiberschiisse einen fundamentalen Unterschied in den Bezie
hungen in der Industrie hervorrufen wiirde. Unabhiingig von 
der Eigentumsfrage werden die wirklichen Note Innerhalb del" 
Industrie fortdauern, wenn nicht in Organisation und Methode 
von Grund auf ein Wandel elntritt. 
Wir beschiiftigen uns mit etwas, das viel subtiler ist. als eln 
unbestimmtes GefUhl fUr eine Ungerechtigkeit, die slch durch 
eine gesetzliche Regelung beheben lasst. Wir befassen uns mit 
dem Widerstand gegen Leitung und Bindung, dem durch die 
Erweiterung der politischen Freiheit und der Volksblldung 
Sprache verliehen worden ist. Und die einzige Antwort, die wll" 
diesem Widerstand gegeniiber finden konnen, besteht darin, Zit 

zeigen, dass Leitung und Bindung nicht personlicher Natur sind. 
nicht erzwungen durch Regelungen, die von Menschen ausgehen. 
sondern. dass sle natiirlich sind, sich zwangsliiuflg aus der 
Ordnung der Dinge ergeben, wenn die Menschheit gekleidet. 
mit Wohnungen versorgt und erniihrt werden soli. Das helsst. 
wir miissen dem Arbeiter dieselbe Antwort geben, die Taylol" 
gegeben hat. als er mit der Begriindung angegrifien wurde. 
sein Funktionsmeistertum verletze das Gesetz, dass "niemand' 
zween Herren dienen kann". Er erwlderte, dass er deR 
Grundsatz nicht umgestossen hatte, sondern ihn neu zur Gel
tung brachte. Unter dem System des Funktionsmelstertums 
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einem Herrn: dem Wissen. So betrachtet, schliesst die funk
tionelle Organisation den Keirn einer wirklichen Hoffnung, einer 
dauernden Behebung unserer Unzufriedenheit ein. Denn sie 
sieht eine Industrielle Oesellschaft vor, in der wir aile Diener 
und Herren sind, sowie die Reihe an uns kommt; Herren in 
jenen Dingen, in denen wir besonderes fachkiinnen und Schu
lung besitzen, und Diener In jenen Dingen, in denen andere 
besser erfahren sind. 

Wenn wir iedoch glauben, dass die Entwicklung unserer Wirt
schaftsorganisation in dieser Richtung unausbleiblich ist, flir 
welche Aufgaben sollen wir dann unsere Werkmeister und 
unser Aufslchtspersonal erziehen? Es ist klar, dass die vor
handenen Methoden nicht ausreichen. Denn - und dies ist 
meln Einwand gegen nahezu alle bisher veriiffentlichten Aus
bUdungsvorschlage - sle bezwecken Manner und frauen zu 
schulen, die befahigt sind, den Aufgabenkreis besser zu er
flillen, der dem Werkmeister hergebrachter Weise libertragen 
wlrd. Was wlr brauchen, 1st aber ein Ausbildungsplan mit 
dem Ziel, Mlinner und frauen flir die Aufgaben der Werk
meister und Aufslchtsbeamten von morgen zu beflihlgen. Wir 
milssen erziehen, nicht flir das, was ist, sondern flir das. was 
seln kiinnte. 
Hler wenden wir uns nun wieder der einen feststehenden Tat
sache zu, liber die wir uns elnlg sind, nlimlich, dass mit dem 
Ausdruck Werkmeister eine Persiinlichkeit in einer 1m gewissen 
Sinn leitenden Stellung und In dlrektem Kontakt mit der Ar
beiterschaft stehend, bezeichnet wlrd. Wenn meine zweite 
Schlussfolgerung angenommen wlrd, und wir darin liberein
sUmmen, dass in ungeflihr elnem Jahrzehnt die Aufgaben
gruppen, die wir !etzt dem Werkmeister irn allgemeinen zu 
llbertragen pflegen, vermutIich in eine Vielheit spezialisierter 
funktionen aufgeteilt sein werden, so haben wir wenigstens 
einen fingerzeig fiir die Begrenzung der Aufgaben. Es ist ia 
offensichtlich hoffnungslos, zu versuchen. den zukilnftlgen 
Werkmeister fiir iede der acht oder zehn Teilfunktionen zu er
zlehen, von denen !hm eine gegebenenfalls iibertragen werden 
wird. Er scheint mir, dass ieder Ausbildungsgang fiir diesen 
Berul, wenn er praktischen Wert haben soli, sich vor allem 191 
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auf das gemeinsame Element beschranken muss, das wir fruher 
gekennzeichnet haben.. Die Fahigkeit von hervorragender 
Bedeutung, die wir in unseren kiinftigen Werkmeistem und 
Aufsichtsbeamten zu entwickeln haben, ist das Fiihrertum. 
Und zweitens scheint mir, soIIten wir jeden Versuch aufgeben, 
Spezialkenntnisse der verschiedenen Funktionen. von dellen 
jede einmal verlangt werden, keine aber grundlich gelehrt 
werden kann, einzupauken. Wir mussen uns also mehr auf 
jene allgemeine Haltung gegenuber der industriellen Arbeit kon
zentrieren, jene Achtung vor der Arbeitsweise und vor dem 
Geist, durch die eine Reihe spezialisierter Aufgaben 1m Inte
resse eines einzigen Zweckes, den wir Zusammenarbeit nennen, 
vereinigt werden. Fiihrertum und Zusammenarbeit, das 
sind die beiden, und wie mir persiinlich scheint, die einzigen 
Ziele von Bedeutung, die die Berufserziehung der Werkmeister 
erreichen soIl. 
Aber, kiinnte man einwenden, das sind keine geistigen Fahig
keiten, die gelehrt werden kiinnten, es sind sittliche Charakter
eigenschaften, seelische Qualitaten. Und es fragt sich. ob sle 
iiberhaupt durch Erziehung entwickelt werden kiinnen. 
Oieser Einwand ist naturlich zum Teil berechtigt, und hier Iiegt 
die zweite grosse Schwierigkeit, auf die wir bei den vor
handenen Ausbildungsformen stossen, die ich fruher ausfiihr
Iich beschrieben habe. Fast immer, wenn von Werkmeistern 
und Aufsichtsbeamten gesprochen wird, wird an Manner und 
Frauen gedacht, die schon eine Stellung von einer gewissen 
Verantwortlichkeit im Betriebe erreicht haben. Der Himmel ver
hute, dass ich den Eindruck erwecke, als ob ich Kritik an :den 
ausgezeichneten, Achtung verdienenden Arbeitern iiben miichte, 
die mit wenig Aussichten und ohne eine besondere Schulung 
ihren Posten unter ungeheueren Sr.hwierigkeiten ausfiillen. 
Aber in der 'Mehrzahl der Faile, und besonders in den alteren 
Landern, in denen die Menschen in ihrem Wirkungskreis ein
gespannt zu pflegen bleiben und in denen die Aufstiegs
miiglichkeiten geringer sind' a1s in den Vereinigten Staaten, 
fangen wir an, Manner und Frauen auszubilden, wenn sie schon 
oft im mitIleren Alter stehen, wenn ihre EntwickIung im grossen 
und ganzen abgeschlossen ist, und wenn sie mit einem gewissen 

192 Unwillen das an sie gerlchtete Ansinnen aufnehmen, noch eln-
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mal mit Lernen anzufangen. Ihnen miissen wir helfen so gut 
wir konnen. Es ist eine Pflicht· der Leiter dies zu tun. Es 
1st unser fehler, nicht der ihrige, wenn sie der Aufgabe nichf 
gewachsen und ungeeignete Objekte fiir eine Unterweisung· 
sind. Jedenfalls miissen wir zugeben, dass Versuche einer 
Nachschulung in dieser Richtung nicht als Berufserziehung an
zusehen sind. Sie sind nur flickwerk, Arbeit filnften Ranges, 
wle sie eine unbekiimmerte und kurzslchtige fabrikleitung in 
friiheren Zeiten vorzunehmen pfiegte. 
Ausserdem wird die Mehrzahl der Werkmeister und Auf
slchtsbeamten In der Industrie heute nicht in Anbetracht jenec 
Eigimschaften ausgewiihlt, die wir als die wesentlichen gekenn
zeichnet haben, sondern aus einem anderen Orunde und nur 
aus diesem Orunde: Technisches Konnen in der besonderen 
Arbeit, die sie zu beaufsichtigen haben. Merkwiirdigerweise 
schelnt die grosse Masse der Arbelterschaft diese Methode 
gewissermassen stillschweigend anzuerkennen. Es scheint 
Ihnen natiirlich, dass das Konnen die Basis filr die Auswahl 
abgibt. Es ist gerade so, als wenn wlr unsere Offiziere filr die 
Armee unler dem Oesichlspunkt auswiihIten, dass sie im Exer
zieren tiichtig sind. Selbstverstandllch muss der Werkmeister 
elne ausreichende Kenntnis der Arbeiten haben, die er iiber
wachen soIl. Aber er braucht nicht mehr zu konnen als irgend 
eln Arbeiter, der von uns beschiiftigt wird. Dies ist eine "sine 
qua non", ohne die er fUr die Auswahl iiberhaupt nicht in 
frage kommt. Aber, ist dlese Orundbedingung erfiillt, so 
wird dieser Punkt neben den anderen Eigenschaften, die zur 
Erfiillung seiner Aufgabe notwendig sind, ausgesprochen 
nebensiichlich. 
Das filhrt mich dlrekt zu meiner zweiten wichtigen Schluss
folgerung: Wenn wir wirklich den Wunsch haben, ein gutes 
Ausblldungssystem zu entwlckein, urn Werkmeister und Auf
sichtsbeamte zu schuien, so muss es eine iangfristlge Aus
bildung sein - eine Berufserziehung von Miinnern und Prauen, 
die ausgewahIt werden, wenn sie lung sind und offensichtlich 
die Eignung filr diese Arbeit besitzen, die Ich zur Voraus
setzung gemacht habe. 
Dieses bringt mich zu der dritten und letzten Schwierigkeit 
der bisher dargestellten Ausbildungssysteme. Ich betone 193 
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nochmals, ich ware der Letzte; der die vorziigliche Arbeit kri
tisieren wiirde, die von unseren amerikanischen Preunden 
geleistet worden ist. Ich glaube, jeder von uns hier in Europa 
muss Ihnen aus tiefstem Herzen dankbar sein fiir die wertvolle 
und starke Initiative und den Mut, mit dem sie an die Unter
suchungen dieser industriellen Probleme herangegangen sind. 
Wir konnen nicht hoffen, es Ihnen auf diesem Gebiete gleich 
zu tun. Sie haben uns inspiriert. Die meiste Literatur iiber 
diese Frage, wie iiber viele andere, kommt von Ihnen. 
Aber trotzdem sie uns eine ungeheure Hilfe geleistet haben, 
ist diese Literatur auf europaische Verhaltnisse nicht ohne 
weiteres anwendbar. 
Der Grund ist folgender: 
Die beiden J::igenschaften, die ich hervorgehoben habe -
Piihrertum und den Wi11en zur Zusammenarbeit - sind im 
wesentlichen eine personliche Haltung gegeniiber den beiden 
Gruppen von Beziehungen in der Industrie. Subjektiv schliessen 
sie erstens die Fahigkeit ein, andere anzuregen und zu leiten 
und zweitens die Begabung, gemeinsam mit anderen auf die 
Erfiillung einer gegebenen Aufgabe hinzuarbeiten. Objektiv 
schliessen sie einerseits die Erkenntnis der besonderen Quali
taten ein, die zur Unterordnung unter die Leitung fiihrt, lind 
andererseits ein Verstandnis fiir das gemeinsame Ziel und 
lebendiges Interesse daran, dass den anderen Gelegenheit ge
geben wird, ihr Bestes zu leisten. 
Eine personliche Haltung dieser Art ist in hohem Masse ab
hangig von dem sozialen Hintergrund und der gesellschaft
lichen Umwelt. 
Nicht Logik, sondern Ueberlieferung und Gewohnheit be
stimmen die Handlungen des Individuums. Nun - und dieses 
mochte ich besonders unseren Preunden und Mitarbeitern aus 
den Vereinigten Staaten mit Nachdruck sagen - es gibt einen 
wirklichen und lebenswichtigen Unterschied des sozialen 
Hintergrundes, besonders in Bezug auf diese Probleme. Sie 
leben in einem Staat, dessen Leben nicht nur mit dem in der 
Verfassung verankerten Grundsatz begann, dass aile Menschen 
frei und gleich sind, sondern in einem Lande, wo die Men
schen infolge eines physikalischen Bruches mit der Ver-
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lungfrliullchen Kontinents sich wirklich gleich fUhlen. Natiir
lich gibt es auch dort Unterschiede. Man sagt, dass "eine 
Million Dollar nlcht verurteilt werden kann" und ich glaube 
kaurn, dass die "Tochter der Revolution" die Freiheit 1m Slone 
von John Stuart Mill definieren wiirden. Aber dariiber hinaus 
gibt es elnen radikalen Unterschied • einen Unterschied, der 
Jedem felnfiihligen Europlier klar wird, wenn er sich zurn ersten 
Mal In New York die Schuhe putzen llisst. Der Amerikaner 
tragt gewissermassen den Marschallstab im Tornister. Er 
wettet darauf (he guesses), dass er gegebenenfalls auch ein
mal Prlisident werden konnte. 
Dieses "Wetten" ist sehr bezeichnend. Bel uns in Europa 
wettet man nur auf Pferde. Unsere Meinung iiber die letzten 
sozlalen Fragen 1st Immer auf "Wissen" gegriindet. Auch der 
Arbeiter weiss, wo er hingehiirt, oder er ist davon iiberzeugt, 
dass nur der Blutsauger von Kapitalist ihm den ihm zukom
menden Arbeltsplatz sperrt. Wir leben noch 1m Schatten des 
Feudalismus. Man kann noch einen Geschliftsmann sagen 
horen: "rch weiss nlcht, was aus meinem Geschaft werden 
soli, wenn Ich elnmal sterbe; meinen Sohn habe ich 1m Kriege 
verloren". Wlr haben Mitleld mit dem Mann, fragen uns aber, 
wofiir seln Sohn selner Ansicht nach gestorben ist. Ueberall 
in Europa glbt es noch Gemeinden, In denen der Pastor und 
der Gutsherr elnen dominierenden Einfluss in sozialen Fragen 
haben. Die lange und langsame Emanziplerung von tlef ein
gewurzelten Anschauungen und ihren unausgereiften Reak
tionen 1st noch 1m Werden. Der Klassenkampf ist elne arm
seUge, aber bewusste Nachahmung der Haltung, die die herr
schenden Schlchten unbewusst seit tausend Jahren einge
nommen haben. Der Ausgebeutete spielt die gleichen fettIgen 
Karten aus wle der Ausbeuter. Klassenblldung und -unter
schlede, UeberhebUchkelt und Unterwiirfigkeit, das Nichtlos
konnen von der alten Gewohnheit zu fragen, was einer 1st. 
statt zu fragen, was elner kann, all dies 1st noch In unserer 
sozlalen Struktur verwoben. Diesen Knoten hat Amerika bel 
Yorktown zerschnltten und der letzte Rest wurde von den 
Mlinnern weggefegt, die bel Gettysburg fielen. 
Nlrgends zelgen slch die Ullterschiede klarer als bei der 
Werkmeisterirage. Wenn lch die Uteratur recht veriolgt 195 
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habe, so ist der Werkmeister in den Vereinigten Staaten eln 
Mann, der eine besondere Akkordarbeit leistet. In Europa 
dagegen ist er noch ein Mann, der einer bestimmten sozialen 
Klasse angehOrt. Daher sind die amerikanischen Begriffe 
iiber den Werkmeister auf die VerhiiItnisse in Europa nicht 
zu iibertragen. Mehr noch, sie konnten sogar eine gewisse 
narkotische Wirkung ausiiben, indem sie namlich den euro
piiischen Unternehmer davon zuriickhaJten, sich iiber die tat
sachliche Lage des Werkmeisters bei uns bis Ins Letzte klar 
zu werden. 

Nehmen wir zunachst einmal die Zusammenarbeit. Der Wille 
zur Zusammenarbeit 1st eine Gesinnungssache. Die Menschen 
konnen dahln gebracht werden. auf einer Basis, aber nur auf 
e i n e r Basis zusammen zu arbeiten: Begeisterung fUr ein 
gemeinsames Ziel, das sie erkennen und wiirdigen. Die Be
ziehungen zwischen Unternehmer und Werkmeister in Gross
britannien sind noch jetzt fast unverandert ein "Herr- und 
Knecht-VerhiiItnis". Yom Werkmeister wird seJbstredend 
verstandnisvolle Mitarbeit erwartet, well er zum Personal der 
Betriebsleitung gehort. Arbeitgeber, die das Gewerkschafts
wesen als eine durchaus vernlinftige Organisation anerkennen, 
die fUr aIle Teile von Nutzen 1st, werden blass vor Emporung 
und Erstaunen; wenn AngehOrige ihres Personals irgend
welche Anzeichen von Gruppensolidaritiit zeigen. Aber die 
Beziehung der bezahlten Angestel\ten zum Arbeitgeber oder 
zum Kapitalisten ist kelne andere wie die des Arbeiters. 
Die Angestellten werden nicht ganz so leicht entlassen 
und bei schlechter Konjunktur etwas langer mitgeschleppt, 
wei! ein Ersatz mit hOheren' Kosten verknlipft 1st. Das ist 
aber auch al\es. 1m Grunde sind sle doch Arbeiter und Lohn
empfanger. 
Warum argert slch also der Arbeitgeber? Wei! er noch In 
feudalen Begriffen befangen 1st. Er betrachtet eln solida
risches Vorgehen zur Vertretung der wirtschaftlichen Inte
ressen der Angesteliten als "iIIoyales Verhalten". Hler taucht 
wieder der alte Vorstellungskomplex auf. Und, allgemein ge
sprochen, sind die Angesteliten in gehobener Stellung der 
gleichen Auffassung und zwar aus lihnllchen Griinden. Sle 
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leben In der Vorstellung Ihrer priviliglerten Stellung, die mit 
elner gewissen sozialen Wiirde verbunden ist. Sie haben ein 
ausgeprligtes Klassenbewusstsein und wiirden lieber die Hoff
nung auf die ewlge Seligkeit aufgeben, als "herunter zu 
kommen". 
Ich bitte aber die Unternehmer, slch einmal genau zu iiber
legen, ob sich dieses Verhliltnis auch nur um ein Jota unter
scheldet von dem Verhliltnis zwischen dem Baron und seiner 
Schar von Untergebenen, Vogten, Weibeln und dem, was 
sonst noch vom Herrenhaus abhing? Sie verdankten der 
Onade Ihres Herrn, dass sie es besser hatten als die Leib
elgenen. Sie verdankten es ihrer Schlauheit und der Flihig
keit, das Brot der Demut zu essen, um sich untereinander 
Vorteile zu verschaffen. Aber ihre Treue und AnhlinglichR:eit 
waren rein personliche Angelegenhelten. Und das sind sie 
auch heute noch fUr welte Kreise der europliischen Industrie. 
Den Menschen wird kein Oemeinschaftsideal nahe gebracht, das 
sle zur Oefolgschaft begeistern konnte. Es 1st daher voll
kommen unfruchtbar, Uber eine wirkliche Zusammenarbeit mit 
den Arbeltern zu sprechen oder zu versuchen, die Werk
meister zur Zusammenarbelt zu erzlehen, so lange und bevor 
nlcht fUr dlese Zusammenarbeit und Ihre Ziele eine Formel 
gefunden wlrd, durch die mit personlichen Vorteilen und mit 
der wi\lkUrlichen Herrschaft des Bandenfiihrers aufgerliumt 
und an ihre Stelle elne logische Erkllirung des Wlrtschaft
prozesses gesetzt wlrd als Dienst an der Allgemeinheit, 
dem slch denkende und kulturbewusste Menschen frelwil\ig 
unterordnen. Die Basis aller vernUnftigen Werkmeistererzie
hung zur Zusammenarbelt muss seln: Eine Einfiihrung in die 
Betrlebspolitlk. d.h. In eine Betriebspolitik, die Hand und Fuss 
hlit und die sle. wenn Ich elnmai so sagen darf, davon iiber
zeugt, dass ihre Arbelt 1m Betrieb auch Ihrem eigenen Besten 
dlent. 
Das fUhrt unmlttelbar zu einer zwelten Betrachtung. Ich bin 
immer von neuen Uberrascht. wenn Ich Oeschliftsleute iiber 
Konkurrenz sprechen hOre. Nach meiner Ansicht 1st die Kon
kurrenz ein wertvoller Anreiz fUr das WirtschafsUeben, jedoch 
In Ihrer rohen Form "Jeder fUr slch und den Letzten belssen 
die Hunde" ist sie unmoglich mit den Erfordernissen unserer 197 
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:heutigen Wirtschaft in Einklang zu bringen. Auf der einen 
Seite haben wir eine Produktionstechnik, die 1m Interesse der 
Produktivitlit eine hOchst verfeinerte Zusammenarbeit von 
zahllosen spezialisierten Verrichtungen und Arbeitsvorglingen 
mit einem sich stlindig ausdehnenden Netz von Kontrollein
heiten erfordert. Sie verlangt ein Mass gegenseitigelb Ver
stlindnisses, von Geduld und Respekt vor der Arbeit des 
anderen, fiir die wir kein Gegenbeispiel in irgend einer anderen 
Unternehmungsform in der Geschichte der Menschheit finden. 
Sir Ernest Benn und andere versichem emsthaft. dass die 
Hauptspule dieses zarten Gespinstes von Pflichttreue und 
Hingabe das Eigeninteresse 1st und bleiben muss. Ich mochte 
daher gem wissen, ob Lady Benn den gleichen Ton anschlligt, 
wenn sie mit den kleinen Benns spricht: "So, geht jetzt und 
spielt hiibsch mit dem kleinen Johnny, aber denkt an euch 
selbst. Wenn ihr seine Spielsachen haben woIlt und ihr habt 
mehr Kraft, dann nehmt sie ihm weg. Wenn er sich wehrt, so 
gebt ibm eins ins Gesicht. Aber seid schlau und erzlihlt, dass 
er euch zuerst geschlagen hat. Dann wird aIles gut werden. 
So, nun lauft und spielt nett miteinander." Man kan nicht 
behaupten, dass die Konkurrenz eine sich selbst regulierende 
Institution ist, die, sich selbst iiberlassen, durch gottIiche 
Fiigung in Ordnung gehalten wird - und dann erwarten, dass 
der eigene Betrieb frei von Reibungen bleiben wird, frei von 
den Liigereien und Uebervorteilungen. die die scharfe Kon
kurrenz zwischen einzelnen Grossbetrieben stets mit sich 
bringt. JedenfaIls kann man das nur behaupten, wenn man 
sich zutraut, den eigenen Betrieb mit der gottIichen Ordnung 
versorgen zu konnen. 
Ich schlage vor, dass das zwelte Ausbildungsfach fiir zukiinf
tige Werkmeister ein Kursus in Volkswirtschaftslehre ist, der 
von der Praxis und den Tatsachen des realen Lebens aus
geht, - elne Volkswlrtschaftslehre, In der der Konkurrenz Ihr 
richtiger Platz zugewiesen wlrd, als System des Wettbewerbes 
zwischen Produzentengruppen, das elner gewissen. von uns 
noch auszubauenden Kontrolle untersteht, das aber keine Da
selnsberechtigung 1m Elnzelbetrleb hat. Solange die fiihrendcn 
Kopfe der Wirtschaft die Konkurrenz als das Grundprinzlp 
des Wirtschaftslebens ansehen, als Selbstzweck und Weg-
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weiser, so lange wird diese unterminierende Auffassung sich 
auch in der Haltung der Arbeitnehmer widerspiegeln, die in 
unseren Industriellen Betrieben Mitarbeit leisten sollten. lch 
glaube, dass die neue Auffassung von der Wirtschaft, die ich 
oben dargelegt habe, den letzten Sinn jener in der ganzen 
Welt wirksamen geistigen Bewegung bildet, die wir gegen
wiirtig "Rationalisierung" nennen. 
Ich habe die einfachsten Punkte, die im Zusammenhang mit 
der Kooperation stehen, bis zum Schluss gelassen. Erfolg
reiches Zusammenarbeiten mit Menschen ist in erster Linie 
eine I"rage guter Verstiindigung. Ich bilde mir ein, dass die 
Plline filr gleichzeitige Uebersetzungen, die jetzt in Genf aus
problert werden, wahrscheinlich einen grosseren Einfluss auf 
die Internationalen Beziehungen haben werden, als aile Diplo
maten des letzten Jahrhunderts. 
Aber die Verstlindigung von Mensch zu Mensch wird meist 
durch das geschrlebene oder gesprochene Wort herbeigefilhrt, 
und selbst da, wo die Menschen die gleiche Sprache sprechen, 
sind Worte oft tilckische Gesellen. Ich glaube, dass Uebung 
im Ausdruck einen Teil der Erziehung zur Zusammenarbelt 
bl\det, und Ich mochte in die Werkmeisterkurse filr Koopera
tion das aufllehmen, was Mrs. Malaprop "die freundliche Ver
wirrung der Epitheta" nennt. 1 

Neben die Bemilhung zur Erleichterung der Verstiindigung 
trltt die Erzlehung zum Respekt vor der Arbelt des Anderen. 
Ich wlederhole hler, es sollen keine Elnzelheiten gelehrt 
werden. Man kann nlcht jeden Werkmeister In Kosten, Per
sonalfragen, Chemle und Maschlnenbau, Unfallschutz und in 
elnem Dutzend anderer I"iicher unterrlchten. Was man ihm 
aber belbringen kann 1st eln Begriff von der Rolle, die jedem 
Arbeltsfeld im Gesamtbetrleb zukommt. Kurz, er sol\ die 
Grundelemente der Betrlebslehre kennen lernen. 
Aber die belden letzten Punkte scheinen mlr von viel ge
ringerer Bedeutung als die belden ersten, die absolut kelne 
akademlschen Grundbegriffe sind, sondern lediglich Auffas~ 
sungen der Unternehmer. Nur durch elne Aenderung der 
Stellung zu dlesen Fragen konnen wlr hoffen, den Konflikt, 

I Mrs. Malaprop -die Wortverdreherlnn
, elne I'Icur .us dem Lustsplel "The Inn. 

Rlvals~ des eDllillschen Dlchters Sheridan. ::1'7 
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der durch die jetzige Stellung des Werkmeisters hervorgerufen 
wird, zu beseitigen. Dazu wiirde gehiiren, dass man ihm den 
Sinn des Unternehmens so verstandlich macht, dass er ein 
lebhaftes Interesse an dessen Erfolg hat, aber nicht aus per
siinlichen Motiven, sondern aus einem GefUhl der Zugehiirig
keit, als Mitglied einer Gemeinschaft. Dazu gehiirt, dass man 
ihm seine eigene Stellung zum Bewusstsein bringt und die 
seiner Gruppe im Gesamtbau des Wirtschaftslebens, und zwar 
in einer Weise, die weder sein natiirliches Anhanglichkeits
gefUhl fUr die Arbeitskollegen, aus deren Reihe er hervorge
gangen ist, verietzt, noch sein neu erwachtes GefUhl der Ver
pflichtung gegeniiber der Betriebsleitung. Nicht zuletzt miisste 
versucht werden, die Theorie der Konkurrenz, die uns von 
der klassischen Nationaliikonomie iiberliefert worden ist, in 
Einklang zu bringen mit den Tatsachen der Massenproduktlon, 
die uns umgeben. 
Bevor wir dieses Thema verlassen, miichte ich noch bemerken. 
dass es - trotz der Widersinnigkeiten, auf die ich Ihre Auf
merksamkeit gelenkt habe - den Unternehmern und Direktorp.n 
wenigstens in Gross-Britannien geiungen ist. erstaunliche Er
folge in der Zusammenarbeit und in der Belebung des Werks
zugehiirigkeitsgefUhls zu erzielen, und gerade eines Zugehiirig
keitsgefUhls in den unteren Reihen des Betriebspersonals. 
Sie 5011 ten sich darauf nicht zuviel zu gute halten. Dies ist 
nur ein Beweis der erstaunlichen Empflinglichkeit des mensch
lichen Geistes fUr Gruppensolidaritat und Gruppenideale - ein 
fast noch ganz unbeackertes Peld der Psychologie. 
Ich miichte sie davon iiberzeugen, dass schon diese eine Tat
sache eine Piille von Hoffnungen fUr den sozialen Portschrit! 
der Menschheit einschliesst. In unsere Hande ist eine dyna
mische Kraft zur Bessergestaltung gegeben. wenn wir nur 
lernen, sie in die richtlgen Bahnen zu lenken und auf sozlale 
Zwecke zu rich ten. wenn wir diesem Problem nur das gleiche 
Interesse zuwenden. wie etwa der Lehre von den Atomen in 
der Chemie und Physik. 

Wir kommen jetzt zur Piihrerschaft. Wenn meine Darlegung 
der sozialen Situation in Europa richtig ist. so miissen wir 
uns jetzt einige besonders dringende Pragen fiber diesen Punkt 
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vorlegen. Ich habe bereits ausgefiihrt, dass die Ausbildung 
der zukUnftigen Werkmeister in der Jugend beginnen muss. 
Aber . da ist noch eine zweite Frage. Fiihrerschaft ist eine 
wechselseitige Beziehung; auf Seiten des FUhrers setzt sie 
voraus: Selbstvertrauen, den Wunsch zu fiihren, die Initiative 
zu ergreifen, Sympathie und Verstiindnis fiir diejenigen, die 
gefiihrt werden sollen. Auf Seiten der Gefiihrten setzt sie 
voraus: Fehlen des Wunsches zur Selbstbehauptung, Vertrauen 
und Zuneignung zum Fiihrer, Anerkennung seiner Stellung, 
dessen, was man gewohnlich mit "Prestige" bezeichnet. Wenn 
es stimmt, dass die alten feudalen Gedankengiinge noch im 
Oeschiiftsleben wirksam sind, so muss zum mindesten daraus 
gefolgert werden, dass solche Beziehungen nicht gerade zum 
Besten in einem System entwickelt werden konnen, das den 
Fiihrer unmittelbar aus den Reihen seiner Kameraden nimmt. 
Die Industrie hat leider noeh keine Erfahrungen auf diesem 
Gebiet. Die augenbliekliehe Praxis ist "Wildwuehs". eln 
Drunter und Driiber, ohne Irgendwelche vertlefte Kenntnis der 
Fragen, urn die es sieh hler handelt. Ausserdem fangen wlr 
gerade jetzt erst an zu begreifen, dass der moderne Gross
betrieb ein Verwaltungsorganismus 1st und keine glorrelehe 
Famllienangelegenheit. Aber es gibt Einriehtungen, die durch 
Ihren besonderen Zweekeharakter gezwungen sind, eine gut 
durehdachte Ausbildung von Fiihrern vorzunehmen. Die Armee 
1st elne solehe Elnrichtung. Nun findet man fast in allen 
Heeren der Welt das System der in kleinen Gruppen aufge
teilten FUhrersehaft, und zwar gesehieden naeh zwei Funk
t\onen. Ich denke hler an die Arbeit des "Werkmeisters im 
Heere", d.h. des Unterfiihrers in der kleinsten Kommando
Formation. Nehmen wir das Peloton 1 der britisehen Armee. 
An Ihrer Spltze steht ein Offizier, eln Mann, der gewohnlich 
nleht 1m Heer gedlent hat und niemals, ausser im Notfall. 
aus demselben Regiment stammt, in dem er als Offizier 
tlitig 1st. 
Er hat nur elne FUhrertlitlgkelt In dem Sinne. wle leh sle defi
nlert habe. er hat den gelstigen Antell an der Gesamtaufgabe. 
die Kompagnie zu kommandieren. Ihm steht ein Unteroffizier 
zur Seite. der die teehnisehe Leltung hat. Von !hm verlangt 
1 Entsprlcht der StArke elnes lures. 201 
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man, dass er Menschen zu behandeln versteht. Er ist meistens 
iilter als sein Offizier und hat bedeutend grossere Erfahrung 
In a1\en militarischen Dingen. Aber man erwartet nicht von 
ihm, dass er in demselben Masse wie der Offizier den mora
Iischen Einfluss ausiibt, den wir eben mit Piihrerschaft be
zeichnen. 
Wir wollen uns nun wieder zur Industrie zuriickwenden, wo 
gewohnlich der Arbeiter zum Werkmeister ernannt wird, der 
iiber die besten technischen Kenntnisse verfiigt. Manchmal 
hat er auch Piihrerqualitat, aber wie oft? 1st hier nicht die 
Wurzel fast aller Streitigkeiten zu suchen, die mit Streik und 
Not enden, und nur, weil es in der Industrie niemanden gibt, 
dessen Haupttatigkeit darin besteht, in einem engen Kontakt 
mit den kleinen Betriebseinheiten gerade jene Paktoren des 
Ansehens, des Vertrauens und der Anhiinglichkeit zu starken, 
wie es die ausgesprochene Aufgabe des Offiziers unteren 
Ranges in der Armee erfordert. 
Es ist ja noch nicht so lange her, dass wir Gelegenheit hatten, 
das grossartige System der militarischen Schulung kennen zu 
lernen. Wir konnten' Einrichtungen beobachten, die sich 
zwanzig- bis dreissigmal iiber ihr norm ales Mass hinaus mit 
blitzartiger Geschwindigkeit vergrosserten, und die gezwungen 
waren, Offiziere und Nicht-Berufs-Offiziere im zwanzigsten 
Teil der Zeit auszubilden, die gewohnlich fiir notwendig ge
halten wird. Das war meiner Meinung nach eine praktische 
Erprobung der Organisations- und Kommando-Prinzipien, wie 
sie die Industrie nur selten erleben kann. Und bis zum 
Schluss des Krieges, ich spreche jetzt von der Armee. 
die ich genau kenne (aber ich glaube. man kann von den 
anderen Heeren dasselbe sagen), • wie oft kam es da vor, dass 
das Geriicht. der "junge Offizier" sei an der Pront verwundet, 
ein halb Dutzend Manner veranlasste. mitten ins Maschinen
gewehrfeuer vorzudringen, urn ihn zu holen. Diese jungen 
Offiziere waren oft toricht, oft viel weniger Manner als die. 
die sie fiihrten, aber auf die eine oder andere Weise hatten 
sie einen Einfluss auf sie gewonnen. der nichts mit Krlegs
gericht und militarischer Disziplin zu tun hatte. Thre Leute 
Iiebten sie. freuten sich an Ihnen und wllren durch sllmtliche 

202 Peuer der Ho1\e hinter Ihnen hergezogen. Ich frage mich, 
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wenn ich die fabriken beobachte: Das Murren und die Unzu
friedenhelt in den Werkstatten, die mittelalterlichen Werk
meister, die oft gefilrchtet, manchmal geachtet, aber nur selten 
geliebt werden, • ob es iiberhaupt moglich ist, fiihrer in einem 
solchen Boden aufzuziehen. 
Ich bin der Meinung, dass wir ." wenn wir daran glauben • 
mit viel mehr Eifer und Aufmerksamkeit die Methoden der 
Organisationen studieren miissen, die auf ebensoviel Jahr
hunderte von Erfahrungen zuriickblicken wie die Industrie auf 
Jahre. Wir miissen uns dann auch mit dem Gedanken ver
traut machen, dass die Menschen, die den fiihrerschaftsge
danken den Arbeitergruppen naherbringen !lollen, fiir diese 
Aufgabe viel besser ausgebildet werden miissen, als es augen
bllcklich geschieht. Ich bezweifle, dass sie iiber geniigend 
Autoritat verfilgen; • besonders in den alteren Liindern • wenn 
sie plotzlich denen iibergeordnet werden sollen, mit denen sie 
noch am Tage vocher gleichgestellt waren. Vor allen Dingen 
aber miissen sie, wie der Offizier 1m Heere, stehen oder fallen 
mit der moralischen Haltung ihrer Grupp"e, mit deren Zufrie
denhelt und deren Bereitschaft, mit gemeinsamer Kraft vor
zugehen. 
Ueber das eben Gesagte werden zweifellos einige meiner Ar
beitskollegen ziemlich entsetzt sein. Es schmeckt nach privl
ligierten Klassen. Und was soll aus den geheiligten Prinziplen 
der Demokratie werden? Ich personlich bin der Ansicht, dass 
die Demokratie nur e I n geheiligtes Prinzip hat, und einzig 
dies: die gleichen Moglichkeiten filr alle. Mit allen Mitteln 
wollen wir so schnell wie irgend moglich die Vorrechte 
und Vorstellungen in der Politik beseitigen, die es den Kin
dern relcher Eltern ermoglichen, sich mit mehr Aussicht 
auf Erfolg zu bewerben aIs beflihigtere Kinder aus minder 
bemittelten Kreisen. Ieh stehe auf ihrer Seite in der Abwehr 
gegen jede form der Cliquenwirtsehaft und der Begiinstigung. 
Jede Besetzung eines Postens, sel es in der Industrle oder 1m 
offentliehen Dienst, sol\ nur auf Grund der Eignung und nur 
naeh dieser aIlein erfolgen. leh bin aber der Meinung, dass 
die unangebraehte Empfindliehkelt In fragen der Klasse nleht 
nur In der bemittelten Klasse zu finden 1st. Und hier bestehen 
die grassten Hemmungen, unter denen wir lei den, wenn wir 203 
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ernstlich und planmiissig iiber Betriebs-Verwaitungsmethodcn 
nachzudenken versuchen. Wenn eine besondere Arbeit erfor~ 
dert, dass dieienigen, die sie ausfiihren sollen, friihzeitig aus
gewiihlt und sorgfiiitig und besonders fiir diesen Dienst aus
gebildet werden, so ist dies ein Prage der Methode und 
keine Prage des Prinzips. Die wirkliche Begabung zum Piihrer 
ist zu selten und zu kostbar, als dass man sie zuriickweisen 
diirfte, ganz gleich, woher sie stammt. 

Unter den Unterrichtsgegenstiinden sind einige von besonderer 
Wichtigkeit. Kein Mensch ist heute fiihig, als Piihrer in einem 
Betriebe aufzutreten, der sich nicht in praktischer Arbeit mit 
den Ergebnissen der modernen Experimental-Psychologie und 
den Studien iiber die Ermiidung vertraut gemacht hat. Er muss 
auch iiber Kenntnisse in der modernen Arbeiterbewegung und 
in der Oeschichte des Oewerkschaftswesens verfiigen. 
Aber hier ist es wieder so wie bei der Zusammenarbeit. Der 
lebendige Unterricht ist Sache der lfaitung des Unternehmers 
oder der Betriebsleitung. 1m letzten Orunde kann der Piihrer 
nur durch das Piihren lemen, aber er sollte unter einer wohl
wollenden und sorgfiiltigen Leitung fiihren lernen. Auch hier 
muss man sich wieder frei machen von dem Komplex der 
Konkurrenz und der Unterdriickung der untergeordneten Ar
beiter, die sie im Oefolge hat. Dann ist iedem die Moglichkeit 
gegeben, der sich zum Piihrer eignet, Pehler zu machen und 
aus ihnen zu lernen. Er lemt dann auch, dass Piihrerschaft 
kein Privilegium ist, keine Prage des Titels oder des Preiseins 
von Disziplin, sondern der Verantwortung. Vor aHem aber 
muss er lemen, dass die Menschen nur dem folgen, der illr 
Interesse voranstellt. I' 

Ich erinnere mich noch heub~einer Szene aus dem Jahre 1915. 
Einige miide Offiziere, die gerade von der Pront abgelOst 
worden waren, kamen in die Offiziersmesse. Einer von Ihnen 
war ein unerfahrener Junge, kurz vorher aus England ge
kommen. Der Oberst sah ihn eine Minute lang an und fragte 
ihn: "Jones, haben Ihre Leute schon ihren Tee bekommen?" 
Jones zogerte einen Augenblick mit der Antwort: ''Der Unter
offizier schickt gerade den Tee herauf." Die Antwort kam 

204 blitzschnell: "Ihr Essen hat Zeit, sehen Sie nach lhren Leuten." 
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Eln anderes Bild: Einem Subaltern-Offizier war elne schwie
rlge Verwaltungsarbeit Ubertragen worden .. Eines Tages 
verlor er bei einer Nachlassigkeit eines BUroangestellten die 
Geduld. Am anderen Ende des BUros wartete ein Hauptman, 
bis der Angestellte sich entfernt hatte und sagte dann ruhig: 
"Kommen Sie herl" Der lunge Offizier, der ausgezeichnet 
mit Ihm stand, ging auf Ihn zu. PlOtzlich ganz scharf: 
"Stehen Sie stramm, wenn Ich mit Ihnen rede!" Und dann 
bekam der Junge In den nachsten zehn Minuten so viel zu 
horen, dass er wUnschte, er ware nie geboren. Der Schluss 
der Rede war eln Kunstwerk. Ganz plOtzlich glng die arger
Uche Stimme In elnen ruhigen Ton Uber: "Nun wissen Sie 
genau, wle es 1st, wenn man nlcht antworten kann." PUnf 
Mlnuten darauf hOrte der Offlzler zu seinem Erstaunen eine 
freundllche Stlmme hinter sich sagen: "Kommen Sle und essen 
Sle mit mir zusammen in R.ouen". 
Ja, FUhrersehaft kann gelernt werden. Hier und da findet 
man In der Industrie vereinzelte Belspiele, dass sie bewusst 
gelehrt wlrd. Aber diese Palle sind zu zahlen, Wir mUssen 
die Prage von Anfang an neu durchdenken. Das 1st drlngend. 
Denn so lange wlr dies nieht tun, wird uns kelne Aenderung 
In den hoheren Instanzen der Industrle etwas nUtzen. Auf 
die Dauer kommt es auf die Klelnlgkeiten des tliglichen Lebens 
an. Industrielle Beziehungen werden In den Betrleben ge
schaffen durch den unmittelbaren Kontakt zwischen den Ar
beltern In den klelnsten Arbeits-Elnhelten und denen, die Ihnen 
personlleh und unmlttelbar als Vertreter der PoUlik der Be
trlebsleltung gegenUber stehen. 1m modernen Orossbetrieb 
brauchen wlr Verwaltungssystem und Disziplln, ganz glelch _ 
wem das Kapitai gehOrt und wem die letzte Machtbefugnls 
zQsteht. Keln Menseh und keine Korperschaft, die heute die 
Kontrolle Uber die engllsche Industrle Ubernlihmen, wilrden 
Irgend welehe Mogliehkeit haben, die Mehrzahl der Ursachen 
zu iindern, deren Poige Streik und Unzufrie'denhelt 1m Betriebe 
sind. Weil diese weehselseltigen Beziehungen zwischen der 
SchlUsseigruppe der Werkmeister, dem Aufslehtspersona! und 
der Betrlebsieitung auf der elnen Seite - und den Arbeitefll, 
die sle Uberwaehen, auf der anderen Selte - nlema)s durch-
daeht WIlrden,. sind die Vorstellungen von Autoritiit und den 205 
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Methoden. die Autoritiit durclIZusetzen. feudalistisch und pri
mitiv geblieben. Wir haben keinen Stab geschulter fuhrer flir 
kleine Gruppen - aus dem einfachen Grunde. weiJ die Grund
siitze einer soJchen Schulung noch niemals genau festgelegt 
worden sind. 
Ich konnte in meinem Vortrag daher nur den Versuch machen. 
die Richtung aufzuzeigen. in denen meiner Melnung nach 
forschungen und Versuche moglich sind. 
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We are on the threshold of a new phase of economic develop. 
ment. During. the next decade many small, independent 
organizations will by the very force of circumstances give 
way to larger units. Mergers and combinations, national and 
international, will come to occupy a larger place in industrial 
economy. Because such organizations present peculiarly 
difficult problems, I am making my hypothetical case such a 
large-scale enterprise. 
I am selecting It more particularly because it is in large-scale 
enterprise that is found the greatest obstacle to sound indusrial 
relations· the loss of personal touch between owners, managers 
and workers. To the extent that such personal touch dis
appears must ownership and management be governed by a 
social conscience • a conscience that conserves in proper 
balance the interests of society, workers, management and 
ownership. 
But this social perspective is not sufficient. Many leaders 
mean well but do not know,how to express their good intentions 
in conduct. There must be a check upon the judgments as 
well as upon· the purposes of leaders. Therefore there should 
be organized provision for all functional interests to make their 
desires known, to contribute Information and to participate In 
decisions as to policy and procedures. 
Let us assume that I have been appointed managing director 
of·a large business Internationally organized with many plants. 
What will be the nature of my leadership toward a policy of 
industrial relations, and how shall I make It effective? Drawing 
upon an experience with many owners, managers, trade unions 
and workers, with whom I have been associated In the United 
States, Canada and Europe during the past twelve years, I 
should proceed as follows: 
f' u n dam e n t a I. As a company we should announce a 
definite labor policy to cover our activities as a company for 207 
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the next decade. This policy should be based upon the ac
cumulated experience of our various companies during the 
past decade. By coming out definitely with a policy we are 
going to see greater unification of effort. Knowing· our policy 
and program for the next decade, men and management are 
going to come to agree with this policy and work for its 
accomplishment. We shaIl be more united and therefore more 
powerful under a clear-cut policy than we are under one which 
is vague and unexpressed. 
The Directors will announce the policy and watch results. 
Continuity of policy and management· is a fundamental 
necessity for industrial success. 
I shaIl go before the Board of Directors and ask them to 
appoint a policy committee to draft an industrial relations 
policy. On this committee there shaIl be two members of the 
Board of Directors, two trade union leaders, one superinten
dent, and one representative chosen by the workers, and my
self acting as Chairman. This policy committee wiIl be in
structed by the Board of Directors to draft what in their 
Judgment is the proper policy to be followed during the next 
decade. The Board of Directors will examine the suggested 
policy and finally give it their stamp of approval and backing. 
They will then leave the carrying out of this policy in daily 
operation to those whose duty it is to secure the maximum 
results in mills and offices. Once stated and agreed upon 
by the directorate, the action which produces maximum results 
will be left to those to whom the Director and stockholders 
look for results, namely to the Managing Director and his 
staff. Details of how, when and where will not bother anyone 
other than those who are held responsible for results. If the 
labor policy as part of the general program of management 
produces increasingly good returns, there will be no questions. 
Let us assume now that this committee has been appointed, 
has had its meetings and has drafted the policy. May I put 
forward a policy and program which in my Judgment would 
express the combined viewpOints of the policy committee and 
of the Board of Directors of an international company desiring 
to obtain the greatest possible success during the next 
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Object of the organization of the company: 
The international company has been organized for the manu
facture of a commodity necessary for the satisfaction of the 
natural wants of men and women in the various countries, to 
provide a permanently profitable investment of capital and to 
bring about continuous and enjoyable occupation for men and 
women at the highest wages and salary which the company 
can afford to pay steadily. 
Object of the organization of industrial 
rei a t Ion s: The object of an industrial relations program 
is to aid in the carrying out of the object of the company by: 

Consistently reducing the cost of producing a unit of 
product. 
Securing greater output per man per day, resulting In a 
gradual Increase of wages and salaries. 
Producing a product of a quality so high that the demand 
for this company's products will be Increasingly great. 
Surrounding the workers In mills and offices with security 
against life's major risks. 
Development of men. 

Attitude towards unions: It is our firm conviction 
that organized labor should do all within its power to aid by 
every legitimate means at its command, without Injury to the 
organized workers, In promoting the permanent success of 
those companies who sign annual working and wage agree
ments with organized labor. The executive officers of the 
union should charge themselves first, last and always with as 
complete a knowledge as they possibly can, of the trade, and 
they should at all times have this thought - that while they 
are executives of a union, while they have a responsibility 
with respect to membership In that union, yet they have a 
very serious responsibility with respect to the International 
company In whose jobs their union members work and get 
their !lvlng. There is just as much responsibility on the part 
of the president of the union to see that the international 
company prospers, as there is for the managing director. The 
interest of one is equal to that of the other. The union pre-
sident and the managing director are working in the trade, 209 
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and if the trade is not prosperous, those who work in It cannot 
be prosperous. 
The opening clause in the agreements which the company 
signs should read as follows: The successful operation of the 
mills and offices is hereby declared to be a matter of mutual 
interest between the unions and the company. It is herebY 
agreed that it is the duty of every man in the organization 
to promote at all times the progress of the mills and offices 
by cooperating to the fullest extent in all matters having to 
do with operation, such as the elimination of waste, quality 
and quantity of output, cleanliness and the protection of the 
mills, and development of new processes. 
Sec uri t y: Men who are worried by outside matters will 
not give us the mental effort which is vitally necessary. The 
international company during the next decade will require the 
undivided attention of its people eight hours of every day. 
We therefore recognize the business value of security In 
relieving the minds of all employees from worry. By sur
rounding the worker with security he will be freer In mind 
and can concentrate more completely upon his work than 
would otherwise be the case were he facing insecurity through 
unemployment, illness, old age, accident, etc. 
We desire security for the people employed In the international 
company. We believe it essentially and economically unsound 
that security should rest in the hands of an employer, even one 
who for the moment is benevolent and has good-will. Therefore 
we are in favor of surrounding our workers with security 
under a plan which we jOintly agree to be sound and which 
becomes sanctioned by law so that a decade from now our 
workers will have guaranteed security and not be at the mercy 
of a changing management. 
Coo per a t ion: Without cooperation between men. man
agement. stockholders and the community, the international 
company cannot reach its highest success. The building up 
of a spirit of cooperation must come from all sides. The respon
sibility of cooperation rests as much with the head of the 
union as it does with the managing diector. The struggle 
formula is antique; collaboration for the creation of greater 
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Wages and salaries: We believe that the attitude 
towards wages and salaries observed generally in industry 
today is one which does not bring out the best in men. When 
a person begins to worry about his income - when he says 
to himself, "My efforts are underpaid, and worth more than I 
am receiving" - that person's value to his employer becomes 
greatly reduced, so long as he maintains this attitude. This 
psychology should be reversed. Rates in the international 
company should always be such that our people are asking 
themselves the question, "Am I earning as much as I am being 
paid?" This attitude will accomplish vastly more for the 
company and everyone In It than the reverse attitude. In 
return for these wages, we must see to it that every man 
earns his pay - not by driving him from the outside, but by 
affording him the opportunity to express the desire which. 
under this policy, he will have, to see the international com
pany succeed. Our wage policy therefore is to find the ways 
and means whereby we can be gradually increasing wages 
and salaries. 
H 0 u r s: We will adopt the 8-hour day, the 40~hour week. 
and at least a 24-hour rest period weekly for every worker. 
V a cat Ion s: Annual vacations of two weeks with full pay 
will be granted to al\ employees. 
Promotion and choice of executives: Pro
motion from within the organization Is sound and makes for 
efficiency of operation and satisfaction to all employees. This 
policy will be followed whenever men of capacity for advance
ment are available, and there will be understudies for every 
position In mills and offices. We believe that a college training 
In economics Is very worth while but not absolutely necessary 
fer business men who will occupy executive positions in the 
International company. As far as possible we shall adopt the 
policy of only appointing to higher positions in the company 
those persons who have had a thorough training in economics 
through experience in the company. No person will be pro
moted to a higher position who has not been a manual worker 
for one year or more, had membership in the trade union 
and In every way come to realize exactly the position of a 
so-ca\led manual worker. 2H 
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5 t 0 c k-o w n e r s hlp: We -believe it to be sound business 
for employees of the company to own stock in the company, 
and therefore a plan will be worked out jointly to make this 
ownership possible. When the employees of the company 
own 10 per cent of the stock, it will be expected that they 
will choose their own representative who will sit on the Board 
of Directors We favour the creation of an investment trust 
through which the employees of the international company 
may have the opportunity to make sound investments In 
securities other than those of our own company_ 
.E lim ina t Ion 0 f was t e: The international company 
realizes that waste exists in many forms in the every-day 
()peration of its plants. Waste of time, waste of materials, 
waste of human energy, all combine to prevent the inter
national company from making the greatest possible success, 
and to reduce materially the benefits we might all receive as 
jndividuals if we made a better job of our business. Regardless 
()f where the responsibility for any particular form of waste 
now rests, we earnestly and whole-heartedly desire to dis
(:over how that waste can be prevented, in that production 
may be increased and costs lowered, wages and salaries raised 
and, as conditions permit, quality improved. 
It is of the greatest importance that we approach our problems 
with open minds. We should not cling too tightly to old Ideas 
and time-worn methods. Where waste is found to exist under 
present conditions, it is our job to discover and develop ways 
and means to eliminate that waste. To do so successfully, 
we must let our minds run free, ready to receive new ideas, 
to examine those ideas without prejudice, and to select the 
best solution for each problem whether that solution involves 
some entirely new idea -or' a modification of an old and tried 
one. Waste benefits no one; the elimination of waste would 
benefit every one of us, and it is therefore vitally important 
to us that we find where waste is occurring, what causes It, 
and then take without delay the necessary steps to pre
vent it. 
A permanent committee on the elimination of waste will be 
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mill, each committee to consist of three members, one of 
whom shall be an employee representative elected by the 
employees, one to be an engineer whose sole duty will be 
to work with the elimination of waste committee. 
It is economically unsound to pay a man much for producln~ 
something which is to be wasted. These committees on the 
elimination of waste will go back of the thing itself and bend 
their efforts toward reducing it. We desire to get full value 
from labor in order to be able to pay it full value. We want 
to use materials to their limit in order that the time of men 
may not be lost. By an assay of loss In our processes. 
materials, or labor, we will be able to reveal facts which, if 
properly dealt with, will combine to represent a very ap
preciable increase in the wealth produced per worker and 
make a better lob of those things which constitute the daily 
operations of the International company. 
More Information for everybody: The success
ful carrying out of the labor policy rests upon the educational 
program. It is the policy of the international company to see 
to It that employes are fully informed in the matters which 
concern them and that they are at all times dealt with as 
business men. An informed _employee is a better all-around 
employee than one who is not informed. We as a company 
must see to it that all employees receive correct information 
based upon facts so that their actions may be governed at 
all times by an intelligent insight into the matters with which 
they have to do. Our educational development will be res
ponsible for our attaining and maintaining the leadership of 
our Industry. 
Stan dar d p r a c tI c e s: By experimentation we shaU 
find the most effective way of performing the various oper
ations in our plants and that way shall be standardized untn 
a better way is found. Our men will follow standard practices. 
rather' than obey arbitrary commands. In determining 
standard practice the workers' representatives shall take full 
part. If new methods are advised by the research and plan
ning departments they shall not be adopted without a shop 
try-out, and the workers shall be given every opportunity to 
contribute to these standard practices. No practice shall 213 
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become standard until it has received the approval of the 
elimination of waste committee. 
Out sid e con t act s: The International Labour Orga
nization is working for the establishment of social justice. 
This organization believes that the first step towards social 
justice is surrounding the worker witli security. They believe 
that as a sound business principle the workers in every country 
should have a measure of security. from a competitive 
point of view it is to our advantage to have all employees in 
all companies at least on the minimum level of security. 
Therefore we, as far as normally comes within our responsi
bility, will advance the work of the I. L. O. in the interest of 
employees, employers, and the community. We endorse the 
resolution introduced by the Canadian employers' represen
tative at the lIth International Labour Conference, and intend 
to carry out the policy in the international company. By ·the 
Treaty of Versailles we have to deal with the I. L. O. We 
feel that the I. L. O. has up to now followed the only course 
it could follow. from now on, however, we feel that the 
Labour Organization should realize in all its publications and 
its contacts that there are four parties to industry: the men, 
the management, the stock-holders, and the community. 
We shall join the manufacturers' research associations to 
which we logically belong, 'and we shall work with those 
organizations so long as their attitude is one of recognizing 
the inter-dependency of men, management, and stock-holders. 
The management of the company pledges itself to do all within 
its power to bring its standards of management up to tho 
highest possible point. We therefore look with greatest favor 
upon the management research groups which have been 
formed. We shall join for the purpose of learning the best 
practices in management from other people, and in turn, give 
them an inSight into our management system. We believe in 
the exchange of Information among non-competing companies. 
Dec e n t r a II z a t Ion: Each operating unit shall have a 
general manager In charge of all local activities, including 
fudustrial relations, which is part of management. The res
ponsibility of each general manager will be to keep upper
most the aim, not only of getting results, but also of aiding 
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In the development of the men within his factory. This should 
be done not as benevolent paternalism, but as a function of 
his own career as a business executive. We will have no pro
fessional hand-shakers nor evangelists to inoculate us with 
good-will. As a program of sound business we will follow 
the policies set down, realizing that under such management, 
good-will is bound to develop. 
Each individual factory shall be as far as possible a separate 
company, yet all working under the same definite general 
policies. 
Pre sid e nt's ban que t: An annual dinner will be given 
by the Chairman of the B'oard to which will be invited, 
representatives of the Board of Directors, superintendents, 
foremen, and two representatives of the workers from each 
mill, elected by the people, to be the guests of the President. 
The object of the dinner will be to give the President and the 
Board of Directors the opportunity of outlining in detail to 
representatves of all branches of the company, the accom
plishments of the year past and the plans for the future, and 
to give the workers the opportunity of telling the executives 
of the company how the organization has progressed in the 
year past and what the plaits for the future from their pOint 
of view ought to be. There will be three worker's as speakers, 
chosen by ballot from the workers In the various mills. 
Leadership in the company: The human element 
Is as important in a big merger as it is in an individual 
company and with us will playas large a part in the manage
ment. It is our conviction that there will be an even greater 
opportunity for industrial leadership in the international com
pany than existed in the individual companies. The oppor
timlty for the development of the individual will be increased 
rather than checked. Under a decentralized organization we 
feel that there will be more opportunity for constructive 
leadership than formerly existed under the separate companies. 
The success of almost every company has in the past been 
built around the leadership of a few individual men, and In 
the last analysis the success of these leaders depends more 
upon their understanding of human nature and their willingness 
to consider the human problem in business. than it does 215 
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upon their technical briIliance or their ability to drive a sharp 
bargain. We recognize man as a human being, having fun
damental Instincts for progress, justice, liberty, and self
preservation. In all of our dealings, we shall treat each other 
as business associates. 
Under the international company system of collaboration it 
wi\l be ideas that count. The person who can put forth the 
best suggestion wiII be the person who wi\l most influence 
the decision. This means that the whole work relation in our 
company wi\l give an opportunity for mental development. 
Leadership, under any situation in this company, will rest with 
the person most competent to deal with it. Under our policy 
responsibilities wi\l no longer be assigned by the management 
group. They wiII evolve out of the group situation. 
Industrial freedom: We, in the international com
pany, call it industrial relations, and for the next decade we 
shall endeavor to make those two words spell freedom in the 
highest possible definitiOn of the word as it can be inter
preted in industrY. We shall endeavor to make the relations 
between management and men free of suspicion, doubt, un
fairness, distrust - to make men's minds free of fear of the future, 
fear of the boss, fear of the trade union president. We realize 
that we are only starting down the road, but we believe firmly 
that we are on the right road and we wiII ultimately attain that 
object which we seek. Meanwhile, we shall have faith. Unjust 
managements, unjust unions cannot last. and it is only through 
their change or eradication that success and happiness can 
come to those concerned. We ' shall work together in the 
international company during the next decade in perfecting a 
system of the highest and most business-like form of freedom. 
The only price we have to pay for this freedom is old-fashioned 
common honesty, and sincere mutual effort. 



THE FORM COORDINATION SHOULD TAKE OR 
THE PLACE OF PERSONNEL WORK IN 

THE ORGANISATION 
BY B. EUGENIA LIES 

Director oE Plannina R. H. Macy &: Co., Inc., Now .. York. 

We have been discussing at this congress the "Pundamental 
Relationships between a I 1 sections of the Industrial Commu
nity". Since industry itself forms the most important section 
in the industrial community, we must admit that the place of 
personnel work in the industrial unit or in the business orga
nization is a subject which should receive our careful con
sideration. In opening the discussion of this subject. I shall 
attempt to do two things: 

Suggest some of the more recent trends of personnel work 
in the United States. 
Present in outline the personnel activities in the organiza
tion with which I am connected. 

What I shall say, therefore, must be" interpreted in the light 
of American industrial history, our habits of work and attitudes 
of mind. Some of our experiences in America have probably 
been the experiences, also, of other countries. On the other 
hand, It is more likely that personnel work has necessarily 
taken different forms in other countries because the industrial 
and jocial backgrounds of those countries are unlike ours and 
the Y1eeds to be met are also different. " 
The material which I shall present should be considered 
merely as contributing to a fund of "experience data", to 
which others, I hope, will add from their own experiences. 
By such a pooling of case material. we shall be enabled to 
evaluate present methods, discover points of similarity and of 
difference, and eventually develop more effective methods. 

!'UNCTION OP MANAGeMENT. It seems to me that any dis
cussion of personnel work should be prefaced by a statement 
of the functions and objectives of management with regard to 
personnel. In the United States. today. enlightened manage
ment is holding itself responsible for developing the best 
methods of work, providing the best working conditions, and 
placing the worker on the job to which he is best adapted, 21 i 
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for the purpose of enabling the worker to reach a maximum 
of production with a' minimum of fatigue, to increase his 
earnings, and to secure greater satisfaction from his work. 
This attitude of management is economically sound because 
it inevitably results in reduced unit cost of operation, the 
benefit of which can eventually be shared with the customer 
in the form of improved service or reduced selling price. 

f'UNCTION Of' PERSONNEL WORK. This responsibility of man
agement, if we accept it, requires the greatest possible 
understanding of human behavior, and personnel work, there
fore, becomes one of the very important functions of manage
ment. In fact, it is not too much to assume that personnel 
work is an integral part of the entire organization, along with 
the purchasing, manufacture and selling of merchandise. 
It seems, therefore, to most of us in the United States who 
are interested in the human factor in industry, that what we 
should strive for is a universal acceptance by management of 
its responsibility for human relations. Once management 
accepts this obligation, it usuallY follows that it recognizes the 
necessity of enlisting technical assistance in this essential phase 
of its work. 
It is my opinion that this gradual enlarging of the respons
ibilities of management and the humanizing of its objectives is 
the outstanding recent trend in our country. Do not mis
understand me; I do not say that all management is thus 
inspired - far from it. 
furthermore, there are no statistics available, to prove even 
that more plants have this point 'of view today. There seem 
to be, though, many unmeasurable indications that the trend 
is in the direction I have indicated. 
More specifically, we may define the personnel function of man
agement to include the responsibility for: 

I. The follOwing operation or line functions: 
Selecting, placing and training workers for the Job. 
Developing workers on the job by: 

a. Periodic personnel audits and salary reviews; 
b. Promotional training and promotion. 
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Accident prevention and safety work. 
Maintaining lunch rooms. 
Maintaining social service and recreationai activities. 

II. The training of Managers and fxecutives in better under
standing of human behavior. 

III. Cooperation with the research, or planning, or methods 
department, insofar as the human element is affected, in: 
The development of standard methods of performance. 
The development of job specifications. 
The improvement of working conditions, such as: 
Lighting, ventilation, seating, safety devices, noise, etc. 
Hours or work (including rest periods) and wages. 
Vacations plans. 
Insurance plans. 

O~OANIZATION. Having analyzed the personnel function, the 
next consideration is what is the best type of organization 
for discharging this function. The organization of the per
sonnel department will, of course,. depend upon the type and 
size of the business or Industrial unit, and, again, on the 
attitude of the management. The one general principle which 
should always be kept in mind is that all branches of the 
personnel program must be properly coordinated. The smaller 
the organization, the less likelihood that the personnel func
tions will lack coordination, for in smaller organizations the 
operating manager himself may discharge all responsibilities 
relating to personnel. fven in slightly larger organizations, 
having only two or three members in the personnel department, 
1here is little probability that each function will be speclalized 
to such an extent as to interfere with proper coordination, 
because the same individual usually shares in all of the 
activities. In larger organizations, however, - those which 
employ ten, twenty, or even thirty staff members to do this 
work - coordination is more difficult because of over-special
Ization of the personnel functions. To avoid this difficulty, it 
seems to me that insofar as it is practical, a vertical organ
ization which holds each personnel worker responsible for a II 
of the personnel functions of a department or group of depart- 219 
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ments, is better than a horizontal one which holds each per
sonnel worker responsible for 0 n e function in a number of 
departments. 

MeTHOD AND TECHNIQUE. Having defined the function and 
organization, we come next to a consideration of the 
technique or method of a personnel department. I shall not 
attempt within the limits of this paper to enter into a discuss
ion of the details of technique, for in the last analysis each 
establishment will have to work out its own method. The 
value of a correct technique cannot be overemphasized but it 
is secondary in importance to the attitude and the objectives 
of management. This is so because it is management which 
must always judge the effectiveness of any technique. When, 
as in the case of personnel technique, evaluation on the basis 
of exact statistical measurement is impossible, it is most im
portant that the management be in sympathy with the efforts 
of the personnel department. Even though statistical measure
ment may be difficult in personnel work, the attempt to mea
sure results quantitatively should not be abandoned altogether. 
Whenever possible, therefore, an effort should be made to 
gather statistical proof of the value of any technique or device 
introduced in personnel work. As many records as possible 
should therefore be set up for the purpose of demonstrating 
statistically the effect of such devices as shorter hours of work 
or unemployment insurance, on morale. To give a complete 
picture, such records must be kept over a period sufficiently 
long to include results under depressed as well as prosperous 
business conditions .. It must be borne in mind, though, that 
there will always be certain factors which materially influence 
results but which cannot be measured quantitatively. It Is 
for this reason that it is important that the management which 
juqges the effectives of the personnel program be sym
pathetic. 
A fundamentally sound and permanently effective personnel 
procedure requires, in addition to a correct technique, standard 
working methods and working conditions. Here again the 
exact method of developing these conditions will depend upon 
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but I shall have more to say about it in the description of our 
own methods. 

T 0 sum u p, then, personnel work in America is being 
accepted more and more as a definite function of management, 
which provides the best methods of work and the best working 
conditions and which fits the worker to the job for which he 
is best equipped. Two elements are essential in order to 
achieve this result: 

A proper coordination of all the personnel functions through 
an organization adapted to the requirements of the indi-' 
vidual etablishment. 
Technique developed on the basis of the needs of ~he. indi
vidual establishment. 

APPLICATION 01' PRINCIPLES TO R. H. MACY clc. Co. Leaving 
the discussion of the general principles of personnel organ
ization, I come now to the second part of my paper. 
To furnish a background against which to place the picture of 
our personnel department that I shall attempt to sketch. I shall 
first give you a few facts regarding our establishment. In the 
first place, Macy's is a department store having over 150 
selling departments and doing an annual business of over 80 
million dollars. We employ an average of 8,000 people in 
operating our business, divided roughly into 40 % engaged 
directly in selling and 60 % in non-selling work. At Christmas 
time, which is our peak season, we have as many as 12,000 
employes on the payroll. Our salary costs are about 50 '10 
of our total expense. From these figures you will see at once 
that the proper organization of our personnel activities is an 
important problem. 
There are four important steps In fitting our personnel to the 
proper jobs: 

Determining what Is to be done on the job and the best 
way of doing It. 
Determining the type of individual who is most likely to 
succeed on the job. 
Selecting the individual for the job. 
Training the worker who has been selected. 221 
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Our planning 0 r me th 0 ds d ep a rtme n t (which you 
will note from our organization chart is responsible to our 
Board of Operations which directs and controls all· operating 
procedures). assists the operating managers in a staff or ser
vice capacity in the determination of what work shall be done, 
the method to be used, and the conditions under which It shall 
be done. When the standardization of the lob is completed, 
the Employment and Training Departments, together with the 
Planning Department, develop job specifications which des
cribe the functions of the job and the qualifications of the 
worker. Using these job specifications as a guide, the Employ
ment Department selects the workers, and the Training De
partment instructs them. 
The supervision of the employment and training functions is 
in the hands of an Assistant General Manager who reports 
to the General Manager. Our General Manager is thus res
ponsible for all personal activities as well as for all operating 
departments. This means that we consider the personnel 
functions definite responsibilities of management. The lines 
of responsibility are indicated on our organization chart. 
You will see what the functions of our Employment and Training 
Departments are, from the organization charts of these depart
ments. (They have since come under the supervision of one 
executive). 
The Em p loy m e nt D epa r t men t with a staff of inter
viewers who have had special training in psychiatry and 
psychology, is charged with the following responsibilities: 

Interviewing, testing, selecting and placing employes. (The 
medical examination is made by the hospital, the mental 
tests are conducted by the Conference Office, or Psychiatric 
Clinic). 
following up alI employes who have been placed, to make 
sure that they are properly adiusted to their lobs. 
Interviewing employes when they leave the organization 
• either because of lay-off or resignation. in order to secure 
correct information for labor turnover data. 

The responsibility for training of alI personnel is divided 
between two divisions of the Training Department: 
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contact with the customer, - that is, salesclerks and Section 
Managers; and the non-selling division which trains all other 
employes. The program includes initial training at the time 
of employment, follow-up training on the job, and training for 
promotion. 
AU salesclerks are instructed in store system, merchandise 
information, service and policies. All employes - those in 
se11ing and in non-selling departments .. are closely foUowed 
up and reinstructed if necessary by the teacher assigned to 
the department. In addition, the Training Department super
vises the work of the Training Squad - a group made up 
prlncipa\1y of young college graduates - who receive training 
In a\1 branches of the organization in preparation for junior 
executive and executive jobs. The Training Department con
ducts also the annual executive training course for junior ex
ecutives who have demonstrated their fitness for executive 
jobs. 
Another division of our personnel organization is the C 0 n
fer e n ceO ff Ice, 0 r P s y chi a t ric C \I n I c, which is 
responsible for: 

Conducting the psychological tests given to applicants. 
Handling all cases of maladjustment referred by Department 

. Managers or the Salary Review Committee. 
This Involves: 

Securing the complete history - work, social, physical -
of the Individual from records available and by interview. 
Conducting the necessary psychological and psychiatric 
tests. 
Diagnosing the situation and making recommendations. 

Making research studies of personnel in departments and 
developing on basis of Job specifications a testing technique 
for the various jobs. 
Compiling and analyzing labor turnover data. 

The Social Service and Recreation Division 
has three main branches: 
Social Service, including: 

Emergency relief to employes. 
Representation on the governing board of the Mutual Aid 
Association. 223 
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Recreation, involving: 
Supervision of Employes' Recreation Room. 
Employes' Camp, entertainments, evening club, and outings. 

Miscellaneous personnel activities, such as: 
House Publication; 
Employes'Lunchrooms; 
Library; 
Banking service. 

Our e m p loy e s' h 0 s pit a I is an activity of the Macy 
Mutual Aid Association which is an organization managed by 
the employes. The hospital medical staff gives the pre
employment physical examinations to all candidates for jobs 
in the organization, and after employment the services of both 
the medical and nursing staffs are available to all employes. 
The Central Personnel Record Room is located 
in the Manager's Office and is under the General Manager. 
It is the function of the Record Room to collect and record 
all information necessary for a complete history of each em
ploye while he -is in our employ. There is a folder for each 
employe which includes: 

The Employment blank and references. 
The Personnel Record Card, on which is recorded: 

Educational background; 
Salary increase, promotions and transfers with reasons 
therefor; 
Production and errors; 
Attendance and punctuality; 
Ratings by Training Department and findings of Con
ference Office; 
Interviews regarding performance when it is below 
standard; (" ~" • 
Ratings of periodic~ersonnel audits. 

The Periodic Personnel Audit, or Salary Re
vie w as it is calIed, is an attempt to review performance 
records at regular periods with the Idea of securing an accu
rate evaluation· of individual production and service to the 
organization. The personnel of the Salary Review Committee 
is composed of the Salary Budget Director, directly responsible 

224 to the General Manager, the Assistant General Manager in 
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charge of the department being reviewed, the Department 
Manager, the Superintendent of Employment and Training, the 
director of the Conference Office, the supervisor of the Record 
Room and the Divisional Teacher. 
The following statement regarding the purpose of the periodic 
salary reviews appeared in our employes publication: 

"The purpose of the salary review Is to gain a thorough, many-sided, and 
therefore Impartial estimate of the value of the service which each employe 
renders. It allords an unbiased and exact basis for recommending ad
vances, layolls and transfers. 
"It supplants the old hit-or-miss method of making Increases on the re
commendation of the department manager only and Is an ellectlve tool of 
centralized management because It gives to the general manager all the 
Information which he requires to enforce a policy of the square deal for 
everyone. 
"for the organization, It means that, by evaluating service and rewardln& 
especially good service as soon as It Is brought to light, It will develop 
a steady force of employes who are content to remain here and who will 
do faithful and Intelligent work because they know that the results will 
be acknowledged and rewarded. 
"for the employe, It means that he has the cooperation of the organization 
In adjusting any condition which temporarily handicaps maximum per
formance, such as physical handicaps, or family maladlustments which the 
conference office Investigates. It means also that he must toe the mark, 
and that favoritism cannot help him rise. He must do his best, and he Is 
secure In his feeUnr: that his best will be recognized". 

SUMMARY. I hope I have made it clear to you that per
sonnel work in the Macy organization has been accepted as 
a function of the management. Policies with regard to per
sonnel are formulated by the management division, which also 
exercises control of transfer of employes from lob to job, 
promotions, and separations of employes from the organization. 
The hiring of employes is delegated to the Employment De
partment, directly responsible to the General Manager. Except 
In' rare cases, the manager of a department does not see ,an 
applicant for a job in his department until after that applicant 
bas been hired by the employment interviewer. In the training 
of employes, the coordination of all training activities is the 
responsibility of the Training Department and even when any 
part of the training is handled by the individual operating 
department, this is done with the cooperation of the divisional 
teacher who is a staff member of the Training Department. 
While the specIalized personnel functions, like hiring and 225 
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training, are delegated to special departments, the executives 
in charge of operating departments, being in closest contact 
with their employes, obviously exercise considerable influence 
in creating morale and reducing labor turnover, and are, for 
that reason, important factors in the personnel situation. It is 
essential, therefore, that executives be carefully selected and 
trained so that they may have an intelligent understanding of 
human behavior. We are making a deliberate effort in the 
Macy organization to secure men and women of high calibre 
for executive positions. For that reason we have organized 
the training squad and conduct the annual executive training 
course. We are attempting to provide the proper training 
by having the Conference Office discuss with the executives 
concerned, the findings of the psychiatrist in all cases studied 
by him. In addition to this we offer our executives in the per
formance of their personnel functions, the competent assistance 
of the training and employment staffs and of the Conference 
Office. 
In a word, we believe that the personnel function reaches its 
highest development when the operating executives realize and 
accept their responsibilities for personnel relations in their 
individual departments, and when the personnel department 
recognizes its function to be that of lending the. aid of the 
technician to the operating manager. 





PROBLEMS OF METHOD IN RESEARCH IN" 
INDUSTRIAL RELATIONS 

BY GEORGE H. MILES. o.se. 
Aui.tanl Director. National Inati.tute of InduetriaJ P.ychololYt London 

In dealing with problems of method in research in industrial 
reiations, it may be well to outline first the field of work; 
examine the predominant factors in the field and then state 
the problems of method that arise. 
For the sake of convenience, industrial relationships can bo 
grouped in three classes. 
There are the relations between groups of per
son s, such for instance as are involved in the reactions of 
the employers in an Industry towards the employees In that 
Industry. In another case there may be considered the re
lations between one group of workers and another, for example 
that of one trade union with another union, that of a union 
group with a non-union group. 
Within these groups there are we ll-d e fi ned re I a tt 0 n
ships between Individuals and groups. An in
stance of this Is the relationship between the Managing Di
rector and the employees, or that between the foreman and 
the group which he supervises. 
In the third class can be grouped the rei a t Ion s h t II S 
which exist between Individuals, as for instance 
between heads of departments. 
The industrial relationship (harmonious or otherwise) which 
exists between g r 0 ups involves material factors such as 
rates of pay, output rendered, hours and conditions of work; 
and mental factors such as the general attitude of one group 
towards the other, while questions such as the recognition and 
delimitation of what are considered to be the rights and duties 
of individuals within the group stili further complicate the 
Issue. An enquiry Into industrial relations may thus begin 
with an enquiry either Into the mat e r I a I f act 0 r s or Into 
the men t a I fa c tor II In the situation, but eventually both 
must be Included. 
The material factors can be measured and stated objectively 
with considerable precision in the case of simply organised 
industries In the much more complicated vertical amalgam- 229 
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ations where a combine buys and sells within its own or
ganisation, as is the case of many undertakings interested in 
the coal industry, it is most difficult to arrive at a complete 
statement of the material facts on which to decide suc~ 
questions as wages and hours of work. With regard to hour~ 
of work, conditions of work, reduction of fatigue, industrial 
psychology and physiology are beginning to make a valuable 
contribution to such questions, and active research is being 
carried out in many diverse branches of industry. 
The basis facts concerning the mental and physical activities 
of the human being at work under industrial conditions are 
being determined, and when more research has been done 
in this field, the facts obtained will give a deeper and more 
scientific insight into many factors in industrial relationships. 
The problems of method which arise in this direction 
of approach cover the whole field of industrial psychology, 
and it is too wide a subiect for this discussion. There remains 
the more obvious method of direct study of industrial 
relations. 
It is possible to gain very useful information concerning each 
of the three classes of relationship previously mentioned, by 
systematic observation of and enquiry Into 
the groups and individuals involved. 
Probably the most difficult task in making an investigation 
into industrial relationships is that of e val u a tin g the 
relative importance of the material and the 
men t a I fa c tor s. In human relationships the per son a I 
and em 0 t Ion a 1 asp e c t is in general of much greater 
weight than the purely i n tell e c t u a I asp e c t. It may be 
quite possible to arrive at a solution of a problem In relation
ships which is satisfactoiy from the material point of view, 
is logically correct, and intellectually sound, yet this solution 
may not be accepted by any of those fundamentally concerned, 
due to the fact that sufficient weight has not been given to 
the emotional aspect of the problem. This is as much a reality 
as the more easily defined material side. 
Now .iq most human reactions to environment likes and 
dislikes arise. These always Influence In some way the sub-

230 sequent iudgments. Thus circumstances which arouse anger 
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are viewed in a very different light from what they would 
be if they could be considered dispassionately. When dislikes 
arise between two persons or two groups, the effect is often 
irrationally cumulative and passes to bitter hatred. In such 
circumstances even the most innocently conceived action may 
be wrongly interpreted. It is the influence of these em 0 t i o
n a I fa c tor s always present in a greater or lesser degree, 
favourable or unfavourable, which constitutes the greatest diffi
culty in understanding the com pie x i tie s 0 fin d u s
trial rela tionships. 
No research is effective which omits this aspect. Suspicion 
will wreck an industry as effectively as will the loss of markets, 
and if true advance in industrial relations is to be made, 
research must endeavour to bring to clear understanding the 
origin, development and results of such apparently intangible 
but important factors. 
The men t a lin flu e n c e s which are operative when a 
number of persons are engaged in the same type of work are 
as powerful as, and perhaps more powerful than, the physi
cal environmental conditions, and the maxim "When in 
Rome do as Rome does", is as much a rebuke to those 
who do not adapt their reactions to the group in which 
they find themselves, as a guide to those who wish to be at 
ease In strange company. Conduct that would give rise to 
no comment in one set of social or industrial circumstances, 
may arouse open hostility and even the bitterest resentment 
If persisted in wltlrtn another group. There is always a 
tendency for a group to set up for itself a standard of conduct 
by which Its own members are Judged. The more Isolated 
the group becomes, the more likely is it to diverge from the 
nOrmal. This d I v erg e n c e fr 0 m the nor mal is ire
quently not recognised by the members of the group and, in 
fact, it is frequently not openly expressed. This is probably 
due to 'the fact that such conduct or mode of behaviour. being 
a complex of instinctive and emotional reactions. is seldom, 
if ever, expressed in words. It is only by actually living within 
the group that the real significance of such reactions can be 
realised. Certain things are simply not done, and that is as 
far as any explanation or definition goes. 231 
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In Industry there is always ate n den c y for the g row t h 
o f s u c h g r 0 ups. In the factory a number of men or 
women engaged on similar work have the same experiences 
in common. They have similar difficulties in their work, they 
are subject to the same contacts with management and in 
time there develops an accepted mode of reaction to this en
vironment. It sometimes happens that in the same factory or 
organisation there are distinct groups which may hardly be on 
speaking terms with one another. 
It is not surprising under modern industrial conditions, 
requiring as they do a h i g h d e g r e e 0 f s p e c I a Ii s a
t ion, that numerous groups develop within the organisation. 
The higher management of necessity works in an environment 
which is totally different from that of the worker in the 
factory. In the early days of industry, however, the manager 
was frequently in direct contact with the worker and was but 
little removed from his particular social group. He had a 
much more intimate understanding of the worker's point of 
view, though he did not necessarily in his managerial position 
accept that point of view. Under present-day conditions the 
gulf both from an i n tell e c t u a i poi n t 0 f vie wand 
from the g r 0 u p poi n t 0 f v lew, between the higher 
management and the rank and file worker Is enormous. It 
is not to be wondered at that from time to time clashes occur 
in which the outlook of the two groups are entirely at variance. 
Methods, actions and ideas which within the group are quite 
legitimate and normal, may arouse the bitterest hostility and 
opposition outside the group. Even where there is not so 
great a separation as, for instance, in the case of the relation
ship between a foreman oJ.' a· departmental manager and his 
subordinates, there is still a tendency to take up an entirely 
different attitude towards the same facts. 
It is obvious that the res ear c h met hod s must include 
means and facilities for recognising and interpreting the 
significance of such behaviour. Otherwise an important factor 
in group relationships Is omitted. I have therefore selected 
this particular aspect of the wider problem as a starting point 
for the ensuing discussion. 

232 Information concerning such elusive factors can be obtained 
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only by direct personal contact with numerous members of 
the group, over a considerable period and in typical industrial 
surroundings. 
It is further essential for purposes of control and comparison 
that similar contacts should be made with other persons of 
similar social standing, but not associated with either of the 
groups under observation. 
Evidently much will be learned in preliminary contacts. But 
in all enquiries of this kind there is a great temptation to 
cover too wide a field and to indulge in generalisations sup
ported only by opinions Instead of well-defined facts. The 
first problem, therefore, is to limit the sphere of enquiry so 
that the Information is clear and precise and can be correlated 
with the material factors in the situation. The procedure can 
then generally be resolved into attempt 1) to define clearlY 
the actual relationships, 2) to evaluate the contributing factors 
at present, 3) to ascertain the paths by which the situation 
has been reached. 
The next step, and a difficult one, is to select sui tab I e 
means of acquiring an oblective measure of 
the facts obtained. Usually a tentative questionnaire is de
veloped in order. that the enquiry may proceed along definite 
lines and irrelevant factors may be excluded. It often happens 
that the prelimInary use of this questionnaire shows that the 
important aspects have been overlooked in the preliminary 
survey. These defects must be made good and a final form 
of enquiry can then be outlined. 
Some of the questions may be put in written form. This saves 
time and also allows of covering a wider field. Other ques
tions can be put verbally while there will be a number which 
the investigator must keep prominently before himself in the 
progress of the enquiry, as he is maidng his general 
observations. 
Even with the greatest care in the choice of questions there 
Is often a great difficulty in obtaining adequate answers to 
those questions which relate to present relationships. especlaily 
when these are strained or emotionally tinged. There is a 
tendency to evade direct replies, irrelevant matter is intro-
duced, and facts are distorted. For a correct interpretation 233 
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of these answers, therefore, a sound psychological training Is 
essential, but unfortunately this qualification is sometimes 
overlooked. The enquiry is of little value if it does not 
recognise the true significance of the evasions, irrelevancies 
and distortions. 
The e val u a t ion 0 f the fa c tor s actively influencing 
the particular relations under investigation is beset with similar 
difficulties. Serious disturbances of industrial relationships 
have often apparently trivial immediate causes, but fuller in
vestigation shows a multitude of grievances and irritants both 
physical and mental, many of which may hardly be recognised 
as such, even by those most intimately concerned. Thus 
certain . unsatisfactory working conditions such as poor 
lighting, exposure to heat, etc., are sometimes regarded by 
both employers and employees as inevitable and inherent In 
the nature of an industry. They give direct and constant 
irritation to the workers and by checking output cause an
noyance to the management, with the ultimate disturbance 
of personal relationships. l1igh cost of production is met on 
the part of the management by reduction of wages and ac
cusation of slackness. This may be countered by the workers 
adopting an attitude of ca' canny and accusing the employers 
of "sweating". The tense relationship thus aroused renders 
both parties incapable of a clear appreciation of the whole 
situation. In an enquiry into industrial relationships In such 
a case, it is obvious that great skill must be exercised In 
drawing up the questionnaire and a very careful analysis of 
the replies will be necessary if the true facts of the situation 
are to be discovered. 
Industrial relationships are the outcome of 
g row t han d d eve lop men t, and therefore a true ap
preciation of any particular case requires a knowledge of the 
fashion by which the situation has been reached and the 
influences which have determined the course of development. 
In such an enquiry a knowledge of the problems of method in 
historical enquiry is essential if the numerous pitfalls are to 
be avoided. 
Thus in studying, for example, the effects which changes In 
the rates of pay produce on industrial relations, It may be 
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observed that in the case of one firm a reduction in wages is 
accepted by the employees and produces no marked change 
in relationships. In another firm a similar reduction meets 
with the bitterest opposition, even when the material and 
economic facts indicate that reduction is inevitable if the 
industry is to continue. A study of the pas t his tor y 0 f 
rei a t ion s hip s will in such cases often reveal a succession 
of broken promises, of attempts to gain unfair advantages, and 
the memory of such treatment remains long after the initial 
Irritant is removed. The effect of a series of mistakes in the 
treatment of personnel may persist for years and show itself 
in suspicion of every form of change. 
As has been stated before, the ext e n tan d c h a r act e r 
oft h e t r a I n I n g 0 f the i n v est i gat 0 r Is of utmost 
significance in researches of this type and probably the greatest 
problem Is to devise some means of ensuring that the p e r
son alb I a s 0 f the i n v e s tI gat 0 r does not colour his 
conclusions. The questionnaire, case study and other obser
vational methods of approaching problems in industrial re
lations are very alluring. They so readily produce voluminous 
results and It Is even easier to build up convenient and satis- . 
tying conclusions from this material. In capable hands and 
when used by trained critical scientific observers, these 
methods are undoubtedly useful, but there is great scope for 
the development of more exact methods of enquiry and of 
more concise statement of results. 
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WHAT ARE THE MOST PRESSING PROBLEMS RE 
QUIRING RESEARCH IN THE IMMEDIATE FUTURE 

BY H. M. VERNON. M.D. 
Invcstiaator for the Industrial Fatigue Reaearch Board, London 

In opening this discussion, I do not for a moment wish to 
claim that I am more competent than other people engaged 
in investigating industrial conditions to decide on the relative 
degrees of importance of the innumerable problems which 
present themselves for our consideration. I can merely state 
what is my own individual opinion, and it is open to any of 
you here present to say that you consider such and such other 
problems are more important than any I have touched upon. 
I cordially welcome such suggestions, for it is only by dIs
cussion on broad lines and by a free comparison of views that 
we are likely fo arrive at some more or less general consensus 
of opinion about the most pressing problems requiring research 
In the immediate future. 
And firstly, I suggest that it is inappropriate for us to consider 
technical problems confined to a limited number of industries. 
We should seek for broad problems which concern many or 
most industries in greater or less degree, and involve a con
siderableproportion of the workers engaged in industry. The 
problems need not relate only to manual workers, but may 
involve employers and the managing staff In addition. Arguing 
on these broad lines, it seems to me that the most pressing 
problems of all are those which relate to the dis con ten t 
oft hew 0 r k e r wit h his job. If he is in a state of 
unrest and of irritation against the conditions under which 
he works, and if he labours under a constant sense of grievance 
against his employers and overseers, it Is unlikely that he 
will make a satisfactory workman. He will not do his best 
either for his employer or for himself. He will not put forth 
the maximum effort of which he is capable without undue 
strain, and he is apt to restrict his output, either wilfully or 
through sheer slackness. 

nre evIDENce 01' DISCONTENT. 

Lab 0 u r Dis put e s. And how are we to recognise this 
236 discontent? One obvious method, concerning which we un-
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fortunately have far too much evidence, relates to the oc
currence of labour disputes. If the worker has a grievance, 
he brings it to the notice of his employer, and if it is not 
rectified to his satisfaction, he may decide to go on strike. 
The number of industrial disputes has tended to increase 
considerably during the last twenty years, and we see from 
the data here adduced 1 that in 1906-1913 the average number 
of workers involved and the number of days lost was 

Average number Average number of Average number 
of disputes workers Involved of days lost 

Period per annum per annum per annum 

1898-1905 546 168,000 4,300,000 
1906-1913 695 568,000 11,100,000 
1919-1926 819 1,385,000 44,300,000 

about three times greater than in the preceding eight years, 
whilst in 1919-1926 it was ten times than in 1898-1905. 
The ostensible causes of strikes are remarkably regular, when 
taken In bulk. Thus we find that in the years 1900 to 1921 
the proportion of disputes relating to questions of wages aver
aged 65 per cent of the whole, or practically two-thirds, ~hi\st 
in individual years they varied between the extremes of 57 
to 76 per cent. I Questions relating to hours of labour 
accounted only for 4 per cent of the whole, questions dealing 
with the employment of particular classes of persons to 14 
per cent, and other questions, 17 per cent. No doubt the 
relative proportions differ a good deal In different industries, 
but I think it may be said that in the majority of industries 
over half the disputes concern questions of wages. It may 
be suggested that such disputes are unavoidable, as they 
represent a contest between the employee, who wishes to 
extract as much as he can for the price of his labour, and the 
employer, who wants to pay as little as he can, and so reap 
a larger proportion of the profits. Though there is a modicum 
of truth In this statement, we find that It holds to very dif
ferent degrees In different industries, and the tendency to strike 
does not appear to depend on the scale of wage payment. 
From the data in the following Table It will be seen that on an 
• Quoted from "Britain's Industrial Puture". London, 1928. P. 144. 
• Encyclopaedia Brlttannlca. Vol. 33, p. 582. 1923. 237 
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average, for the years 1901 to 1907, men engaged in min I n g 
and qua r r yin g (chiefly mining) lost 0.45 per cent of their 
working time in trade disputes, whilst those engaged in various 
other industries lost only a third to a ninth as much. In the 
1910 to 1913 period the difference was' accentuated. for the 
miners lost eight times more of their working time than they 
did in the earlier period, and 6 to 45 times more than the 
other industrial workers. Their unrest continued to increase, 
for in the 1920-25 period they lost the equivalent of over 
2% weeks of working time,l and in 1926 they far surpassed 
all previous records by losing seven months out of the twelve. 
Grouping together the 21 years before the war, we find that 
no less than 56 per cent of the total time lost in all industries 
put together was due to the mining and quarrying industry, 
whilst in the eight years since the war 62 per cent of the time 
lost was due to these industries. A prolonged strike of coat 
miners indirectly affects most other industries, whilst It brings 
some of them to an absolute standstill. Hence it is of great 
importance for us to discover the fundamental causes of labour 
unrest in this particular industry. 

Group of Trades Percentage of lime lost over trade disputes In 
1901-07 1910-13 1920-25 

Mining and quarrying. . 0.45 
Metals, engineering and shipbuilding 0.13 
Textile. . . . . . . . . .. 0.09 
Building. . . . . . . . . .. 0.07 
Clothing. . . . . . . . . .. 0.05 

3.58 
0.51 
0.56 
0.08 
0.11 

5.48 
1.33 
0.60 
0.25 
0.08 

And firstly, is the question of wag e s the true cause of the 
repeated disputes in the co aim I n i n gin d u s try? Are 
the workers more badly .paid than in other comparable in
dustries? The Coal Commission 2 went into this question in 
some detail, and they concluded that in 1925 the miners' wages, 
as compared with the average for 1909-13, had increased In 
almost the same proportion as the increase In the cost of living. 

I Data calculated fr~m the "Abstract of Labour Statislics of the United 
Kingdom, 1926", and from the numbers of workers in the Induslrles in 
1901-07 (cf. Encyol. BrItt. Vol. 25. p. 1025), on the supposition that these 
numbers remained unchanged In the later statistical periods. 
I d. Report of Royal Commission on Coal Industry. 1926. p. 156. 
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The labourers and semi-skilled men engaged in mining were 
better off than men engaged in engineering and shipbuilding, 
though not so well off as those engaged in building and In 
transport services. The skilled coal miners, chiefly hewers 
and timbermen, were relatively better off than the unskilled, 
and got as good pay as builders and printers, and consider
ably better pay than skilled men in the engineering and ship
building. 
It is probable, therefore, that the 0 s ten sib I e c a use 0 f 
most disputes In the coal mining industry is 
not the real cause, but is merely a sign of some 
more fundamental cause of discontent. This 
hypothesis is borne out by the differences in the strike habit 
exhibited by the men in various coal areas. It has been 
pointed out by Collis 1 that the results of the strike ballots 
of the miners taken In 1920, 1921 and 1924 show very similar 
features In the various districts. We see from the following 
Table that the Lancashire miners always voted in largest 
proportion for striking, whilst the South Wales miners came 
next. The Nottinghamshire miners usually showed the least 
desire to strike, and the other miners came between the 
extremes mentioned, with one exception. This related to the 
Yorkshire miners in 1920, and there can be no doubt that the 
relatively low proportion of votes then given for a strike was 
because It followed closely on a previous strike in 1919, which 
Involved Yorkshire, but not other coal fields. 

Percentage of miners Comparative mortality Percentage of 
voting for strtke In In 1910-1912 ::.er., t~~~~ 

1920 1921 1924 All Accl- Pn';.':,':l0nla Unde .... Surfac. 
COilfte1d 

eausel dents Bronchltl. around men 

Nottinghamshlre 55 54 69 570 66 65 28 16 
Derbyshire 72 53 77 591 73 73 26 19 
Northumberland 
and Durbam 70 67 76 635 83 87 13 12 
Yorkshire (51) 65 75 758 117 114 33 16 
South Wales 78 73 90 m 131 135 30 15 
Lancashire 91 90 94 941 183 188 54 18 

These differences of strike habit appear to depend largely on 
the conditions of work, and on their Influence on health and 
I ~ 1.. CoUts. Journal of Industrial HnIene. Vol. 7. Po 221. 1925. 239 
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mortality. In the middle coh.imns of the Table are recorded 
the comparative mortality figures of the miners from accI
dents, from pneumonia and bronchitis, and from all causes 
put together. We see that the figures foIlow nearly the same 
order as the strike figures, and appear to be inter-dependent. 
A greater liability to accident and to death from other causes 
naturally tends to induce increased discontent In the miners, 
and ta. provoke them to strike for what they hope will prove 
to be an improvement in their material conditions. The 
underground men, who form four-fifths of the whole body of 
miners. undoubtedly have to work under extremely arduous 
conditions. In addition to the ever-present risk of injury and 
sudden death, the temperature Is frequently very high, and 
the wGrk has to be done in a miserable light. The miners' 
lamp has an illumination of only about half a candle power, 
and even this feeble light is greatly reduced in strength by 
the absence of reflection from the coal face, and by the coal 
dust suspended in the air. 

Though the material conditions under which the worker 
labours have a great influence upon his contentmen~ and his 
liability to strike, they are by no means solely responsible. 
In the Iron and steel trade, for Instance, where much of the 
work is as arduous as that of coal mining, labour disputes 
are almost unknown. This Is due partly to the fact that 
employers and employees have an a g r e erne n t under 
which wage rates are fixed on a sliding scale dependent on 
the seIling price of the produce. Also there is a very complete 
system of arb i t rat ion and con c III a tI 0 n, under 
which every dispute is dealt with first at the works, and If 
this fails, it is referred to district committees with a neutral 
chairman as umpire. 

What is perhaps the outstanding example of successful co I
I e c t I v e bar g a I n I n g Is met with in the boot and shoe 
trade. In this Industry there has, practically speaking, been 
no labour dispute since 1895, In consequence of the agreement 
then made between the Employers' Federation and the Na
tional Union of Boot and Shoe Operatives. Under this agree-

240 ment all disputes are referred to Boards of Arbitration and 



PROBLEMS REQUIRING RESEARCH 

Conciliation, consisting of. equal numbers representing the 
management and the workers. These Boards meet at frequent 
intervals, and fix rates for hundreds of operations for different 
classes of workers. The present agreement includes a scheme 
of compulsory contributions from employers and workers to 
provide for annual holidays, and a clause which provides that 

. there shall be no restriction of output. 1 

Lab 0 u r T urn 0 v e r. Another index of the workers' dis
content with his lob is afforded by the labour turnover. The 
turnover in many industrial concerns is extremely large. for 
instance, the United States Department of Labour collected 
statistics of turnover in 16 to 176 industrial establishments 
for the years 1910 to 1919", and found an average turnover 
of 112 per cent per annumi i.e., on an average each employee 
changed his lob more than once a year. Of the men leaving, 
no less than 71 per cent went at their own desire. Detailed 
information of the reasons for leaving was obtained at six 
metal and engineering factories 3, and of the aggregate num
ber of over 28,000 workers leaving, 42 per cent did so because 
they were dissatisfied with their Job, and 21 per cent because 
they obtained a better position elsewherei i.e., they were not 
sufficiently satisfied with their present Job to remain in it. In 
Oreat Britain a good deal of information has been collected 
by the Industrial fatigue Research Board' concerning the 
labour turnover of women working in munition factories. It 
was found that amongst the married women working at six 
factories the annual labour turnover varied from 46 to 212 per 
cent, but It was smaller amongst single women, as in them it 
ranged from 27 to 172 per cent. from 44 to 87 per cent of 
the women left at their own request, but this was usually due 
to III health or to domestic reasons, and only 10 per cent of 
the women were dissatisfied with their Job. No doubt labour 
turnover tended to be greater during the war period than at 
other Hmes, and an analysis of the .turnover in nine American 
I d. "Britain's Industrial I'uture." P. 1151. 
• d. P. S. 1'I0rence. "economics of I'atlgue and Unrest". P. 147. 1924. 
• ibid Po 332. 
• O. M. Broughton. Co M. Newbold and Co C. Allen. Report No. 13 of 241 
Industrial I'atlgue Research Board, 1921. 
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factories of all kinds (concerned in the manufacture of ma
chinery, chemicals, clothing, printing, rubber, etc.) gave an 
average turnover of 112 per cent in 1913-14, and of 209 
per cent in 1917-18, or nearly twice as much during the war 
period. 
In some industries, such as coal mining, the men usually settle 
in villages near a colliery or group of collieries, and it might 
be thought that they would, in consequence, remain at the 
same colliery for years, if not for their whole working life. 
Yet they change not infrequently, as can be gathered from 
the labour turnover data recorded on the right side of the 
preceding Table. These figures represent the percentages of 
men taken on in various coalfields during 1924 1, and we 
see that the underground men varied between the extremes 
of 13 and 54 per cent. The extent of the turnover corresponds 
roughly with the proportions of men in the various coalfields 
who voted for a strike, and they, it will be remembered, 
corresponded with the mortality rates from accidents and 
other causes. Hence a sense of dissatisfaction induced by 
adverse conditions of work shows itself in more ways than 
one. It is noticeable that the surface men who, in contrast 
to the undergound men, would not be more likely to experience 
adverse working conditions in one coalfield than in another, 
showed a fairly steady turnover throughout. 

Vol u n tar y A b sen tee ism. A discontented man not 
only tends to give up his job altogether, but even when he 
retains it he is more apt to take a day off work occasionally 
than a contented man, in other words, to lose working time 
by voluntary absenteeism. In a recent investigation made by 
Dr. T. Bedford, Mr. C.,O. Warner and myself in a group of 
ten collieries, where 23,000 men were at work', we determined 
the time lost voluntarily, as well as by sickness and accI
dents, for a period of 21 months (in 1924-26). We found a 
definite correspondence between voluntary absenteeism and 
labour turnover. On grouping the collieries according to their 
turnover, we found that in those collieries where It showed 

I Report of Royal Commission on the Coal Industry. VoL 3. pP. 213. 192. 
• Report No. 51 of Industrial Fatigue Research Board. 1928. 
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an average of 10 per cent per annum the time lost voluntarily 
was only two-thirds as great as in collieries with a turnover 
of 27 per cent. Again, a correspondence between labour 
tunrover and voluntary absenteeism was observed in relation 
to the distance between the homes of the men and the colliery. 
Men living 21/. miles away had a turnover which was 35 per 
cent greater than that of the men who lived only 1% miles 
away, whilst their voluntary absenteeism was 80 per cent 
greater. The increase of both appeared to be due to increased 
discontent, and we obtained further evidence In support of 
this conclusion from the relationships observed between vol
untary absenteeism and the distance the men: had to walk 
underground from pit bottom to coal face. We found that 
when they had to walk 11/. miles the voluntary absenteeism 
was 58 per cent greater than when they had to walk only 
two-thirds of a mile. It should be realised that the greater 
the walking distance the less time remaining to the men 
for hewing coal, and as coal getting is paid at a piece rate, 
this means a diminution of wages. 

THE ~EDUCTION Of' DISCONTENT. 

Having discovered the existence of substantial discontent by 
the methods mentioned, and in other ways such as by personal 
Interviews between employers and employees, It is our bounden 
duty to do what we can to remove the causes of Irritation. 
In some cases this may be easy, and In others, difficult, if not 
Impossible. Take, for Instance, the c 0 a I min i n g I n
d u s try, to which such frequent reference has already been 
made. It Is obvious that by no possible means can It be 
converted Into a light and pleasant. Industry such as the boot 
and shoe trade. The work Is bound to be arduous and un
pleasant, but nevertheless much can be done to lighten the 
load. Underground work would be much more bearable if the 
ill u min a t Ion were greatly improved, and the possibilities 
of such Improvement are Indicated by the fact that in one mine 
at least the coal face Is illuminated by 100 candle-power 
lamps. The v e n til a t Ion of mines Is usually capable of 
considerable improvement, whilst the los s 0 f tim e entailed 
by a long walk from pit bottom to working place can be 243 
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overcome by introducing a system of mechanical transport. 
Almost as important as the improvement of underground 
conditions is the increase of amenities above ground. Even 
now only about 1 per cent of all the miners in Great Britain 
find a p i t-h e a d-b a t h provided for them when they reach 
the surface, though in Germany such baths have long been 
compulsory at all collieries. The miners in this country, clad 
in their soiled Pit clothes, find themselves an object of aversion 
when travelling homewards in tramcar or train, and this must 
tend to diminish their self respect, and increase their dis
content. I am glad to say that this extraordinary lack of 
facilities for cleanliness Is likely to be remedied in the course 
of the next few years. In addition to a lack of baths, there 
is a great lack of sui tab I e h 0 u sin g a c com mod a
t Ion In the neighbourhood of collieries, though here again 
some progress is being made to remedy the deficiency. 
When everything possible is done to improve the working 
and living conditions of the miner, it is probable that the 
dangerous nature of his calling will always tend to make him 
less contented than other industrial workers, but for this very 
reason he deserves greater sympathy and conside.ration. 

And what can we do to reduce the discontent which Is ram
pant even in many of the light and relatively pleasant indus
tries? However much the material conditions of work are 
improved, by the bUilding of well lit, well heated and well 
ventilated factories, having canteens attached where good and 
cheap meals are provided, by shortening the hours of work 
and introducing rest pauses during the work spells, by granting 
representatives of the workers some share in the control of 
the industry, and so on, there will still be a great deal of 
discontent until we Introduce a s Y s tern a tic s c hem e 0 f 
vocational guidance and selection of the wor
kers. Much of modern industrial work is bound to be mono
tonous in character, but this monotony, though unbearable to 
most men and to some women, is often welcomed by people 
'If a certain class of intelligence. They do not care for a 
task requiring thought, but prefer something repetitive and 
mechanical, which permits them to day dream. Olhers prefer 
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work which requires much thought and initiative. Though It 
may be impossible to find exactly the class of work to which 
every worker is best adapted, yet much can be done to place 
him In a job fairly well suited to his special capabilities. 
Striking evidence in support of this statement was obtained in 
the Joint enquiry recently undertaken by the Industrial Fatigue 
Research Board and the National Institute of Industrial PSy
chology. I A group of 100 children, aged 14, were carefully 
tested in respect of intelligence, of character, and of mechanical 
ability shortly before they left school, and were given advice 
as to the kind of occupation they should aim at getting. Two 
years later the effects of this advice were enquired into. It 
was found that 52 per cent of the children had been successful 
in obtaining employment of the type recommended, whilst 40 
per cent were in occupations dissimilar from those recom
mended. As compared with the latter group of children, the 
former group were, on an average, in 'receipt of higher pay; 
they generally obtained promotion earlier; they experienced 
fewer changes of situation, and they hardlY incurred a single 
dismissal between them. Over 80 per cent of them declared 
themselves satisfied alike with the work they had taken up 
and with thclr prospects and pay. On the other hand, of 
those who obtained employment different from the kind advised 
less than 40 per cent were satisfied, and neariy half disliked 
their work. Dr. Cyril Burt, who directed this investigation, 
is careful to point out that It is only a first experiment. which 
calls Imperatively for further research, and I am glad to say 
that the National Institute of Industrial Psychology are now 
engaged In a much more extended enquiry. There can be 
no doubt that wben this and other enquiries reach fruition, 
and the results obtalned are freely applied by the controllers 
of our industries, an immense step will have been taken In 
reducing discontent amongst our Industrial workers. 

To sum uP. It appears that though no single and royal road 
Is open to us for abolishing the discontent of the worker with 
his fob, much can be done to abate It by improving the material 
conditions under which the work is carried out, and still more, 
by vocational guidance and selection of the workers. 245 
• ~e)lOrt No. 33 of Industrial Faticue ~esearch Board. 1926. 



THE RELATION OF INDU~HRY TO CONTEMPORARY 
CIVILIZATION 

BY SPENCER MILLER Jr. 
SecretalY. Worker. Education Bureau of America 

A little over thirty years ago Professor de Oibbens wrote in 
his great work on Industry in .England, "The history of in
dustry is the history of civilization". 
The story of industry is in reality the story of the fulfillment 
of those pressing natural needs which occupy, and always 
must occupy, the bulk of mankind in the struggle for ordinary 
existence. "There is no fact in a nation's history but has some 
traceable bearing on the industry of man, and no fact that can 
be altogether ignored as if It were unconnected with in
dustrial life", wrote Cunningham in his "Orowth of Industry". 
"The progress of mankind is written in the history of its tools", 
asserted Walpole in one of his notable volumes. 
It is a long way from the writings of de Gibbens, Cunningham 
and Walpole to the recent remarkable study of Britain's In
dustrial Future which bears that title. But to the most casual 
observer of British life, it would appear that the industrial 
future of Britain is, broadly speaking, her only future. Industry 
has become the life blood of many of the nations of the 
Western World. 
In considering these vast industrial and social changes that 
have taken place in our contemporary civilization, Professor 
Henri Bergson wrote some years ago, "A century has elapsed 
since the Invention of the steam engine and we are just now 
recovering from the shock which it gave us. The change which 
it wrought in the mechanical process has profoundly altered 
our entire social, economic and industrial life". 
With the accuracy ot this 'evaluation of the consequences of 
the industrial revolution, I think we would all probably agree. 
Industry has come <to mean something far more than organ
ized manufacturing: With the wellnigh universal presence 
of the machine, especially in· our western civilization, 
and with its rapid penetration into the civilization of the .East, 
industry now means all those relationships of economic activity 
which are both the essentials of human existence and the 
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Industry has so completely dominated contemporary civlll
zation that it 'has given to it its essential character. Our pre
sent-day civilization is in essence an Industrial civilization. 
Industry is the very process by which it lives and moves, and 
in which it has its being. And this in spite of the essential 
dependence of our civilization on Its source of food. 
Let some great calamity befall some city and wipe out the 
entire population and in a generation, perhaps in a decade, it 
tan be rebuilt and populated if the countryside remains un
changed. But let some unfortunate blight affect the farms 
and the food crop, and the cities will decline and become but 
the spectres of their former selves. And yet, with it all, our 
Industry overshadows our agriculture as the characteristic of 
our civilization. Even agriculture itself is becoming indus
trialized. 
As we consider the Relationships of Industry to Contemporary 
Civilization, we have before us some of thosltproblems which 
touch at the very basis of our modern life and constitute the 
reasons for the existence of such an association as the I. R. I. 
We are invited to consider, In my opinion, not only the 
relationships that exist, but the extent to which the standard 
of values which are raised up in our industrial life can be said 
to reflect the values of a Oreat Society. 
The observations of an American Indian and an Indian poet, 
representatives of two civilizations that have not been com
pletely transformed by the industrial process, cannot fail to 
challenge our attention. Both are fundamental criticisms. 
When an American Indian, some years ago, came from one of 
the Indian reservations to the center of Industrial America and 
was asked as a result of his visit what Impressed him most 
Ih our development, he replied: "Children working". When 
Tagore, the Indian poet, came to Europe and America on his 
last visit, he said that the substance of the western civilization 
was portrayed for him by an advertisement of one of the great 
bakeries In America which stated that their bread "was not 
touched by the human hand from the raw flour to the finished 
bread wrapped In wax paper". This criticism of contemporary 
life was summarized In a sentence by a fellow-countryman of 
Tagore, who observed that the outstanding fact of Industrlal- 247 
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Ism in the West was the "civilization of labor through the 
loss of skill". 
If industry has this controlling influence upon the very char
acter of our contemporary civilization, then it would seem to 
follow that any considerable effort, courageously pursued to 
humanize industry, must of necessity reach out and influence 
the whole of our contemporary civilization. 
May we not consider together this morning during our dis
cussion some of the ways in which our industry may be trans-

. formed so as to elevate mankind? I am not thinking of systems 
of social reorganization but of the development of new a t t i
t u des toward the industrial process out of which the archI
tecture of the future society must be fashioned. That, I take 
it, is the task which we, as members of this Congress, should 
have some competence to perform. Por the time being, we 
are to consider the general position of industry in relation to 
contemporary civilization - above the differences of political 
outlook, above sectarian separations, indeed above our national 
racial barriers. 
I should like to submit the following seven propositions for 
your consideration; you may wish to add others, but at least 
these will give us a basis upon which to open our discussion: 
1. The way in which we look upon our fellowmen conditions the 
relationship which develops. So long, for example, as man 
looked upon his fellowman as a slave, he justified the whole 
institution of human slavery. And by the same token, so long 
as the employer looked upon labour as a commodity and an 
article of commerce, it justified his exploitation of labor. The 
recognition, on the other hand, of the san c tit y 0 f hum a n 
personal1ty of ·the worker in industry has, 
placed an entirely new emphasis on our pro
b I e m and has given rise to many of tlie groups whose repre
sentatives are present in this Congress. 
2. The recognition of the sanctity of human personality Is 
evolving a new attitude toward industry itself. We have talked 
in the past, and to a certain extent today, of the product of a 
factory or of industry as the inanimate thing which is made and 
sold. Man has been considered a by-product. I submit that the 
new conception is that man Is the product; the inanimate thing 
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is the by-product. Man Is central in the process, the material 
is secondary. In a word, industry exists for man and not man 
for industry. 
3. As the condition of growth is the opportunity for self
expression, so the tests of the industrial process is its capacity 
to afford creative satisfaction in work to all who are employed 
Of all wrongs done to labor, perhaps the greatest was when 
the efficiency of the machine took the place of personal skill 
and self-expression In work. The rediscovery of the impor
tance of this fact and the effort of certain trade unions to 
achieve something creative In work by recording accomplish
ment and by enlarging the economic outlook of the worker, 
reflects this newer attitude toward our problem. 
4. If education is a life-long experience, then productive labor 
forms a part of that experience. fducation must, therefore, 
concern itself with life's work as well as leisure. In the words 
of Dr. Jacks, "It Is only as a laborer that man Is either capable 
of education or worthy of it. The men of science, the artists, 
the poets, the philosophers, the heroes, the saints, the captains 
of Industry and the captains of salvation - what are they In 
the last analysis, but highly educated laborers, found most 
frequently in communities where culture and labor are working 
In alliance; least frequently where they have drifted apart, as 
alas I they are drifting these days. The great task of our times 
Is to reunite these separated elements," 
5. With the temporary flooding of the world with goods which 
are the results of mass production there is a growing need 
for emphasis on the qua 11 t Y instead Qf the qua n tit y 
standard. The Implication of quality standards In industry on 
the whole international situation is very great. It will not be 
so much the rivaling of national competition as a performance 
of the task excellently. Irrespective of its national origin. 
6. Industry for service thus will not be the rather too limited 
conception of indifference to financial responsibility, but a 
deeper and more lively concern for the service of all those who 
participate in the process of Industry whether by hand or by 
brain. By thus serving its own group, It will be truly serving 
the Interest of the entire community. 
7. There Is, finally, an attitude toward industry which Is bound 249 
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up with our international relations. It touches deeply the 
whole question of human relations. If we are ever to achieve 
a· warless world it will be because we have learned first to 
achieve those larger integrations within the structure of our 
industrial life which can reconcile the conflicting interests and 
convert strife to larger constructive service. Therein, It seems 
to me, is one of the great promises of our task in the sphere 
of human relations. 
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RELATIONSHIPS WITHIN THE INDUSTRIAL 
EST ABLISHMENT 

(FROM THE WORKERS' POINT OF VIEW) 
BY'R, M. FOX 

A"thor 01 "Tho Triumph""t Mocbino", Ireland 

Approaching the Question primarily from the workers' stand
Iloint, I would say that the most important line of development 
in industry Is the provision of facilities for the 
ex pre s s Ion 0 f the w 0 r k e r s' pol n t 0 f v lew. 
Works Committees are the best machinery for the 
purpose. The Idea of works committees is not new. Before 
the war they functioned to some extent, especially In the 
engineering industry with which I am most familiar. During 
the war these committees • composed of shop stewards - did 
much at a difficult time to supervise on the men's side, changes 
from ordinary trade union practice, such as Questions concerned 
with the dilution of labour, the rating of machines, etc. Had 
it not been for these Shop Stewards' Committees there would 
have been much more friction in workshops. Trouble, such 
as that which occurred on the Clyde in the early days of the 
war, was largely due to the management refusing to allow 
these committees to function. 
Nee d for I n d e pen den c e. It is essential that these 
works committees should be real Workers' Committees, en
tirely free from patronage or undue Influence from the em
ployers' side. On this point the statement regarding the ex
perience of a Steel Rolling Mills in J:ngland is of value: 
"In our experience, a purely Workers' Committee is most 
effective. When a body of workmen meet together, some of 
them rough and probably illiterate, they are not afraid to 
express themselves In their own way. There is, therefore, a 
much better chance of having a subject thoroughly thrashed 
out and of getting to the root of a matter. There would not 
be the same readiness to get things off their chest and say 
what they want to say, were any members of the management 
sitting with them." 1 

In this case the works committee is represented on a larger 
Works Council In which the management takes part. What I 
• Welfare Work, May 1925. 253 . 
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wish to emphasize is that no Joint Committee can be an effec
tive substitute for a Workers' Committee, though it may 
be a useful piece of machinery through which the workers can 
bring their influence to bear, after they have discussed matters 
among themselves. It is not fair to expect workmen to for
mulate their opinions at a committee where the management 
is represented. Workshop machinery is only successful insofar 
as it secures the expression of real opinions and grievances. 
If opinion is stifled, then the whole purpose of workshop 
organisation is defeated. Discontent is intensified and finds 
other expression either inside or outside the workshop. Poss
ibly the failure to realise the need for independence has led, 
apart from other factors, to the poor results of the Whitley 
Council scheme that was initiated in England in 1918. Of 
73 Joint Industrial Councils working in 1922, only 43 were 
surviving in 1923 and the scheme has produced distinctly dis
appointing results. But the idea of the works committee has 
persisted and grown stronger. In the English Engineering 
Industry, the York Agreement in 1919 recommended the setting 
up of Shop Steward Committtes in every establishment. The 
Mining Industry Act (1920) established District and Pit Com
mittees, and the Railway Agreement (1921) set up an elaborate 
system of committees. The industrial depression affected all 
these schemes, but the Idea of works committees is coming 
to the front again. This is Indicated by the proposal in the 
Liberal Industrial Report for the compulsory establishment of 
councils in all factories employing over fifty people. 
I n f1 u e n ceo f Com mit tee s. It is recorded of several 
of these committees which are well-established, that while at 
first grievances monopolished the whole time and attention, 
the discussion soon became less destructive and more con
structive. Workers have' been forced into the position of 
opponents or critics of workshop methods, because their co
operation has never been sought. It was only by grumbling 
and threatening that they could get any changes made. If this 
position is to be altered, the works committees must have a 
wide scope. Questions of workshop management and arran
gement must be brought up for discussion. If in any industry 
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the committee will not be able to act in a 'creative and con
structive way. Everything is to be gained by allowing com-

.. mlttees to make suggestions as to management and to press 
them forward. fIis experience in the workshop makes the 
worker's opinion of value on every point. There is the need 
for greater freedom of discussion in these committees, and this 
would give an opportunity for greater personal expression in 
industry. 
Co-partnership and Profit-sharing have little bearing gn 
workshop relations because in the main they appeal solely to 
the acquisitive instinct. These schemes do not necessarily 
carry with them any voice in workshop conditions. They do 
not directly appeal to any creative or constructive impulse. 
In the same way wise benevolence or kindly autocracy falls 
short. With growing maturity the workers desire some 
machinery through which their own opinions may be ex
pressed. As against the stultifying influence of mass pro
duction, workers claim the right of individual assertion through 
workshop committees - the use of their minds as well as their 
fingers - in matters of shop organisation. 
It is sometimes urged that the greater influence of the worker 
in the shop will make for inefficiency. But in general It is 
not true that the workers are opposed to efficiency. Speaking 
from a workshop standpoint. I should say that the most 
miserable time Is when work Is slack. When there is not 
much to do the hours seem to crawl by. What the worker will 
try to ensure Is that efficiency will not be at his expense either 
financially or of health and comfort. 
Problems of education and welfare so far as they come Into 
the workshop are matters of legitimate discussion by works 
committees. In one case I know. the workers contribute 
through their shop organisation towards scholarships, while 
the firm also contributes. On the question of how far repe
tition .work Is necessary and how It may be varied. the works 
committee view is Important. The Machine Age is here to 
stay. But industry is now carrying an incubus of autocracy 
along with It. Works committees are needed to give balance 
to the machine - a means for human expression which other-
wise It would lack. 255 
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We are often asked by cautious people - where will these 
works committees stop? But we can leave the future to settIe 
that. The real question is where they should start. They 
should start in the workshop to deal with problems of malad
justment, of repressed individuality, of stunted lives. They 
are a reaction against regarding the workers as "man-power", 
as so much material. In one workshop when work was slack 
the night shift was abolished and the day men had to work 
till nine o'clock every evening. There was no work for some 
and overwork for the others. Conditions were made worse 
for all and discontent increased all round. A workers' com
mittee would have urged a fairer distribution of the work 
and in general have emphasised the human side of workshop 
organisation. 
The most important development facing us in workshop re
lations is the growth of these works committtes. As they 
function in the works they will be admitted as an integral 
part of workshop management It is on these lines that we 
must look for a solution of present industrial evils. These 
committees will bring a new point of view to bear on every
thing in the workshop. Efficiency experts, whose work up 
to the present has often intensified evils rather than lessened 
them, will have to consider this new factor. 
The relationship within the industrial establishment must 
begin on the basis of the recognition of the workers' right 
to present an independent point of view and to give that 
point of view effective expression. This will not eliminate 
discontent, but it should reduce it. It should lead to co
operation in the workshop on some points, and a clarification 
of points of difference. The improved status of the worker 
in itself would help to remove much Irritation. Works Com
mittees stimulate thought on workshop problems and diffi
culties, and re'sult in greater practical knowledge. They are 
the starting point of real improvement in workshop relations. 



RELATIONSHIPS WITHIN THE INDUSTRIAL 
EST ABLISHMENT 

(FROM THE EMPLOYERS' POINT OF VIEW) 

BY A. R. COLMAN 
Director. M ... n. J. J. Colman. Ltd •• Norwich. ED.land 

I was asked only yesterday to say a few words on this subject. 
because I was told that for once we wanted to get down to 
real braSs tacks, to hear what is being done in a factory, and 
not deal with general broad tendencies over the next ten 
years. So for ten minutes or so, if that is what is required, I 
will endeavour just to tell you what is happening with us at 
Norwich. 
Talking of Industrial relations and policy seems to suggest 
somehow to one's mind something derived from America. I 
do not know why, but it Is so. As one of the Americans 
suggested last night, not in so many words perhaps, but the 
sense was that the difference between Americans and English
men, and perhaps to some extent Continental people too, is 
the difference which exists between a perfectly well regulated 
hen and a perfectly well regulated duck. If a hen Is so 
fortunate as to lay a good egg, she has got to let the 
world know about it; the duck probably lays an equally good 
egg, but she just slips off and has a swim. About a year ago 
an American came down to us at Norwich and asked us if we 
could give him a line on our industrial relations policy, and 
we told him we were afraid we had not got one. When he 
explained what it all meant, we found after all we had most 
of the Ingredients that go to make up that policy, but we just 
had not thought to give it that name. I think probably that 
Is so In a good many places In Europe. The policies which 
ha'Ve been adopted have grown up with the business out of a 
sense of sound business policy and of trying to give the worker 
and everybody in the business a fair deal, and not from any 
specially thought-out academic policy. 
I can summarize the needs of a worker In any particular Job as 
about four: 

1. fair wages; 
2. good working conditions; 251 
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3. security; 
4. an interest in the business as a whole. 

I will tell you how we try to meet these four points. 
Pirst, fa i r wag e s: I need not say anything about that, except 
that our wages are fixed in consultation with the trades unions, 
and have relation to the rates of wages which are ruling in 
the district and to the nature of the work performed. There 
are of course the usual privileges that, I expect, most firms 
give, such as one week's holiday per year on full pay. and 
so on. 
The w 0 r kin g con d i t ion s are kept right in two ways. 
Pirst of all, by giving every worker the right of access at any 
time to his manager, and if he does not get satisfaction there, to 
the General Managers' Room and the Directors' Room. Second
ly, there is a Works Council, such as you are all familiar with. 
Every Department sends a member to the Works Council, 
which meets once a month in Company time. The Works 
Council elects an Executive Committee which meets the Direc
tors and the General Manager also once a month. The 
representatives have a chance of reporting the decisions reached 
at this meeting to their constituents in the workrooms. in half 
an hour per month, which is given by the Company. That 
is how they keep in touch with their electorate. 
As regards sec uri t y 0 f ten u r e, the chief safeguard we 
have at Norwich is that we do not leave the power of decision 
with the foreman or with the manager. No regular worker 
- that is to say, no Dian over 18 years of age who has 
been with us more than a year - may be discharged without 
the consent of the General Manager and one or more of the 
Directors. So any man who is discharged knows he will get 
a fair hearing before any action is taken. I daresay even more 
important to the men than that, is the knowledge of the policy 
of the Company over the past twenty or thirty years. Our 
labour turnover has averaged less than one per cent, so they 
have a fair feeling of security in their jobs. Then there is a 
short-time scheme, the details of which may be in keeping 
with that of many other firms, whereby, if any man loses more 
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loss of wages in excess of six hours per week is made up out 
of a short-time fund, which originally started by a grant from 
the Company, but is now maintained by a grant each year 
from the Prosperity Sharing Scheme. 
In the event of any department being forced to get rid of 
regular workers· so far we have not had to discharge anyone· 
we do it in this manner: We have what is known as a "Yard" 
Department, which is a department of unskilled manual labour, 
and any regular workers which have to be turned off from any 
skilled department are offered the opportunity of being trans
ferred to the Yard Department, where they share out the 
work that is available for them, as long as there are 
extraneous jobs going on in the firm, such as the erection 
of new buildings and so on. Up till now there has been 
opportunity of giving all the people in this department full 
work, but it is possible that when the outside work is com
pleted, the sharing of this work among so many men may 
mean that every man in that department will have to stand 
down one week In every month. During that week he wlil 
draw the state unemployment pay, so that for the average of 
a month he will receive five per cent less than the standard 
rate of the department, and so he has a fair amount of security 
In that way· he knows he will not suffer at any rate a very 
heavy decrease In his income. There is also a contributory 
pension scheme for the men, which operates at the age of 65, 
and to which they all belong. We recently instituted a small 
non-contributory scheme for women, because we found that 
there are a few widows who do not leave our employment as 
do most of the girls with us, and who stop on up to the age of 
65, and we have now made provision for these few also. 
As regards the necessity of giving the workers a direct i n t e r
e 's tin the bus I n e s s, that is probably the ·most difficult 
phase of all. Our chief effort in this direction has been the insti
tution of a Prosperity Sharing Scheme whereby the amounts 
which remain over after the shareholders have received their 
diVidends, are divided equally between employees and the share
holders; this Is distributed among the employees as a dividend 
and Is payable on the wages which they have received from 
the Company during the year. This scheme has been In 259 
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op~or three years, and the average amount every man 
has received is about £9. or £10. per year. 
We have also instituted a Suggestion Scheme to try to en
courage employees to take an interest in the work. That has 
only been running a year, but it has not produced quite the 
number of suggestions I had hoped for. We have only 
averaged about 40 a month, wWch is not very much from 
2,000 employees. 
I suppose the next step one would like to take would be to give 
more information for everybody. It must be a matter which the 
workers would appreciate to some extent, to be brought into 
the counsels of the Company and given some information, or 
more information, not only about the work they are doing, 
but about the whole policy of the Company. In this connection 
we suffer at Norwich from a disease which is very common in 
England; I refer to the secrecy complex. It is well known, 
I think, that an Englishman travelling in America or even on 
the Continent can immediately be recognised as English by 
the way he slinks along and tries to get into the only empty 
carriage, buttons up his coat and does not say anything to 
anybody if he can possibly help it. This is not confined to 
business men, as far as I can see, but is a deeply ingrained 
English trait. People seem to regard their personal affairs, 
especially their personal financial affairs, as not quite suitable 
for polite conve~sation. It has not been directly put up to 
the Board, but I am fairly sure I know what the result would 
be, if we suggested throwing open our books for inspection by 
the employees in the same way as Mr. Rowntree. and I 
daresay other firms, probably Cadburys, do. There is some
how a great reluctance to make known information of that 
sort, although there is nothing particularly to be ashamed 
about. Still I hope we' shall make a start some time in that 
direction. It will be delayed by the fact that it is no good 
until one is ready to go the whole way. Until one is ready 
to throw the bookS right open, I am afraid it is not much good 
making a start in it smaller way. 



ZUM SYSTEM OER PERSONENBEZIEHUNGEN IN 
BETRIEBEN 

(PSYCHOLOGISCHE BETRIEBSVERF ASSUNG) 
VON H. MARS. B. A., 

Referent. Arbeitlwi .. enachaftlichea Relent der Kammer: fill Albeiter unci 
Angeetellte. Wiea. 

Die Mitglieder der I. R. I. sind durch die Satzungen verpflIchtet. 
frorterungen polltlscher fragen 1m Rahmen der I. R.I. grund
satzlich zu unterlassen. Das kann aber selbstverstandlich 
nlcht heissen, dass bel der frorterung wirtschaftlicher, sozialer. 
wlrtschaftspsychologischer und -philosophischer fragen poli
tlsche Gegebenheiten nlcht In Rechnung gestellt werden 
dUrfen. Oesterreich, das Land, das auch Ich zu vertreten die 
Ehre habe, hat aus verschledenen GrUnden eine stark klassenbe
wusste Arbeiterschaft. Mit dieser sozialpsychologlschen Tat
sache muss man In Oesterreich rechnen, wenn es slch darum 
handeit, befrledigende Arbeitsbeziehungen, gesunde Arbelts
bedingungen In Produktlon und Vertellung einzufiihren. Wir 
haben Beisplele In Oesterreich, dass trotz dieser politischen 
Haltung der Arbeitnehmer, die entgegengesetzte Interessenlage 
von Kapitai und Arbeit als Ausgangspunkt Ihrer Beziehungen 
eu den Arbeitgebern zu nehmen, zwischen den einzelnen Ar
beitnehmern, den Betrlebsraten und den Gewerkschaftsver .. 
tretern elnerselts und Unternehmern andererseits personllche 
Beziehungen mogllch sind, die sowohl die Bildung der Arbeits
freude als auch die Vertretung der gegenseitlgen Interessen 
erlelchtern. 
Es muss elne Internatlonale Verelnlgung filr BestgestaitUng. 
der Arbelt auch Interesse dafilr haben, wie In elnem Lande 
mit klassenbewusster Arbelterschaft die Personenbezlehungen 
Innerhalb der Betrlebe befrledigender gestaitet werden kilnnen. 
damlt die Arbeitnehmer, die von ihrem politischen Standpunkt 
nlcht abrilcken wollen, elne wesentliche sozlal-psychologische 
Arbeitserleichterung empfinden und damlt die Produktlons
aufgaben besser erfilllt werden kilnnen. Ganz allgemeln 
herrscht die falsche Auffassung vor, dass Personenbezlehungen 
zwischen Unternehmern und klassenbeWussten Arbeltnehmern 
naturnotwendig andauernd gestilrt sein milssen. Nichts ware 
falscher als gerade In elner Wlrtschaft, In der die eigentlichen 261 
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Produktionsmittelbesitzer dem' Arbeiter als eine unpersonliche 
Macht erscheinen, eine solche Auffassung zu hegen. 
Eine Analyse der Betriebsorganisation ergibt, dass sie eigent
lich ein System von vier ineinander verflochtenen Organisations
komplexen ist: 

Die rna Ie ri eII-tech n i sch e 0 r g ani 5 a t ion hat die 
technischen Arbeitsmittel miteinander zu verbinden; 
Die kalkul a toris ch e 0 r g an is a ti on hat die Be
wertungen der einzelnen Betriebsvorgange zur Aufgabe; 
Die verwaltungstechnische Organlsatlo{n 
organisiert fortlaufend die Arbeitsaufgaben der einzelnen Ar
beitnehmer und Arbeitsmlttel; 
Die Organisation der Personenbeziehungen 
zwischen allen BeLegschaftsmltgliedern:, die 
neben und 1m wesentlichen unabbangig von den drel librigen 
Organisationskomplexen besteht. 

Diese Unterteilung wurde vorgenommen, urn zur Einslcht zu 
verheIfen, dass 1m Foigenden die Beziehungen zwischen den 
1m Betriebe versammelten Personen und ihre psychologische 
Situation als eigenes Problem behandelt werden konnen, ohne 
viel Bezug auf die anderen drei Organisationskomplexe zu 
nehmen. 
Hen ry For d hat elnmal ausgesprochen, dass zur Herbel
flihrung eines guten Einvernehmens zwischen den elnzelnen 
Personlichkeiten elnes Unternehmens oder deren Abtellungen 
besondere Anstrengungen liberfllisslg sind, denn "urn Hand In 
Hand zu arbeiten, muss man slch nicht Iieben". Scharfer kann 
der Standpunkt nicht prazisiert werden, der dem In diesem 
Referate vertretenen entgegengesetzt 1st. 
Man kann zwel Systeme von Personenbezlehungen In Betrleben 
erkennelli Es gibt da zunachst die die n s t I I c h-d I s zip li
n Ii r e n Per son e n b e z I e hun g e n, die den regelrechten 
Fortgang der Arbeit gewlihrleisten mlissen. Daneben bestehen 
d em ok ra tisleren de (a usgl elch end e) Pe rso
n e n b e z I e hun g e n, die viefach den dlenstlich-diszipliniiren 
gegensinnlg gerlchtet sind. Die Betriebsriite, die gewerk-

262 schaftlichen und politischen Vertrauensmiinner, die I'unktlonlire 
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kuitureller und geseIIschaftIicher Arbeitnehmer-Organisationen 
ausserhalb des Betriebes stehen oft in einem. dienstIichen 
Unterordnungsverhliltnis zu hOhergesteIIten Betrlebsmitglie,., 
dern. Diese Betriebsmitglieder in hOherer Stellung sind aber 
wieder ihrerseits ausserhalb des Betriebes den dienstIich unter
geordneten Arbeitnehmern unterstellt und zwar im Interesse 
der gewerkschaftIichen, politischen, kulturellen und gesell
schaftllchen Organlsationsziele und -Disziplin. Es durch
kreuzen sich daher die psychischen Personenbeziehungen In 
dem Sinne, dass ein und dasselbe Betriebsmitglied einem 
anderen sowohl fiber- als auch untergeordnet ist. 
Dieser Zustand 1st iiusserst wUnschenswert in einem Lande 
wle Oesterreich, das erst vor 10 Jahren in die gliickliche Lage 
kam, den absolutistischen Militiirismus und Biirokratismus 
abzustreifen. Jeder der weiss, wie schwer ein Volk die mili
tiirlsche und biirokratische Tradition brechen kann, muss es 
begriissen, dass 1m Betriebe diese Gegensinnigkeit der Per
sonenbeziehungssysteme vorhanden 1st, denn sie 1st gewiss das 
beste und slcherste Mittel, urn den militaristischen und biiro
kratischen Geist aus der Betriebsdlsziplin zu bannen. 
Die Betriebsdlszlplin ist niimlich leider In Oesterreich, und 
wahrscheinlich auch In anderen Liindern, nlcht nur reine Ar
beitsdisziplin, sondern sie ist auch Sozialdisziplin. Die A r
bel t s dis zip 1 I n ist dadurch gekennzeichnet, dass sich die 
ausfiihrenden Arbeitnehmer 1m Bewusstsein eines gemelnsamen 
technlschen Produktionszieles der technischen und arbeits
organisatorischen f'iihrung durch die ihr Vertrauen besitzenden. 
technisch begabten f'unktioniire freiwillig unterwerfen. Die 
So z i aid I s zip 1 In aber dient der sozialen Machtbehaup
tung. Sie verlangt, dass sich der sozial tieferstehende Arbeit
nehmer dem sozial hOherstehenden Unternehmer und seinen 
Vertretern erzwungenermassen unterwerfe, nur wei! diese 
sozlales Prestige, soziale Vorrechte, soziale Machtmittel, etc., 
besltzen. Die angestrebte sozlale Uebermacht 1m Betriebe 
kann nur mittels milltarischer und biirokratischer Methoden 
aufrecht erhalten werden und gerade dagegen strauben 
slch die Arbeltnehmer und zwar vor allem die klassen
bewussten Arbeitnehmer. Sie betrachten und empfinden die 
soziale Disziplin als eine arbeitshemmende, unniitze Storung 263 
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und Beschwerung der Personenbeziehungen die auch in der 
kapitalistischen Produktionsweise zum Tei! zu beseltigen 
sind. 
Es ist bekannt, dass gewohnlich der Aufbau der Ieitenden Be
triebshierarchie, ihre Befugnisse und Amtsfiihrung gewollt und 
ungewolIt zur sozialen Beherrschung und OeItendmachung der 
sozialen Machtuberlegenheit fuhren. Will man also die aus
schlaggebendste sozia!psychologische Ursache der Arbeit .. 
unlust und Peindseligkeit gegenuber dem Betrieb beseitigen, so 
ist somit die richtige Zusammensetzung und das richtige Ver
halten der Betriebshierarchie das wichtigste Mittel. Piir 
Lander, in denen die leitende Betriebshierarchie ahnlich wie 
die osterreichische beschaffen ist, mussen folgende sozialpsy
chologische Porderungen aufgestellt werden: 

Die Betriebshierarchie darf keine schmarotzende Burokratie 
enthaIten. Man darf nicht unnutze hahere Betriebsfunktlonen 
erfinden, nur damit man verwandtschaftlich oder gesellschaft
nch nahestehende Personen in der Wirtschaft unterbringt . 
.Ein Sonderfall der schmarozenden Burokratie sind die unnutzen 
Autoritatsstellungen, die man fiir alteingessene, langst pen
sionsreife Angestelite schafft, nur dam it sie einen Wirkungs-
kreis haben. . 
Die leitenden Angestellten mussen sowohl psychische als auch 
flhysische Begabung fiir ihre Punktion besitzen; sie mussen 
insbesondere zur technischen und padagogischen Menschen
fuhrung taugen. Sie mussen eine naturllche Autoritat dar
steUen, die nicht erst Zuflucht zu Milteln der sozialen Macht
Oberlegenhelt nehmen muss, urn sich zu behaupten. 
Kein leitender Angestellter darf Disziplinargewalt ohne ent
sprechende technisch-arbeitsorganisatorische Verantwortung 
besitzen. Jene Vorgesetzte, die durch soziale Herkunft, BIl
dungsstufe, berufliches Konnen und Einkommen den Arbeitern 
nahestehen, mussen mit besonderer Sorgfalt und unter Mit
wirkung der Arbeitnehme~ ausgelesen werden, denn sie machen 
gewohnlich einen krampfhaft iibersteigerten Machtwillen gel
tend, der das Selbstwertungsgefiihl der Arbeiter umsomehr 
beleidigt, als diese Vorgesetzten ja aus derselben sozlalen 

. ~64 Schicht stammen. 
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Elner rlchtlg zusammengesetzten leitenden Betriebshierarchie 
mit der richtigen sozialen Einstellung sind zwei sozialpsycho
logische Aufgaben gestellt. Sie hat erstens auf ric h t i g e 
Mis c hun g de r Per son II c h k e it sty pen im Betrlebe, 
zum Teil ganz unabhlinglg von den Arbeitsaufgaben, zu achten. 
Sle muss z.B. trachten, dass neben "Motorenmenschen", deren 
Arbeitsablauf Oeduld und Olelchmass charakterisieren, "Im
pulsgeber" gestellt werden, die fortwlihrend Anregungen geben, 
Neuerungen und Verbesserungen durchfiihren wollen. Ferner 
miissen auch die Praktlker, die Optlmisten, die geborenen 
"Schlichter", die Kontrollmenschen, etc., 1m richtigen MI
schungsverhliltnis vertreten seln, damit im ganzen Betrleb ein 
psychisches Niveaugeflille, eine psychische Spannung, vorhan
den 1st, die allein einen fortschrittlichen Produktionsgelst 
garantleren und die psychische Betrlebsatmosphlire fUr die 
Entwlcklung der Arbeilsfreude gUnstig gestalten. 

Ebenso schwlerlg, aber wichtlger als diese Aufgabe der Be
trlebsleltung, 1st die andere: Men s c hen b e han diu n g s
k u n s t zu iiben. Dlese Kunst muss sich vor allem darauf 
beziehen, die besonders In klassenbewussten Arbeitern einge
wurzeiten kontrliren sozialpsychologischen Reaktlonen von 
aller kiinstlichen Steigerung durch psychoiogische Fehigriffe 
der Betriebtsieitung zu befreien. Es seien einige kontrlire 
sozlaipsychologlsche Reaktlonen (oder Ressentiments. wenn 
der Ausdruck In diesem Zusammenhang zutreffend 1st) heraus
gegrlffen. 
Die Sozlaldlszlplin stelgert das 0 e f U hid e rUn t e r d r ii k
k un gins masslose. Die Eigenart des der Denklogik vlelfach 
w:ldersprechenden psychlschen Mechanlsmus bedlngt es, dass 
das Ressentlment gegen die sozlale Machtiiberlegenheit elnlger 
Angestellter f!ilschUch auf aile leltenden Angestellten ohne 
AusnalJme, auf die materlelle Betrlebsausstattung, auf den 
Weg zur und von der Arbeit, auf die Betriebskollegen, etc., 
Ubertragen wlrd. Ole Arbelterschaft wlrd slch unter sol chen 
Umstlinden entgegen der sonstlgen Oepflogenheit selbst gegen 
Notwendlgkelten der Produktlonsdlszlplin stellen. 
Das 0 e f il hid e rUn g 1 e I c h h e it entspringt dem Res-
sentiment gegen die sozlaie Mlnderwertlgkeit, die slch aus 265 
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dem Vergleich der eigenen Lage mit iener der Unternehmer 
ergibt. Es ist eine Illusion, zu meinen dass man allen Arbelt
nehmern das Gefiihl der sozialen Minderwertigkeit ausreden 
-konne. Den Handarbeitern ganz bestimmt nicht. Denn die 
Geringschatzung der industriellen Handarbeit ist nicht etwas, 
das nur in der Einbildung der Menschen lebt, sondern es be
stehen dafiir konkrete gesellschaftIiche Ursachen, die diese 
Geringschatzung hervorrufen. Die Aufdeckung der Ursachen 
lasst auch zugleich die Mittel erkennen, wie dieses Gefiihl von 
kiinstlerischen Steigerungen befreit werden kann. Leider 1st 
zu erkennen, dass die denkbaren Abhilfemittel im gegenwar
tigen Stadium der Technik und der Wirtschaftsverfassung 
nicht zu beschaffen sind oder nicht angewandt werden konnen. 
Welches waren die Abhilfemittel? ' 
Weitgehende Existenzsicherung muss den Zwang der Not als 
primares Arbeitsmotiv in den Hintergrund treten lassen. Be
seitigung der SozialdiszipJin muss die Handarbeit yom Zwange 
der sozialen Uebermacht befreien; technischer Fortschritt 
muss die intellektuell-minderwertige rationalisierte Handarbeit 
verdrangen; hohere Lohne und mehr Freizeit miissen den 
wirtschaftlichen und kulturellen Tiefstand der Arbeiter be
heben; asthetischer Fabrikbau muss die Arbeit yom Eindruck 
des Hasslichen, Gefangnisartigen erlosen; Verbesserung des 
technischen Arbeiterschutzes muss die Handarbeiter gesund 
erhaiten, damit sie nicht physisch inferior werden. Beistellung 
von Arbeitskleidung, Waschgelegenheiten, etc., miissen der 
Arbeit das Stigma des Schmutzigseins nehmen. Nur wenn 
diesen Forderungen Rechnung getragen wird, wird der klassen
bewusste Arbeiter empfinden, dass das Gefiihl der Ungleichhelt 
von kiinstlichen Verstarkungert frei ist. 

Eine der praktisch wichtigsten kontraren, sozialpsychologischen 
Reaktionen ist das 0 e f ii hid e r' So If dar i til t, das eigent
lich eine Umbildung verschiedener Oefiihle wie z.B. des Aus
gebeutetseins, des Unterdriicktseins, der Ungleichheit und eine 
aufbauende, namentlich gesinnungsbildende Kraft ist. Die klas
senbewussten Arbeiter lehnen instinktiv alles ab, was die wirt
schaftliche und ethische Bedeutung ihres Solidarltatsempflndens 
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lede Einflussnahme des Unternehmers auf das wirtschaftliche 
und kulturelle Verhalten der Arbeiter an dieses Gefiihl an
knUpfen und auf ihm weiterbauen, indem womoglich immer 
mit der Gesamtheit der Arbeitnehmer oder ihren Vertretern 
lede weitergehende Massnahme beraten wird. Man kann 
den Arbeitnehmern, namentlich den klassenbewussten Arbeit
nehmern, die Arbelt nicht mehr psychologisch erschweren, als 
durch den Versuch, das ZusarnmengehOrigkeltsgeftihl dadurch 
zu bekampfen, dass man jeden einzelnen Arbeiter nach Moglich
keit isollert. Es soil im Gegenteil jede isollerte Arbeit verge
sellschaftet werden. 
Die Arbeiter empfinden, dass viele ihrer tieferen WUnsche und 
BedUrfnisse in der Gegenwart nicht befriedigt werden konnen 
und deshalb entstehen In Ihnen Vorstellungen eines besseren 
Zukunftszustandes. Wer dieses auf die Zukunft gerichtete 
Geftihl herabsetzt oder verhOhnt, muss das Ressentiment der 
Arbeiter gegen sich ohne wirtschaftliche GrUnde entfachen. 
Zu dieser eben gekennzeichneten Geftihlslage der Arbeiter 
kommen noch eine Reihe von typischen intellektuellen Ver
haltensweisen hinzu, deren Kenntnis fUr die Behandlung der 
Arbeiter grundlegend 1st. Das Denken der Arbeiter ist vor 
allem durch Imp u I s I v I til t, N e I gun g z u m Pro t est 
un d z u m Mis s t r a u e n sowie durch n e r v 0 s e U n r u h e 
gekennzeichnet. Die Betriebsleitung muss mit dleser intel
lektuellen Verhaltensweise rechnen und darf die Impu\sivitiit, 
Proteststimmung, Nervositat nicht gegen sich personlich ge
richtet erachten. Es muss von der betriebsleitenden Hierarchle 
verlangt werden, dass sie gegenUber dem durch Umweltseln
flUsse bedingten Willensverhalten und intellektuellen Habitus 
der Arbeltnehmer ausreichende Nachsicht zu Uben versteht. 
Ole Bertickslchtigung der Oefiihlslage und der intellektuellen 
Verhaltenswelse erfordert yom Betriebsleiter die Beachtung 
einer Reihe von Orundsiitzen der Men s c hen b e han d
I u n g sku n s t und der Erziehungslehre, so z.B. dass so wenig 
Oebote und Verbote aufgestellt werden dUrfen als nur miiglich; 
dass das Oeftihl des Arbeitszwanges moglichst vermieden wer
den soli; dass Jeder Befehl die Form einer BiUe annehmen soli; 
dass Ueberwachungen und Kontrollen nach Miiglichkelt unauffiil-
lig durchgeftihrt werden soli en ; dass die Kritik an den Arbeiten 267 
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der unterstellten Arbeitnehmer milde und nur sachlich durch
gefilhrt werden soli; dass Lob reichlich und gerne ge
spendet werden 5011; dass Tadel am Verhalten der Betriebs
leitung gerne und freudig von dieser entgegengenommen wer
den 5011; dass Umgangsformen der Arbeitnehmer, die durch 
deren kulturelle Umgebung bedingt sind, nicht abfallig kritisiert 
werden; dass dem Arbeitnehmer auch filr seine eigene Person 
Interesse gewidmet werden soli; etc. 
Der MenschenbehandIungskunst der Betriebsleitung muss jene 
der unterstellten Arbeitnebmer gegeniiber stehen. Die Arbeit
nehmer miissen es verstehen, unniitze Reibungsflachen mit der 
Betriebsleitung zu vermeiden und filr unvermeidbare Reibun
gen eine Schlichtungstechnik zu entwickeln. Oesterreich hat 
hauptsachlich durch die Institution der Betriebsrate, die zu 90% 
aus klassenbewussten Arbeitnehmern bestehen, in weitem 
Masse diese Schlichtungstechnik entwickeIt. 
Die Voraussetzung dafilr, dass unter gleichgestellten Mit
arbeitern befriedigende Personenbeziehungen herrschen. ist dIe 
Einflussnahme der Arbeitnehmer auf die Zusammensetzung der 
Belegschaft. Namentlich 5011 die Zusammenfassung von Ar
beitern zu einer Arbeitsgruppe nicht ohne Mitwirkung der 
Arbeiter geschehen. Eine gute psychologische Betriebsatmos
phiire unter den gleichgestellten Mitarbeitern entwickeIt sich 
dann von selbst. 

Die Personenbeziehungen zwischen gleichgestellten F r au e n 
und Mannern sind noch vielfach sehr unbefriedigend. Trotz aller 
politischen G1eichberechtigung versagen mannliche Arbeit
nehmer den Frauen nicht nur 1m Betriebe, sondern auch im 
Hause gleiche soziale Wertung. 1m Familienleben der meisten 
Arbeiter ist die Frau noch immer bloss die untergeordnete, ab
hangige Lebensgefiihrtin und Haushalterin. Die iederzeit vor
handene, latente Spannung wird noch durch die schlechtere 
Bezahlung der Frauenarbeit erhOht. Daran sind oft nicht nur 
die Unternehmer, sondern auch die Arbeitnehmer schuld Auf 
verschiedene Probleme der Personenbeziehungen, die sich aus 
den geschlechtllchen Verschiedenheiten ergeben, kann leider 
nicht eingegangen werden. Vielleicht ist es richtig, als Orund-
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verheiratete Prauen sein sollen, dass Prauen und Manner nur 
dann im selben Arbeitssaale arbeiten sQ.\1en, wenn sie zahlen
massig gleich stark sind, etc. Diese Personenbeziehungen 
sind noch wenig durchforscht. Jedenfalls aber ergibt auch 
schon eine oberflachliche Analyse, dass sie unbefriedigend 
sind. 

In den voranstehenden Ausfiihrungen wurden die Hauptgebiete 
der betrieblichen Personenbeziehungen beriihrt. Es wurde 
besonderes Hauptgewicht auf die Eriirterung jener Pakloren 
gelegt, die gewiihnllch iibersehen werden. Es sind aber gewiss 
noch viele andere zu entdecken. Mitglledern der I. R. I. eriiffnet 
sich hler ein dankbares Arbeltsgebiet. . 
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DIE BEZIEHUNGEN INNERHALB DES INDUSTRIEL 
LEN UNTERNEHMENS YOM ST ANDPUNKT DES 

BETRIEBSRATES 
VON E. LlJBBE 
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Traditionelle Beziehungen innerhalb der Belegschaften. 
Die Stellung der Werksleitung: 
a. Innerhalb ihres eigenen Kreises, 
b. zur Angestellienschaft, 
c. zur Arbeilerschafl. 
Die Verschiebung der Bedeutung der Angestellienschaft frilher und jetzt. 
Ole Stellung der Angestelltenschalt zur Arbelterschalt. 
Die Siellung der Gewerkschaflen zu den Belegschaften. 
Die politische Partel und ihr Elnfluss auf die Belegschaflen. 
Die Betrlebsrate innerhalb des bisher behandelten Gebietes. 
Politile, Gewerkschall und die Auswahl der Belriebsvertretungen. 
Die Widerslilnde in der Erfiillung der geslellten Aulgaben. 
Die Schulung der Betriebsvertretungen. 
Ihre geselzlichen Aufgaben. 
Die Moglichkeit der Belatigung in diesem Rahmen. 

Schon seit langem ist mir bekannt, dass der deutschen Be
triebsratebewegung ein ausserordentliches Interesse entgegen
gebracht wird. Diese Tatsache ist besonders verstandlich 
fiir die jetzige Konferenz, da die Betriebsratebewegung mit 
dem tlauptthema des Kongresses ja auf das engste ver
bunden ist. 
Ehe ich auf das Wesen und die Auswirkungen der deutschen 
Betriebsratebewegung eingehe, darf ich mir ein paar allge
meine Bemerkungen iiber den Betrieb und die in ihm tatigen 
Gruppen von Menschen gestatten. 
Die Untersuchungen iiber die Beziehungen zwischen den In 
der Industrie beschaftigten Gruppen zeigen, dass ein Unter
schied besteht zwischen Unternehmungen, die in jahrzehnte
langer Entwicklung aus kleinsten Anfangen gewachsen sind 
- meist noch mit der Begleiterscheinung, dass starker f'amilien
besitz an Ihnen interessiert ist - und denjenigen Unterneh
mungen, die gleich als Aktiengesellschaft gegriindet wurden. 
Diese Anschauung ist vielleicht manchen Beobachtern, die nicht 
ganz und gar mit dem Betriebsleben verwachsen sind. nieht 
ganz verstandlich, doch 1st es so, dass manchmal innerhalb 
zwei gleich grosser Gesellschaften eine ganz verschledenartlge 
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kllirllch 1st. Es mag hierbel glelch eingangs erwiihnt werden, 
dass sich auch der Standort des Unternehmens nicht gleich
gliltig auf die Beziehungen innerhalb der Beschliftigten auswirkt, 
z.B. ist die Belegschaft eines Werkes, das In der Orosstadt 
liegt, vlel weniger mltelnader verwachsen, als desjenigen Be
triebes, der seinen Sltz in einer Landstadt hat. Dies erkllirt 
slch erstens Infolge der getrennten Wohngebiete, die ausser
halb der Arbeitsstelle das Zusammenkommen der Menschen 
verhlndern und zweitens durch die viel stlirkere Fluktuation 
Infolge der meist griisseren Auswahlflihigkeit des Arbeits
marktes. 
Das, was auf die zuletzt angezogenen Betriebe Oeltung hat, 
flndet sich in denjenlgen Orossbetrieben in Orosstlidten in 
gewlsser Weise dort wieder, wo ein Stamm langjlihrig Be
schliftigter vorhanden ist. 
Die langjlihrlge Zugehiirigkelt zu einem Unternehmen 1st 
aber von ausserordentllch vlelen Faktoren abhlinglg. Diese 
Faktoren elnzeln aufzufilhren und zu untersuchen, flihrt an 
dleser Stelle zu welt. 
Filr die hier angestellten Betrachtungen ist eine kurze Sklz
zlerung der drel grossen Personengebiete, die das Unter
nehmen bllden, notwendlg. 
Diese drel Oeblete sind: die Werksleitung, die Angestellten
schaft und die Arbelterschaft. Wie vielseitig die Beziehungen 
dleser drel Oebiete zunlichst elnmal Innerhalb des eigenen 
Krelses und dann von einem Kreis zum andern sind, haben 
die Verhandlungen des Kongresses erwiesen. Es mag hler 
nur noch darauf hlngewlesen werden, dass auch die Betriebs
rlite slch bemilhen, dlese Beziehungen zu erkennen und bel 
Ihrer Arbelt zu verwerten. 
Es 1st auch den Betrlebsrliten klar, dass der Stab der Werks
leltung elnes Unternehmens aus Menschen mit Ihren Fehlern 
und Schwlichen zusammengesetzt 1st, und dass die Fiihrer
ausles~ filr die Werksleitung lelder nlcht Immer von dem 
sachllchen Oeslchtspunkt der Quallflkation aus erfolgt, son
dern dass persiinllche und Verwandtschaftsbeziehungen viel
fach elne grosse Rolle spielen. 
Ole Angestelltenschaft nlmmt 1m heutlgen Wlrtschaftsleben 
cine ganz andere Stellung ein als die, die Ihr In den An- 271 
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fangen der industriellen Entwicklung zugewiesen war. Mit 
dem Herauswachsen des Betriebes aus dem Kleinbetrleb • In 
welchem der Besitzer oder der Meister noch seinen gesamten 
Betrieb selbstandig iiberschauen konnte • zum Orossbetrieb. 
schwoll die Verwaltungsarbeit ganz ungemein an. Nlcht 
wenige Angestellte gab es mehr, die mit allen. das Oeschaft 
beriihrenden Pragen vertraut und verwachsen waren, sondern 
ein Heer von Angestellten, das auch seinerseits ietzt nur noch 
wieder Spezialarbeiten verrichtet und damlt iiberhaupt keine 
Kenntnis vom Oesamtunternehmen hat. Angestellte, die In 
jahrzehntelanger Tatigkeit in diesen Betrieben deren Ent
wicklung mitgemacht haben und die die Moglichkeit hatten. 
bei der Umstellung des Apparates die sehr wenigen leltenden 
Posten besetzen zu konnen, haben diese Entwicklung als eine 
gliickliche betrachtet und sie zahlen zu dem Stamm, der der 
Werksleitung am nachsten steht. Alle die Angestellten aber. 
fUr die die gezeichnete Entwicklung eine Herabdriickung von 
ihrer einstigen kenntnisreichen Stellung des Unternehmens In 
die schablonisierende Arbeit des Verwaltungsapparates be
deutet, wurden nach der Seite derer abgedrangt, die ffir dlese 
Entwicklung kein Verstiindnis hatten, und die sowohl materiell 
wie auch seelisch keine befriedigende Arbeitstatigkeit in dem 
entwickelten Arbeitsprozess finden konnten. 
Die Werksleitungen erkennen diese Entwicklung, sle sind und 
waren vor die Frage gestellt, ob sie dieser Angestelltenschaft 
die gleiche Behandlung angedeihen lassen soli ten wie der 
Arbeiterschaft oder nicht. Sachlich und obiektiv gesehen 
war elne unterschiedliche Behandlung kaum notwendig, denn. 
wie schon oben erwahnt, hat die Entwlcklung der Verwaltungs
arbeit auch die zu verrichtenden Arbelten teilweise sowelt 
schematisiert, dass genau so, wle bei den Arbeitern, aus dem 
Arbeitslosenheer 1m allgemelnen iederzeit ohne grosse Schwie
rigkeiten die notwendigen Hilfskrafte herausgezogen werden 
konnten. Trotzdem haben sich die Werksleltungen ent
schlossen, eine getrennte Angestellten- und Arbeiterpolitik zu 
betreiben. 
Diese Tatsache grenzt an Oebiete, deren Untersuchung heute 
nicht notwendig ist, sondern es sollen ja heute lediglich die 
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nun elnmal be s t e hen den Verhiiltnisse. Dabei mag hier 
iiber die Beziehungen der Angestelltensehaft zur Firmenleitung 
1m Zusammenhang mit der Sehaffung kooperativer Arbeits
methoden nur noch sovlel gesagt werden, dass das Unter
nehmertum sieh mehr als bisher daran gewohnen sollte, die 
Mitarbeit der Angestelltensehaft zum Wohle des Unternehmens 
nieht dadureh zu ersehweren, .dass man der Angestelltensehaft 
und Ihren Vertretungen nur sehr zogernd geringe Reehte bei 
der Verwaltungsarbeit eines Werkes einriiumt. 
Das weitaus grosste Gebiet In der Behandlung bleibt aber die 
Arbeitersl:haft. Sie ist der Trager der produktiven Forde
rung. Dadureh, dass man wiihrend des ganzen Entwiek
lungszeitmumes dieser Arbeltersehaft nieht die geringsten Be
tatigungsmogliehkeiten in der Verwaltung gegeben hat, musste 
bei der Arbeitersehaft die Entfremdung zum Betriebe ent
stehen, die ihre Ueberbriiekung nur fand in der Notwendigkeit 
der Sehaffllng eines Lebensunterhaltes und der gewissen Si
eherung desselben. Aile friiheren Versuehe einzelner Unter
nehmer, die Arbeitersehaft an den Betrieben zu interessieren, 
waren Palllativrnittel und als solehe meist nur gedaeht zur 
Errelehung besonderer Zweeke. Bei· der Massenwirkung und 
der Massensuggestion, mit der in Grossbetrieben nun aber 
elnmal gereehnet werden muss, musste aber solehen Mittelu 
elne durehsehlagende Wlrkung versagt bleiben. 
Ole Sorge urn's tagllehe Brot • und das oft sehr gerlnge Ver
standnls der Arbeitgeber hleriUr • zwang die Arbeiter zur 
Bildung von Gewerksehaften, es war dies selbstverstandlieh 
nur einer der GrUnde. 
Die Gewerksehaften, die losgelost sind und sein mUssen yom 
Elnzelbetriebe, konnen bel Ihren Bestrebungen zur Erreiehung 
besserer Lohn- und Arbeltsbedlngungen oftmals nleht die 
Interessen des Elnzelbetrlebes berUekslehtigen, sondem sind 
abhlingig von der Lage der Gesamtindustrie. 
Ebenso, wle die Theorle von den Arbeitgebern noeh heute auf
gestellt wlrd, dass ohne elnen starken Zwang keln Mensch 
arbeiten wiirde • diese Frage hat ja den Kongress aueh schon 
berWlrt • kann mit aller Bestimmtheit erkliirt werden, dass 
ohne starke Gewerkschaften die Arbeitgeber die notwendigen 
Belange der Arbeitnehmerschaft nicht in Rechnung stellen 273 
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werden, sondern sie werden in den meisten J'lillen den Sicher
heitsfaktor filr die Erhaltung und den Ausbau der Werke -
ganz abgesehen von der Profitsrate - so hoch einsetzen, dass 
zu einer besseren Befriedigung der Arbeitnehmerschaft frel
willig nur geringe Mittel zur Verfiigung gestellt wiirden. 
Diese Tatsache ist auch filr die Arbeiten der Vereinigung von 
massgebender Bedeutung, nur. dass das Oewicht unserer 
Tlitigkeit in den Versuchen begriindet liegt, die Unternehmer 
von der Durchfilhrung der von uns als richtig erkannten Mass
nahmen mit geistigen Mitteln zu iiberzeugen. Sowelt filr die 
Durchfiihrung dieser Massnahmen erhebliche Mittel erforder
lich sind, werden sich sicherlich auch hier die stlirksten 
Widerstlinde bemerkbar mach en. , 
Der Vollstlindigheit halber - und weil dieses Moment filr die 
nlichsten zu behandelnden J'ragen von Wichtigkeit ist - sel 
auch noch der Einfluss der politischen Parteien auf die Be
legschaften kurz erwlihnt. 
In Deutschland wurde nach Beendigung des Krleges der Ver
such unternommen; die bisher geschilderten Verhliltnisse 
durch die Schaffung des Betriebsrlitegesetzes sowohl gesetz
mlissig als auch ideell zu erfassen und zu verbessern. Wie
weit dies gelungen ist, welcher Weg bis zu dem im Augenblick 
als ideal erscheinenden Zustand noch zuriickzulegen ist. sei in 
folgendem gesagt. 
Die deutsche Revolution im November 1918 brachte nach 
russischem Vorbild den damaligen sogenannten Arbeiterrat. 
Dieser Arbeiterrat hatte - mit· seinem Vollzugsrat an der 
Spitze - die politische Leitung des ganzen Reiches in die Hand 
genommen und somit waren auch slimtliche Unterglieder rein 
politische Organe. Die furchtbaren Auswirkungen des Krieges, 
die Entbehrungen und die. Not der ganzen BevOikerung, 
brachten es aber mit sich,. dass die Arbeiterrlite in ihren 
kleinsten Zellen, wle sie In den Betrieben gewlihlt worden 
waren, sich im wesentlichen mit· den reinen Wlrtschaftsfragen 
befassen muss ten. 
Der Kampfruf "Aile Macht den Arbeiterrliten" filhrte zu hef
tigen politischen Klimpfen. Da der Umsturz In Deutschland 
sich ausserordentlich plotzlich vollzog, konnte nieht verhindert 
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Massenpsychose unterworfen war, Personen mit der Fiihrung 
von Arbeiten betraut wurden, denen sie oftmals nicht ge
wachsen waren. Die politischen Oegensatze trugen dann 
noch weiter dazu bei, dass das gesellschaftliche Ansehen 
dieser Arbeiterrate nicht immer das beste war. Auch die allen 
derartigen Bestrebungen abgeneigte gegnerische Presse tat, 
nachdem sie sich wieder hervorwagte, das ihrige, um die 
Verhetzung breiter Volksschichten dahin zu treiben, dass sie 
auch die gesunde Orundlage, die in dem Rate-System - als 
Vorlaufer zu einer Demokratisierung der Betriebe • steckte, ver
kannte. Als mit der Wiederschaffung der Konstitution in 
Deutschland dann im Jahre 1920 das Betriebsrategesetz die 
damaligen Arbeiterrlite abliiste, volizog slch diese Abliisung 
leider auch unter den schiirfsten Bedingungen. Viele Men
schenleben wurden bei den damals stattflndenden Demonstra
tlonen vernichtet. Die Oegenslitze zwischen dem grossen 
Teil der Arbeiterschaft elnerselts und der Unternehmerschaft 
und breiten Masse des Biirgertums andererseits waren derart 
zugespltzt, dass ein gUnstiges ResuItat aus elnem Oesetz, das 
elne gemelnsame Arbelt von Unternehmern und Arbeitnehmer
schaft voraussetzte, gar nicht zu erzielen war. Ein'esteils ver
suchten die Arbeiter, die in dem Oesetz bemlingeIte fehlende 
Macht zu erweltern; andererselts versuchten die sich nach 
dem Krlege ausserordentlich fest zusammenschliessenden 
Unternehmer die Oesetzesbestlmmungen mit allen luristischen 
Spltzfindigkelten abzuwehren. In elner solchen Atmosphlire 
konnten sich die Betrlebsrlite unmiiglich zu einer Kiirperschaft 
entwlckeln, die wle es der § 1 des Oesetzes sagt, sowohl die 
wlrtschaftUchen Interessen der Arbeitnehmer als auch die des 
Betrlebes wahrnehmen soUten. 
Massgeblich fUr dlesen Tatbestand war selbstverstlindllch 
auch die Zusammensetzung und Auswahl der Betriebsvertre
tungen. Diese war abhlingig von der politischen und gewerk· 
schaftUchen Struktur des Betrlebes. 
Das was oben schon liber die Auswahl der polltischen Arbeiter
rilte gesagt war· nlcht immer beste Eignung • traf zum 
mindesten In den ersten Jahren bls zu elnem gewissen Grade 
auch auf die Betrlebsratsmltglleder zu. 
Es muss als erfreullch bezeichnet werden, dass slimtIiche 080 275 
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werkschaften erhebliche Mittel angewandt haben, urn die 
Betriebsratmitglieder zu schulen und in ihre Aufgaben hinein
wachsen zu lassen. Leider muss aber in diesem lusammen
hang auch gesagt werden, dass heute noch in Deutschland 
den Betriebsraten die Bedeutung, die ihnen auf Grund des Ge
setzes - als offentliche Korperschaft - zukommt, versagt bleibt. 
Dies fiihrt einesteils dazu - und das trifft namentIich auf die 
Angestelltenkreise zu - dass sich die wirklich beflihigten Kopfe 
scheuen, einer Betriebsvertretung anzugehOren, da sie gesell
schaftliche Aechtung und andere wirtschaftIiche Nachteile be
fiirchten, die leider nicht immer zu verhindern waren und 
andererseits dazu, dass breite Massen der Arbeitnehmer nicht 
an einen erheblichen Einfluss der Betriebsrate glauben. 
Mit den gesetzlichen Aufgaben der Betriebsrate in Deutsch
land konnten sich ohne wei teres die auf diesem Kongress ge
zeigten Bestrebungen identifizieren lassen. Die Durchfiihrung 
dieser Aufgabe hangt von dem guten Willen der Arbeitgeber 
ab, freiwillig die Betrlebsvertretungen auf Arbeitsgebieten 
tiitig werden zu lassen, die sie aus bestimmten Grunden als ihr 
alleiniges Betiitigungsfeld In Anspruch nehmen. 
lweifellos wurden auch von den Betriebsvertretungen nlcht 
immer die geeigneten Mittel zur Erreichung der liele in 
Anwendung gebracht. 
Wie sehr die Arbeitgeber sich weigern, den Betriebsvertre
tungen eine tatsachliche Mitwirkung einzuraumen, sel an der 
Wohlfahrtsarbeit gezeigt. 
Soweit elne Betatigung hierbel in grossen Konzernen. in Frage 
kommt, hat sie mehr den Charakter eines Aushiingeschildes 
nach aussen, als einer tatsachlichen mit innnerer Anteilnahme 
verbundenen Mitarbeit: Ein grosserer Einblick in die tat
sachliche Wohlfahrtsarbeit imd die mitbestimmende Auslcse 
der dafur in Frage kommenden Personen wird nach Moglich
keit verhindert. Die erkennbaren Ursachen dleser Einstellung 
der Unternehmer konnen nur .darin zu suchen sein, dass es 
Ihnen geboten erscheint, dass die menschlichen Schwachen 
und Note, die den einzelnen. Arbeitnehmer betreffen, Ihnen 
allein zu GehOr gebracht werden, womit sie elnen nicht un
massgeblichen Einfluss auf das Familienleben bekommen. Eln 
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Werksleitung gestellt iSt, ihm in sl:iner Not zu helfen, wird 
dieser Werksleitung, die ibm geholfen hat, zweifellos sehr viel 
ergebener sein, als der Arbeitnehmer, der weiss, dass eine 
ihm gewiihrte Unterstiitzung aus den Oesamtertriignissen eiues 
Unternehmens unter Mitwlrkung der von ibm gewiihlten Be
triebsvertretung erfolgt. 
fine mit der Massenpsychose zusammenhiingende Prage ist 
auch die Prage der Wahlzelt der Betriebsvertretungen. In 
Deutschland miissen a\\jiihrlich die Betriebsriite neu gewlihlt 
werden. Diese Bestimmung resultiert aus dem Misstrauen in 
der deutschen Arbeiterschaft, das ibr aus den friiheren fr
fahrungen vielleicht nicht unberechtigt innewohnt. Trotz
dem muss nach langjiihrlger Praxis ganz offen zum Ausdruck 
gebracht werden, dass gerade darum, well auch die Auslese 
• Listenwahl-System • nlcht vor Zufiilligkeiten schiitzt, In einer 
einj!ihrlgen Tiitigkelt die elgentlichen Arbeiten filr eine Mit. 
wlrkung 1m Betrlebe nicht durchgefiihrt werden konnen. 
Besondere Oegensiitze In der frfiillung der gestellten Auf
gaben ergeben slch auch dadurch, dass die gegensiitzliche 
flnstenung der Arbeitgeber den Betrlebsriiten gegeniiber dazu 
gefiihrt hat, dass die Arbeitgeber zwischen die Betriebsriite 
und die massgebenden Werksleiter Instanzen elngeschoben 
haben, die die notwendigen Verhandlungen mit den Betriebs
r!iten zu fiihren haben. Diese Instanzen, die oftmals aus Per
sonen zusammengesetzt sind, die sich 1m Oegensatz zur neuen 
arbeltsrechtlichen fntwicklung beflnden, mussten erneute Rel
bungen und Schwlerigkeiten, In die an slch schon so ausser
ordentllch schwlerlge Materle bringen. fs kann natUrlich 
unmligl!ch Innerhalb elner Belegschaft verstanden werden, 
wenn die massgebenden Vertreter solcher Abtellungen Artikel 
verliffentllchen, die s!imtllchen AngehOrigen der Werke Ins 
Haus geschickt werden, in denen z.B. die Prage des an slch 
schon so knapp bemessenen Urlaubs der Arbeiter In der 
Tende(lz behandelt wird, dass mit RUckslcht auf die Vor
krlegszeit In der Urlaub Uberhaupt nlcht oder nur viel kiirzer 
gew!ihrt wurde, dieser bel den heutigen Verhliitnissen filr 
ein Unternehmen untragbar sel und deshalb wahrscheinlich 
gekUrzt werden mUsse, oder aber indem in anderen Artikeln 
versucht wird, nachzuweisen, dass die Krankenkasse durch 2n 
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simulierende Arbeitnehmer so schwer geschlidigt wiirde, dass 
die an sich schon scharfen Kontrollbestimmungen noch erwei
tert werden miissten. Derartige Artikel, die die obiektive 
1:instellung zu den Dingen vermissen lassen - denn die Frage 
der Renten-Psychose wirkt sich nicht nur im Krankenkassen
wesen aus, sondern sie kehrt ja in der krassesten Form auch 
auf anderen Gebieten wieder - (Unfallversicherung: Fall Marek 
(Wien) und Kiihr (Olpe) verschiirfen lediglich die Gegensiitze 
zwischen Arbeitgeber und Arbeitnehmer. 

In den bisherigen Ausfiihrungen habe ich versucht. Ihnen diE 
Schwierigkeiten, unter denen sich die Betriebsriitebewegung 
in Deutschland entwickeit hat, zu schildern und zum Ver
stiindnis zu bringen. Wenn ich dabei so manches kritislerl 
babe, so mochte ich Ihnen nunmehr aber auch in aller Kiirze 
sagen, welche Tiitigkeit die Betriebsriite in Deutschland ent· 
falten und welche direk~en Aufgaben sie zu erfiilIen haben. 
Ganz roh umTissen werden die Aufgaben der Betriebsriite 
dUTch den § 1 des Gesetzes. 1:s heisst da: Die Betriebsriite 
werden gebildet zur Wahrnehmung der gemeinsamen WiTt
schaftIichen Interessen deT Arbeitnehmer dem Arbeitgeber 
gegeniiber und zur Unterstiitzung des ATbeitgebeTs in der 
I:rfiilIung der Betriebszwecke. Schon diese allgemeine Defi
nition der Aufgaben zeigt die schwierige Stellung, die die 
Betriebsriite im Wirtschaftsleben einnehmen. Dariiber hinaus 
erfordert aber gerade die 1:rfiilIung dieser beiden gegensiitz
lichen Aufgaben - Vertretung der Interessen der Arbeitnehmer 
und Unterstiitzung des Arbeitgebers - ein aussergewohnliches 
Mass von wirtschaftspolitischer 1:insicht und Klugheit, wenn 
die Betriebsriite ihr Amt zum Wohle der Wirtschaft ausiiben 
sollen. .-
Zur Unterstiitzung dei. Betriebsleltung hat der Betriebsrat In 
Detrieben mit wirtschaftlichen Zwecken die Betriebsleitung mit 
'Rat zu iinterstiitzen, urn dadurch fiir einen moglichst hohen 
Sfand und fiir moglichste Wirtschaftlichkelt der Betriebsleitung 
zu sorgen. 
1:r hat an der 1:lnfiihrung neuer Arbeitsmethoden fordernd 
mltzuwirken. 

278 1:r solI den Betrieb vor 1:rschiitterungen bewahren heifeR, d.h. 



DER BETRIEBSRAT 
er hat a\1es zu versuchen, urn durch Verhandlungen Wirt
schaftskampfe zu verhlndern. Er muss darfiber wachen, dass 
die von den Beteillgten anerkannten Schiedssprfiche eines 
Schllchtungsausschusses oder elner vereinbarten Schledsstelle 
auch elngehalten werden. 
Er hat gemeinsame Dienstvorschriften mit dem Arbeitgeber 
zu vereinbaren. 
Er hat das gute Einvernehmen innerhalb der Arbeitnehmerschaft 
sowie zwischen Ihr und dem Arbeltgeber zu fordern, sowle ffir 
die Wahrung der Vereinlgungsfreiheit der Arbeitnehmerschaft 
einzutreten. 
Er hat auf die Bekllmpfung der Unfall- und Gesundheitsgefahren 
im Betrleb zu achten, die Gewerbeaufsichtsbeamten und son
stigen in Betracht kommenden Ste\1en bei dleser Bekiimpfung 
durch Anregungen, Beratungen und Auskfinfte zu unterstfitzen. 
sowie auf die DurchfUhrung der gewerbepollzeilichen Bestlm": 
mungen und Unfa\1verhfitungsvorschrlften hlnzuwlrken. 
In Unternehmungen, fUr die ein Aufsichtsrat besteht, entsenden 
die Betriebsriite auf Grund besonderer Bestlmmungen ein bls 
zwel Vertreter, die In den Sitzungen des Aufsichtsrates Sitz 
und SUmme haben. 
Zur Erfilliung der Aufgaben hat der Betriebsrat das Recht, 
yom Arbeltgeber iiber a\1e den Dienstvertrag und die 
Tiitlgkelt der Arbeltnehmer berfihrenden Betriebsvorgiinge 
Aufschluss zu verlangen. Perner hat der Arbeitgeber viertel
!iihrllch elnen Bericht fiber die Lage und den Gang des Unter
nehmens und des Gewerbes 1m a\1gemeinen und fiber die 
Leistungen des Betriebes und zu erwartenden Arbeitsbedarf 
1m besonderen zu erstatten. Der Arbeitgeber hat dem Be
trlebsrat auf Verlangen die Betrlebsbilanz und elne Betrlebs
gewlnn- und Verlustrechnungfiber das abgelaufene Geschafts
jahr vorzulegen und zu erlliutern. 
Bel Erweiterungen, Einschriinkungen oder Stillegung des Be
trlebes so\1 sich der Arbeltgeber moglichst liingere Zeit vorher 
mit dem Betriebsrat fiber Art und Umfang der erforderllchen 
Einste\1ungen und EntIassungen, und fiber die Vermeldung von 
Hiirten bel letzteren, Ins Benehmen setzen. 
Der Betrlebsrat kann in griisseren Betrieben an einem oder 
mehreren Tagen der Woche elne regelmiissige Sprechstunde 279 
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einrichten, in welcher die Arbeitnehmer Wiinsche und Be
schwerden vorbringen konnen. Der Gruppenrat hat. soweit 
eine tarifvertragliche Regelung nicht besteht, 1m Benehmen 
mit den beteiligten wirtschaftlichen Vereinigungen der Arbeit
nehmer bei der Regelung der Lohne und sonstigen Arbeits
verhiiltnissen mitzuwirken, namentlich auch bei der Pestsetzung 
der" Akkord- und Stiicklohnsatze, der flir ihre Pestsetzung 
massgebenden Grundsatze, bei der Einflihrung neuer Lohnungs
methoden, bei der Pestsetzung der Arbeitszeit, insbesondere 
bei Verlangerungen und Verkiirzungen der regelmassigen 
Arbeitszeit und bei der Erledigung von Beschwerden iiber die 
Ausbi!dung und Behandlung der Lehrlinge im Betrieb. 
Eine der wichtigsten Tatigkeiten des Betriebsrates ist die Mit
wirkung bei Entlassungen. Die gesetzlichen Bestimmungen 
hieriiber sind folgende: " 
"Atbeitnehmer konnen im Palle der Kiindigung seitens des 
Arbeitgebers binnen flinf Tagen nach der Kiindigung Einspruch 
erheben, indem sie den Arbeiter- oder Angestelltenrat anrufen: 
1. wenn der begriindete Verdacht vorliegt, dass die Kiindigung 

wegen der Zugehorigkeit zu einem bestimmten Geschlechte, 
wegen politischer, militarischer, konfessioneller oder ge
werkschaftlicher Betlitigung oder wegen Zugehorigkeit oder 
NichtzugehOrigkeit zu einem politischen, konfessionellen oder 
beruflichen Verein oder elnem militarischen Verband erfolgt 
ist; 

2. wenn die Kiindigung ohne Angabe von Grunden erfolgt ist: 
3. wenn die Kiindigung deshalb erfolgt ist, wei! der Arbeit

nehmer sich weigerte, dauernd andere Arbeit, als die bel 
der Einstellung vereinbarte, zu verrichten; 

4. wenn die Kiindigung .. sich "als eine unbillige, nicht durch 
das Verhalten des Arbeitnehmers oder durch die Verhiilt
nisse des Betriebes bedingte Harte darstellt." 

Erfolgt die Kiindigung fristlos aus einem Grunde, der nach dem 
Gesetz zur Kiindigung des Dienstverhaltnisses ohne Elnhaltung 
einer Kiindigungsfrist berechtigt, 50 kann der Einspruch auch 
darauf gestiitzt werden, dass ein solcher Grund nicht vorliegt. 
Der Gruppenrat bi!det in allen Entlassungsfragen ein gewisses 

280 Betrieb5gericht. Erkennt namlich der Betriebsrat die En~ 



DI!R BETRlfBSRAT 
lassung als berechtigt an, so kann kein Oericht mehr etwas 
dagegen unternehmen. 
Dieses sind die wichtigsten Aufgaben des Betriebsrates. Auf 
allen diesen Oebieten sind die l3etriebsriite in Deutschland 
auch tatig und haben versucht, sich einen gewissen Einfluss 
zu verschaffen. Wenn es 'nicht immer moglich war, ein be
frledigendes Zusammenarbeiten mit den Arbeitgebern zu er
zieien, so liegt dies in den Ursachen begriindet, die ich einleitend 
geschUdert habe. Nach jahrelanger Tiitigkeit in der Betriebs
rlitebewegung darf trotz aller Schwierigkeiten der Hoffnung 
Ausdruck gegeben werden, dass die Betriebsratebewegung In 
zukiinftigen Jahren in Deutschland zu einem Faktor werden 
wlrd, der sein Teil dazu beitragen wird, die yom Kongress 
In klarer Weise zum Ausdruck gebrachten Moglichkeiten zur 
Bessergestaltung der Arbeit fUr den Menschen 1m Betriebe 
und damit zur Erhaitung der Menschlichkelt und der mensch
lichen Eigenart zu wlrken. 
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CONCLUDING SUMMARY 
BY MARY V AN KLEECK 

Director Department of lndu.trial Studiee Rua.~ll Sage Foundation. New York 

My task has grown more difficult with every hour of this 
Conference, as the discussion has penetrated deeper and 
ramified more widely. 
The first thought to recall is one which only an artist could 
truly express. It is something which has not been put into 

. words, but which we all must have felt; it is the contribution 
coming from every nation to this subject of human relations. 
Forgetting for a moment the actual industrial conditions in 
these different countries, I ask you to dwell in your own 
minds upon these characteristic contributions from the nations 
here represented: from Great Britain, to which we of the 
English-speaking branch of the human family, tum back with 
affection, to find here a certain quietness in dailY life, a 
certain skill in ways of living, a background of thought, of art 
and of science which Is an essential part of our life in the new 
world, skill and power in governmental administration and a 
far-flung contact with nations thoughoutthe world; from the 
countries of Northern Europe where men have had to struggle 
with adverse conditions, and where they have developed the 
power of ovel'Coming obstacles; from the countries of the far 
East, - China with Its contribution to human relations in the 
small group, in family life, and in the c\anlife out of which 
a nation is now growing; from Japan with its adaptability to 
modern conditions, with Its eager questioning as to the ways 
of life of other lands - (I have heard that the records of the 
League of Nations show that no other country asks so many 
questions as does Japan); from India with its knowledge of 
the meaning of the inner life in Its relation to the outer life; 
from Germany, with Its reverence for SCience, and Its grasp 
of the deeper philosophy underlying all our problems; from 
Rumania, a people who have sung at their work; and from 
the Latin nations with their sense of beauty, 'with a certain 
power of Joy in life, which can best be expressed in the phrase 
fll'energle mysterieuse de l'esprit". 
In the ways of thinking, in the deeper spiritual currents of 
the lives of the various races and nations of the earth is to be 285 
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found the source of the contribution which an international 
association can give to human relations. These ways and 
attitudes are a reality, however difficult it may be to define 
or describe them. They are a reality more tangible and more 
enduring than all our machines and all our economic devices 
and all our programmes. Out of those deeper levels of the 
spirit we must bring forth the power, the energy, the vision 
to deal with the problems and the conditions of industry. 
To these problems concrete expression has been given in 
these various meetings. 

I cannot hope to defend any choice which I might make 01 
what seem to me to be the most important points in the 
Conference. All I can hope for is that as my own selection 
is offered to you, the very omissions will help you to review. 
the Conference, so that what I have left out may make thereby 
quite as deep an impression on your minds as what I put 
in. We are here this evening, not to listen to an inter
pretation by anyone member of the Conference, but rather 
to sit together while one person gives the headlines of the 
main topics, and to think quietly together here about what 
has been said, and more especially to gather up in our thinking 
those questions to which we are going to devote a great deal 
more thought in the future, both as individuals and as an 
Association. It is in that spirit of merely guiding your medit
ation that I wish to report to you some of the things which 
have stirred interest in me as I have listened. 
Our prel!ident, Miss lIesselgren, gave us in her opening 
greetings the thought that the 'common element In our thinking 
is our faith in human relationships as something which will 
not be overcome by the tremendous development of the tech
nical aspects of modern life; that technical Invention is not 
enough, but that the relationships between human beings are 
more essential than technique. To give expression to this 
idea, the I. R. I. has been organized. 
Those of us who have come to this Conference for the first 
time, must have been thinking of the significance of the growth 
of the I. R. I., from its beginnings In Argeronne In 1922 with 
a small group, and then the meeting together of the Interim 
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Committee, and the decision at flushing to form an organiz
ation, and then this Congress, the first real test of the need 
for the organization, and the possible methods of its procedure. 
It seems to me that in those six years since the beginning, 
there has been opportunity to test out the need, and to dis
cover the special contribution which such an Association might 
have to make. As Miss fledderus said in her report at our 
first session, the I. R. I. exists because of the needs of the 
present time, and not for any other reason. 
In her plea that we should restore the explanatory title of 
the Association, as worded by the Interim Committee, "for 
the study and promotion of satisfactory human relations", 
Miss I'ledderus defined our objective. She pointed out the 
meaning of "satisfactory human relations"; that we are not 
here setting up a formula, nor deciding that we shall go out 
and convert the world to some special programme, but we 
recognise that human relations are a changing thing, that they 
have constantly to be created and re-created, and that the 
test of whether they are satisfactory is to be found in har
monious functioning toward a common end. That is a test 
which Is applicable under all sorts of changing conditions. 
Whatever may be the form of the society, and whatever may 
be the scope of Industrial life within the society or the stage 
of industrial development, there is always the test of whether 
or not work is so organized as to enable individuals to work 
together to a common end. That is our test and that is our 
programme, - to promote those principles and methods, and 
more especially to understand those principles and methods 
which result in that kind of harmonious functioning. This is 
the key-note of our method of working in the Association . 
. Miss fledderus said also that collectively we could attain a 
thought which is impossible of attainment by anyone of us 
alone. The method of work of the Association, in other words, 
Is tQ bring together for conference and study, as wage
earners, as managers, or as promotors of social welfare or 
students of its problems, those who are engaged in some 
aspect of industrial life, and to give them opportunity to think 
together, and out of their diverse experiences to find the 
common elements. 281 
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Now if anyone complains that there are not enough "brass 
tacks" in this programme and in our discussions, I think we 
have to ask, is there anything more tangible or more concrete 
in its possible effects than coming together once in three years 
for a Congress and once a year for a Summer School, to try 
to think together, in a synthesis of experience bringing together 
the points of view of labour, of employers, of managers and 
of those who are students of industry, and getting therebY 
new light upon conditions in our particular parts of the world. 
I know of nothing more practical than that, for our practice 
must rise out of our thought, and only sound thought can 
produce harmonious relationships. Practice without thought 
produces merely accidental relationships; It is the method of 
trial and error • with many errors. 
Closely ~connected with this conception is another thought 
that Miss fledderus put before us, • that the future is forecast 
before it is enacted; "Each age is a dream that is dying, or 
one that is coming to birth". The dream is after all the 
reality. To put it in another way, psychology is teaching us 
that to understand a man's actions, we must find out the idea 
which is behind his actions. So in human relationships the 
idea is all-important; and when the idea is once developed 
and expressed, there is a strong probability that It will be 
translated into action. 

The picture of conditions in the various countries as revealed 
in the reports by councillors, I shall not attempt to review. 
except to point out that it has shown certain common elements 
in the underlying economic problems, • the underlying problem 
of the growth and movement of population as giving rise t() 
many of our problems of industry; the emerging problem of 
markets, which is growing in importance and difficulty as pro
duction results in greater and greater output; and the problem 
of raw materials. The problem of markets and the problem 
of raw materials affect these different countries differently. 
according to whether they have wide markets within their 
own borders and their own raw materials, or little or no raw 
materials and restricted markets, so that they must depend 

288 upon foreign markets for the sale of their products over and 
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Another clear note which comes out of the reports of these 
different countries is the difference in economic development 
in different parts of the world. In certain countries the whole 
problem of political life and of education is intertwined with 
the suddenness of changes wrought by modern industry; sud
denly wrought, because with markets as wide as they must 
now be, those countries are open to a certain form of exploit
ation (using the word without any connotation as to good 
or bad), a form of exploitation due to the growth of industry 
in other parts of the world, which presents a problem alto
gether dlffetent from the changes wrought by the industrial 
revoiution in a country where the change was gradual and 
within its own borders. Changes in factory life and in economiC 
organization, forms and processes in England in the century 
or more since the beginnings of the modern industrial re
volution, present problems of human relations quite different 
from those in a country where modern industry is developed· 
as an outlet for the excessive production of another nation. 
Here economic life becomes intertwined- with political control 
of one country by another and from this emerges another 
aspect of our problem which we must consider as in the 
background of our discussion. 

Perhaps It is fortunate that in the first formal lecture of the 
Conference, ideas were presented with which some of us could 
not agree. We had planned to have discussed at that point 
in the programme Just what are the obstacles in an attempt 
to think together about a big industrial problem Why is it, 
for example, that in the United States, and in England, we 
have not been able to solve this problem of coal, despite the 
fact that under Governmental auspices as representing the 
people, there have been brought together representatives of 
the workers, representatives of the employers, representatives 
of the public, and investigators of all possible phases of the 
problem? Why has It not been possible to think together 
toward a common solution? That was the big question we 
wanted to have discussed, but instead a more common inter
pretation was laid before us of the mass mind; a picture of 
Labour as acting without any idea of where It was going or 289 
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what it wanted, ready to fire the Docks one day and ready 
the next day to accept precisely the same terms which were 
offered the first day. The mass mind was interpreted a5 
chaotic and irrational, and the picture seemed to show that 
wisdom was only with those who were appointed as con
ciliators, and that there is no· rational basis for the attitude 
of the workers. What that picture really showed was the 
need for just such a programme as we are trying to carry 
out in this Association: the need, in other words, to analyse 
these situations and find out the realities behind them; the 
need to find out what is the point of view of the working 
people, why these things affect them as they do, what are 
the conditions in different industries which give rise to quite 
different problems and quite different attitudes of mind, how 
these are involved with racial attitudes, with traditional social 
heritage, and, finally, by what methods of investigation we 
can arrive at an understanding of the problems of relationships. 
As Mr. van der Leeuw said when Lord Askwith spoke, we 
we have always two parts to such a problem: we may not 
depend upon a merely logical interpretation of material 
factors. We must first of all make a clear analysis of the 
situation and of the problem, but then there must be mutual 
confidence in the relationships of those who are involved in 
solving it. 
In these discussions the idea of group difference, as you will 
remember, has emerged again and again. Some members of 
the Conference have not liked to be told that it is not true 
that "A man's a man for a' that", that he is a coal miner, or 
a railway man or a textile worker, a shareholder or the Pre
sident of the Company, and that these all have different ways 
of thinking. Though it is true that we do recognise certain 
common elements in what is called human nature, it is certainly 
true also, that the reaction of a person to the life about him 
differs according to differing circumstances. SurelY those 
who have known the workers, or who have observed any of 
our social relationships, must see to what an extent we are 
the product of our industrial environment, and must realise 
the difference between the agricultural worker, the coal miner 
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. th.e shareholder who is often remote from the struggle and 
who, having a fair means for satisfaction in life is naturally 
disposed to agree with the present order and unwilling to see 
the necessity for any change. The individual experience can 
only be enlarged by enlarging contacts, by enlarging com
munication, and by more adequate means of mutual under
standing. 
Behind all group conflicts is the inevitable influence of ideas 
upon conduct arising from the environment, • the ideas which 
a man formulates to defend the reasonableness of his own 
attitude toward industry. These are not merely the ideas of 
Individuals, but the group having a common experience is 
drawn together, and whenever the group .becomes conscious 
of its common interests and environment, there you get the 
organized group which becomes then a fact. There is a 
curious desire often displayed by those who have greater 
power in the economic order. to recognise only the individual. 
and to explain the group as irrational. and the result of the 
actions of some unreasonable leader who is influencing the 
group. so that If we could somehow dispose of those leaders 
we could deal in a sensible way with our own employees one 
by one. and there would not be the difficulties due to the 
formation of large groups. 
These discussions have shown that such an approach gives no 
clear basis for action. The group is after all not an invention 
of somebody's imagination. We have to recognise that 
modern life is too complicated for the individual acting alone; 
that "m a n is dwarfed" but "m e n are exalted" by the necessity 
and the opportunity for co-operation. Our task is to bring 
about clearer understanding of the relationships of group to 
group by the individuals composing them. We must find ways 
of understanding why the groups exist and what has brought 
them together. and more especially what their relationship 
shoule). be to the economic organization. With a highly elabor
ated economic organization. it is perfectly clear that group 
organization becomes necessary. Otherwise there can be no 
clear performance of function. It is no longer the finding of 
a place for the individual which is the important thing from 
this angle. The task that we have, Is to find how the group 291 
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who are wage-earners, and the group which controls financial 
resources, and the group known as the public, can function 
together. 
More and more the idea is emerging that in these broad 
questions of economic control there is need for research and 
experiment. Outside financial control must not be supreme 
over human beings; the workers, including in that phrase 
everybody actually engaged in an enterprise, must control 
their own conditions, and harmonious relationships must be 
established by a clearer definition of functions. We have to 
discover what is the functional relationship of these various 
groups to the economic process, and what are the mechanisms 
for such participation in control as shall achieve the right end. 
By the right end we mean working relationships which are 
effective for their purpose. Each man has to do the job which 
he is best able to perform, and we can translate that into the 
idea that each group has to do the job which it is best able 
to perform and must have, as a group, the chance to participate 
in decisions affecting its own interests and the common end. 
Competence is the only ground for functioning. The changed 
status of the worker involves a change in relation to control 
of policy but it does not mean that the man at the bench is 
to go into the Treasurer's Office and keep the books; neither 
does it mean that if you will just open all the complicated 
ledgers and let the workmen file by and examine the figures, 
you will have a happy working relationship, for ledgers and 
reports, even reports to stockholders, do not always tell a 
very illuminating story. We can however produce such a 
relationship between groups as shall establish their respons
ibility one to another in their common aim, and the first step 
towards that end is the definition of an aim which combines 
the interests of all groups. It must be clearly recognized that 
the primary aim of a given industry is to make goods or to 
perform some service, not, in the first instance, to make 
money. The test of whether it is performing that service is, 
first, the quality of its goods and its service, and the price 
It charges to the public; second, quality and price depend upon 
the status of those who produce the goods or perform the 
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recognition of their status as human beings; the third test 
under present conditions Is whether or not the enterprise 
provides a safe investment for capital. 
It makes a yast difference, I believe, as to which of these 
things we put first. If we put the making of money first, we 
get the kind of financial control which is utterly unrealistic; 
we get what Mr. Branford referred to as the "urban mind" 
and "urban finance". We have examples or this urban finance 
in the United States· you will forgive me if I have to draw 
my Illustrations from there, because they come more easily 
to my mind. One of our most powerful financiers was asked. 
as a witness before the Industrial Relations Commission some 
years ago, whether he thought twelve hours was the right 
length of working day for men in the steel works. He said 
that he knew nothing about it, and yet he was sitting on several 
Boards of Directors by which policies were determined which 
resulted in the twelve-hour day and the seven-day week in 
the steel industry. It was true that he knew nothing about 
It; he had no realising sense of what the production process 
means. Until we put the realities of production in the centre 
of the picure and make production the practical objective of 
economic activity, and test economic activity by whether or 
not it is producing goods well, we are going to get unreal 
economic policy which understands the figures involved in 
finance and does not understand what is Involved in pro
duction. Human relationships cannot be sound under such 
conditions. 
In considering scientific management, It is time we began to 
talk about scientific finance and reaily to study It, because 
a science of finance, under a· highly developed economic or
ganization In which finance and capital play so enormouslY 
Important a part, Is vital to human happiness. We have paid 
attention to the science of production, but the whole question 
of cWltrols and of finance in its actual effect upon working 
relationships and economic organization has not been studied 
in any truly scientific way. 

The scientific management movement. as we have heard it 
presented here, deserves some emphasis in this review. It 293 
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has been defined in the report which was made on this subiect 
by a representative of scientific management in the United 
States, as a mental attitude towards work, as primarily a 
philosophy, and a procedure usable in any industrial order, 
and only secondarily as a set of practices. Again, scientific 
management means the substitution of facts for prejudices, 
the procedure of finding out before one establishes a policy. 
This procedure depends again upon the relationship of the 
groups of producers to the groups of consumers, as the two 
great primary groups, with management serving them both. 
The effect of scientific management upon human relationships 
depends upon the control of it, and therein is the explanation 
of the antagonism of trade unions towards scientific manage
ment. If the stop watch be used by someone representing 
autocratic management, with power to watch my work and 
tell me how I ought to do it and then to determine my pay 
and my hours, my whole attitude is different from the atti
tude which I would have if I were a member of a trade union 
which had decided that in the interests of higher wages and 
cheaper costs to the consumer and more effective work, It 
would, as a union, share in studying my job and the conditions 
·of management affecting it, so that I might do It better. The 
trade union WOUld, as a group with the employers, set the 
standard and decide the most economical way of doing the 
work, with full consideration of the members' interests. With
out that joint control, there are inevitable dangers due to 
conflict of interest, and due to the very human fact that 
without some such group representation, the individual will 
lack confidence in the final decision. 

Then there Is the relation of this mass group called the con
sumer and the public to this whole matter. Here we come to 
the discussion which we had on public opinion. As Miss Hess
elgren said, fear and distrust are the promotors of difficulties 
in industry. Pear and the sense of insecurity on the part of 
the worker result in opposition even to what in the long run 
may be in the best interests of the working group. Mr. Kellogg 
showed us that, having had many analyses of our industrial 
situation, we now need a synthesis which will result in actually 
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applying, throughout a wider area, the things that we have 
found out. Public opinion, which we think of as decisive in 
conflicts, is often not decisive at all; it is often indifferent, and 
poorly informed. Often it is on the side of the groups who 
prefer to keep things as they are. The public, for its' OWlS 

convenience, prefers not to interrupt the usual course of econ· 
omic life, even for a little while. But the important phase of 
public opinion to which Mr. Kellogg was calling our attention 
was not public opinion in times of conflict, but public opinion 
as a slow process, a slow growth, a slow illumination of the 
mind tending to clearer understanding. Evidences were given 
that social legislation, for example, has been increased in scope 
and in effectiveness as a reflection of public opinion and the 
desire of the public to establish satisfactory standards in in
dustry in the interest of the wage-earners. 
The outlook for more enlightened public opinion is not dis
couraging, but public interest depends upon the means of 
communication as necessary to understanding. Without 
understanding, the pressure of public opinion may be mis- . 
directed. Hence the importance of jOint conference and study. 
That elusive thing called an idea again is seen as a controlling 
element in forming the mind of society, and all groups must 
contribute to the group idea. 
The social settlement movement as it began in England at 
Toynbee Hall was directed toward a sharing of ideas. Uni
versity men went into the communities where men and women 
lived who had not had the advantages of education, in order 
to share their life, and to give them the benefit of their larger 
advantages. Now, as Mr. Kellogg pOinted out, we are be
ginning to get the reverse process, as the workers are 
.teaching the universities, by anterpreting socia! needs and 
conditions. We are beginning to appreciate the elements of 
culture and education which grow out of working experience. 
as Mr. Miller showed in his report of the round table dis· 
cussions of education. The workers have not had the same 
chance to learn what is in books that has been possible to 
those who have gone to universities, and yet many are respon
sive to culture and beauty which. indeed, cannot safely be 
divorced from the great mass of the people and their work. 295 
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Hence working conditions affect culture and beauty. If modern 
industry submerges the producers and workers, and destroys 
in them the possibility of creative expression and the power 
of responsiveness to beauty, it stultifies life and makes sterile 
the soil from which beauty may spring. In the workers' 
education movement we have emerging the opportunity 
for those who are not of the workers to be in tou::h 
with them, to understand their reaction to life and to our 
social relationships. Workers' education will make articulate 
the experience and philosophy of the wage-earning group. 
Thus in the workers' education movement we have a funda
mental process of commutiication which is necessary for social 
evolution. 
The workshop then can be regarded as the centre and source 
of understanding of human relationships "close in", as Mr. 
Kellogg expressed it. Within the workshop there develops 
understanding which in turn spreads until it involves the larger 
group. It simplifies our task if, instead of talking about 
industry and society in the large, we realize that the place to 
begin is in the shops where men have human relationships. 
If we think of all modern industry at once, or even of modern 
industry in one country, - England for instance - It becomes 
really too complicated for us to grasp, but if we begin to 
think about the shops and the mines, we begin to see 
that within each place of work can be started an 
educational process, out of which will come a basis for 
organization of larger groups. The importance of the workshop 
as a microcosm has received recognition in this programme, 
in giving a session to the individual establishment and the 
practical task of organizing human relations therein. 
In the discussion of public opinion again we realised that 
certain moveme!1ts are in progress which are affecting under
standing, such as the scientific management movement, which 
has actually resulted in a closer and more intensive study of 
conditions within the individual workshop, and the whole 
movement for psychological study within industry, which again 
is revealing facts necessary for understanding. 

296 The round table confe~ences I shall not attempt to summarize, 
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but again to choose in a more or less accidental way certain 
things which have emerged as suggestive for the future. In 
the discussion of problems requiring research, one point was 
especially Illuminating. We were discussing the importance 
of investigating the causes of discontent, and we were talking 
about wages,. the working day and so on, and Mr. von Haan 
suggested that, instead of talking about discontent and griev
ances as they are, we should take the positive problems of 
management and make an analysis of them, as a means of 
preventing discontent. Why spend time, for instance, in dis
covering that workers in coal mines have very irregular 
employment when, as a basis for action, we need to find out 
what are the reai elements which cause irregular employment 
and insecurity, what facts are needed in order to set the wage 
rate properly, and what kind of joint action will result in the 
most intelligent pollcies? Research, in short, must become 
more Inventive and more constructive, instead of merely col
lecting evidence that things are as they are. 
In the session on the contribution of the social sciences to 
human relations, Mr. Branford pointed out that there is con
siderable dissatisfaction with the progress made in applying 
what we know about the physical and social sciences. There 
Is need for a fresh understanding of life which he, as repres
enting the sociologists, believes could be brought about 
through the Integrating process which Is the task of sociology. 
For example, instead of studying biological problems, psycho
logical problems and economic processes, each in abstraction 
quite removed from the realities of a particular situation, and 
unrelated to each other, we should survey a region, studying 
its conditions and bringing to bear upon it the biological facts 
about the quality of a population as well as its quantity; the 
facts derived from sciences which are involved in agriculture; 
data from the technical sciences which are involved in in
dustry; and finally the data of sociology, combining them all 
into a plan for the common life, recognising that social life 
Is at once ethical and economic, aesthetic as well as physical. 
Because people cannot be separated into the artificial divisions 
which have grown UP in the sciences, because a person is a 
whole and a community is a whole, the only way to gain any ~7 
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real illumination transferable into reality is through the inter
relation of the sciences. 
Dr. Wunderlich pointed out that as it must be the method of 
science to abstract from the stream of events and facts. a 
scientific study could not therefore comprehend the whole of 
reality at once; it could not be completely identified with all 
the complexities of a single situation. But science is not to . 
be divorced from reality. Science must be used in industry. 
because since society and nature are subject to law, any 
interference with industry which is not in accord with the fun
dam ental laws, technical, physical and social, which underlie it, 
must be doomed to failure. Unless the methods of science, 
which alone can reveal laws and sequences of cause and 
effect, be used, we cannot safelY establish practice and proce
dures. 
The workers' dignity must be respected and his standard of 
living must be such as not to impair his dignity. If that idea 
is to be the guide, we have presented to us in industry, through 
modern conditions, three great groups of problems to which 
science must be applied. The first is the mechanical utilisation 
of the worker, and Dr. Wunderlich pointed out that it is not 
the social sciences, but the technical sciences which must find 
a way out of the condition endangering the culture of society, 
the evils of monotonous and repetitive work. If 95 per cent 
of the workers in the Ford plants, are doing monotonous, 
repetitive mechanical work, there is a problem for the technical 
sciences to free human beings from the necessity for their 
part in that automatic work. As was pOinted out by other 
speakers in one of the round table conferences, there is great 
need there for experiment in the ways in which, while carrying 
on production on a large scale, there can be restored somehow 
through smaller groups, the values which were inherent in 
small scale industry. A very interesting point that came out 
in the discussion of mass production, was that where large 
groups of people are gathered together, there results lonelinese 
and isolation of the individual in the midst of the mass. Unless 
we can find a way for a natural organization within smaller 
groups, mass production becomes mechanical and inhuman. 
The second large group of problems requiring the use of 
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science relates to insecurity of employment. Probably no one 
problem is more pressing, or more common throughout the world 
than' insecurity of employment. It is certainly an accompani
ment of mass production, because with mass production there 
must be far-flung markets, and any disturbance of the market 
will throw thousands of people out of work. It appears that in-

. security is increased rather than decreased with the size of 
the unit of production, since the market must extend as pro
duction increases. Insecurity of employment has many other 
aspects, but obviously it offers a field where many sciences must 
be brought to bear. Particularly, I believe, this is the place 
where the science of finance needs development, since a sound 
policy of finance might stabilize industry and avoid insecurity. 
The economic studies of the business cycles are throwing 
more light upon that problem. This is one of the studies 
which is being carried on in different countries, so that we 
are beginning to get an international picture of business 
cycles. 
The third group of problems for study relates to inadequate 
earnings; sometimes the problem involves high rates of pay. 
but because of insecurity of employment or high costs of 
living, the high rates do not result in an adequate income. 
Technical science must deal with some aspects, social science 
with others. As Dr. Wunderlich said, "Theory without prac
tice is empty; practice without theory is blind." 

Our programme and our conference memberships may be 
regarded as a kind of synthesis of opposites. We have the 
people who are Interested in the scientific background, and 
we have those who say: Let us be practical. Let us have a 

. synthesis which shows where science is needed, not as the 
plaything of theorists but as necessary for practice; and 
let us then see how practice can contribute to the data of 
science by giving real facts, instead of assumptions, as the 
material for analysis. 
Again, we have the contrast between the single workshop and 
Industry as a whole. - the necessity for seeing the larger forces 
which are behind all these conditions, while at the same time 
realising that those who have shops and those who work In 299 
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shops can begin at once worKing out plans and relationships 
which are set against the background of the larger problem. 
Then again we have the antithesis between the inner and the 
outer attitude, between those who believe that what we need is 
a programme of activities, and those who believe that it is im
portant that human beings should be developing within them
selves the resources and the power to deal with their problems, 
that as human relations are changing, as industrial organization 
is changing, and as invention grows; then man's constructive 
power to change social conditions must grow. The ultimate 
source of power must be the highly developed individual. I'or 
this reason Miss Bennett and others plead for a longer school 
period for children to the age of 16, and a postponement 
of the beginning of the working period. This proposal Is a 
recognition of the necessity for so equipping the individual as 
to enable him to deal with his problems and to recreate human 
relations. The workers' education movement is in line with 
such a conception, because education cannot stop even at the 
age of 16, and certaini:Y not at 14. Without a lengthened 
educational period, we are in danger of losing the social her
itage which can only be carried on from generation to gener
ation if the working period be kept within its right limits, both 
as to the working day and as to the length of the working life, 
so that in each new generation the workers may have time 
to acquire the heritage of social experience. 
Now I would say a word about what seems to me to be the 
possible function of the I. R. I. in this situation. It is obvious 
that it is not practicable with its present resources to organize 
a research office to study all these conditions, but it can do 
an enormous service in all our countries, it seems to me, if it 
can enable us to come together for conferences, to establish 
communication which shall help us to understand each other 
and to be informed of work done in our different lands. 
Moreover, it can stimulate the individual, whatever function 
he is performing, whether as employer, as manager, as worker, 
as trade union leader, as Government official or as a student 
of problems, to enlarge his understanding so that he will the 
better accomplish that task. 
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same token, It seems to me to be related in an analogous 
way to other organizations. It is not of course intended to 
take the place of a labour union, or an employers' organization 
or a combination of both, but it serves as a common meeting 
ground of understanding between individuals in those move
ments. It is not intended to be a substitute for the work of 
the International Labour Office, but certainly if it enlarges 
the group of people who understand what the International 
Labour Office means, It Is thereby creating an atmosphere 
within which the International Labour Office will work more 
effectively. In the same way it Is not its function to advocate 
labour legislation in different countries or serve the purposes 
of the International Association for Social Progress, but it 
can bring to bear upon the activities of that organization the 
understanding which results from the many points of view and 
varied experience of Its members. 
Its threefold function seems to me to be expressed in the 
words of an old philosophy: Life should be activity inspired 
by love and guided by wisdom. 
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La difficuite de rna tache s'est accrue a chaque heure de cette 
conference, a mesure que la discussion s'approfondissait et se 
ramifiait. 
La premiere impression a rappeler ne saurait etre reeIlement 
bien exprimee que par un artiste. C'est un quelque chose qui 
n'a pas ete formule en paroles, mais que tous nous avons dB 
sentir; c'est la contribution apportee par chaque nation a ce 
sujet des relations humaines. Oubliant pour un instant les 
conditions industrieIles presentes de ces differents pays, je 
vous prie de revoir dans votre esprit les contributions carac
teristiques des nations representees ici: la Grande-Bretagne. 
vers laqueIle nous autres qui appartenons a la branche de 
langue anglaise de la famille humaine nous revenons avec af
fection pour y trouver une certaine quietude dans Ie develop
pement de la vie, un certain savoir dans la maniere de vivre, 
un fond de pensee, d'art et de science qui consUtue une partie 
essentieIle de notre vie dans Ie nouveau monde, une technique 
et une puissance de I'administration gouvernementale et un 
vaste reseau de relations avec toutes les nations du monde; 
les pays de I'Europe du Nord ou les hommes ont eu a lutter 
contre des conditions adverses et ou i1s ont acquis Ie pouvoir 
de surmonter les obstacles; les contrees de I'Extreme-Orient, 
la Chine avec sa contribution a l'etabJissement des relations 
humaines dans Ie petit groupe, dans la vie de famille et dans 
la vie de tribu a partir de laqueIle se forme maintenant une 
nation; Ie Japon avec sa faculte de s'adapter aux conditions 
modernes avec I'empressement qu'i1 met a s'instruire du mode 
de vie des autres pays- (j'ai entendu dire que les releves de 
la Societe des Nations montrent qu'aucun autre pays ne lui 
adresse autant de demandes d'informations que Ie Japon) -; 
l'lnde avec sa connaissance du sens de la vie interieure dans 
ses relations avec 'Ia vie exterieure; l'AIlemagne avec son res
pect de la science et sa comprehension de la profonde philo
sophie sur laqueIle se fondent tous nos problemes; la Rou
manie, un peuple dont Ie travail est accompagne de chants; 
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joie de vivre que i'on ne saurait mieux indiquer que par la 
formule ''l'energie mysterieuse de i'esprit". 
C'est dans les modes de penser dans les profonds courants 
spirituels de la vie des diverses races et nations de ia terre 
qU'i! faut trouver la saurce des contributions qu'une association 
Internationale peut apporter au perfectionnement des relations 
humaines. Ces modes et ces attitudes sont une realite, com
bien difficlle qU'i! soit de les definir ou de les decrire. lis 
sont une realite plus tangible et plus durable que toutes nos 
machines, que tous nos syst~mes economiques et que tous nos 
programmes. Ce sont ces profonds leviers de I'esprit qui 
doivent nous aider it produire la puissance, i'energie, la faculte 
de vision necessaires it i'examen et it la solution des probl~mes 
et des conditions de l'industrie. Une expression concr~te a ete 
donnee it ces probl~mes au cours de nos diverses reunions. 

Quel que solt Ie cholx que je fasse de ce qui m'a pam etre 
Ie plus Important au cours des discussions de cette conference, 
Je ne saurais compter Ie Justifier. Tout ce que je puis esperer 
c'est que, tandis que mon choix vous sera presente, mes omis
sions memes vous alderont it passer en revue la conference, 
de telle mani~re que ce que l'aurai laisse de cote pourra 
exercer sur vos esprits une impression aussl profonde que ce 
que l'aurai Inclu dans mon cholx. Nous sommes ici ce solr 
non point pour entendre i'interpretation d'un membre quel
con que de la conference, mais bien plutot pour nous trouver 
r~unis tandis qu'une personne indique les directives des prin
dpaux sujets, pour refiechir posement ensemble a ce qui a et~ 
dlt et plus specialement pour grouper, au cours de nos r~ 
flexions, les questions auxquelles nous allons vouer a I'avenir, 
tant comme individus que comme association, une plus grande 
part de notre pensee. C'est dans cet esprit et simplement pour 
guider votre meditation que le desire vous Indiquer certaines 
des choses qui m'ont frappee tandis que j'ecoutals. 
Dans ses paroles de bienvenue, notre President, Miss Hessel
gren, nous a dlt que i'element commun dans notre pensee c'est 
notre fol dans les relations humaines. comme une chose qui 
ne saurait etre renversee par Ie developpement extreme des 
aspects techniques de la vie moderne; elle nous a dit que 303 
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l'invention technique ne suffisait pas et que les relations entre 
etres humains sont plus essentielles que la technique. C'est 
pour donner une expression materielle a cette idee que I'I. R. I. 
a ete organisee. 
Ceux d'entre nous pour qui cette conference a ete la premi~re. 
ont dO songer a la signification du developpement de I'I. R. I. 
a ses debuts, comme petit groupe, a Argeronne, en 1922, 1 
la reunion du comite interimaire, a la decision prise a Pies
singue de former une organisation puis, a ce Congr~s, la pre
mi~re preuve reelle de la necessite de cette organisation et 
des methodes a suivre pour son developpement. II me semble 
qu'au cours des six annees· qui se sont ecoulees depuis ses 
debuts, I'occasion s'est presentee de prouver la necessite d'une 
telle association et de reconnaitre les contributions speciales 
qu'elle peut avoir a apporter. Comme I'a dit Miss Pledderus 
dans son rapport a notre premi~re session, 1'1. R. I. existe 
pour repondre aux necessites de I'heure actuelle et c'est la 
seule raison de son existence. 
Dans son plaidoyer en faveur d'un retabllssement du nom 
explicite de notre association, tel qU'iJ a ete formule par Ie 
comite interimaire: "pour l'etude et Ie developpement de rela
tions humaines satisfaisantes", Miss .F1edderus a defini nos 

. buts. Elle a fait ressortir la signification de "relations humaines 
satisfaisantes"; elle a montre que nous ne sommes pas icl en 
train de fixer une formule ni de decider que nous aIlions partir 
et convertir Ie monde a quelque programme particulier, mais 
nous reconnaissons que les relations humaines sont une chose 
vivante, que constamment elles doivent etre creees et recreees 
et que seul leur jeu harmonieux en vue d'une fin commune 
peut donner la preuve qu'elles sont satisfaisantes. C'est une 
preuve qui peut etre faite sous toutes les conditions, m(!me 
instables. Quelle que soit la structure de la Societe. et quel 
que soit Ie but de la vie industrielle dans Ie cadre de cette 
Societe ou l'etat de son developpement industriel, II est tou
jours possible de reconnaitre si Ie travail est - oui ou non -
organise de mani~re 1 permettre aux Individus de poursuivre 
ensemble une fin commune. C'est 11 notre etalon. c'est 11 
notre programme: favoriser Ie developpement des principes et 
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et les methodes qui aboutissent a ce mode . d'harmonieux 
fonctionnement. C'est la cld de voQte de la methode de tra
vail de notre association. Miss rledderus a dit aussi qu'en
semble nous pouvions atteindre a une pensee que chacun de 
nous pris iso\ement ne saurait concevoir. La methode de 
travail de notre association est, en d'autres termes, de reunir 
pour l'etude et pour la discussion, salaries, directeurs, per
sonnes travaillant au developpement du bien-etre social ou 
etudiants de ces probl~mes, tous ceux qui participent a un titre 
quelconque a la vie industrielle, et de leur donner la possibilite 
de reflechir ensemble et de trouver les elements communs de 
leurs experiences diverses. 
Et si quelqu'un se plaint de ce que l'esprlt pratique manque 
a ce programme et a nos discussions, je crois que nous devons 
demander: Y a-t-II rlen de plus tangible et de plus concret 
dans ses effets possibles que nos reunions une fois tous les 
trois ans pour un congr~s et une fois par an pour un cours 
d'ete, o~ nous nous effor~ons de reflechir ensemble dans une 
syntMse d'experiences qui associent les points de vue du 
travailleur, de l'employeur, de la direction, de tous ceux qui 
font des recherches dans I'lndustrie et d'obtenir ainsi de nou
velles lumi~res sur les conditions de la region du globe qui 
nous est propre. Je ne connais rlen de plus pratique que 
cela, car nos r~gles pratiques doivent etre fondees sur nos 
reflexions et seules de saines reflexions peuvent produire des 
relations harmonieuses. La pratique sans la reflexion ne 
prodult que des relations purement accidentelles; c'est la 
methode de l'experience et de l'erreur, avec beaucoup 
d'erreurs. 
11 y a un rapport etroit entre cette conception et une autre 
pensee que nous a soumise Miss rledderus • que l'avenir est 
determine avant de se reallser: "toute epoque est un rl!ve qui 
se meurt, ou un reve pr~ de naitre". Le rl!ve, apr~s tout, 
c'est la realite. Ou pour Ie formuler d'une autre mani~re, 
la psychologie nous enseigne que pour comprendre les actions 
de l'homme nous devons connaitre Ie motif qui a determine 
ses actions. Ainsl dans les relations humaines I'idee est de 
toute Importance et une fois que I'idee est developpee et 
exprimee, il est tr~s probable qu'elle sera mise en action. 305 
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Le tableau des conditions industrielles dans les divers pays nous 
a ete presente dans les rapports des membres du consei!. Je 
n'essaierai pas de les resumer, sauf pour indiquer qu'ils ont 
fait ressortir certains elements communs aux problemes econo
miques fondamentaux: au probleme essentiel du developpe
ment et du mouvement de la population sur lequel sont fondes 
tant d'autres de nos problemes industriels; au probleme des 
marches, grandissant en importance et en difficulte a mesure 
que la production est accompagnee d'un rendement plus ~leve; 
et au probleme des matieres premieres. Le probleme des 
marches et Ie probleme des matieres premieres affectent les 
differents pays it un degre different, selon que ces pays dis
posent de vastes marches interieurs et de leurs propres ma
tieres premieres ou de peu ou pas du tout de matieres pre
mieres et de marches restreints, de telle maniere qu'ils doivent 
dependre des marches etrangers pour l'ecoulement de leur 
production dans la mesure oil celle-ci depasse les besoins 
nationaux. 
Un autre point qui resuIte clairement des rapports que nous 
avons entendus, c'est la difference du developpement econo
mique des diverses parties du globe. Dans certains pays 
I'ensemble du probleme de la vie politique et de l'education 
se trouve enchev(!tre a la suite des changements subits apportes 
par l'industrie moderne; changements subit, parce qu'avec des 
marches aussi vastes qU'i!s doivent l'(!tre maintenant, ces pays 
sont livres a une c;:ertaine forme d'exploitation (j'emploie ce 
mot sans aucune nuance pejorative ou laudative) une forme 
d'exploitation due au developpement de l'industrie dans d'autres 
parties du monde, ce qui souleve un probleme entierement 
different de celui des changements provoqueS par la revolution 
industrielle dans un pays oil ce changement a ete graduel et 
provoque par des conditions purement nationales. 
Les modifications de la vie a la fabrique et de I'organisation 
economique, les changements de forme et de procedes en An
gleterre, au cours des cent annees ou plus encore qui se sont 
ecoules depuis Ie debut de la revolution industrielle moderne, 
presentent sur Ie plan des relations humaines des problemes 
tout a fait differents de ceux qui se posent dans un pays oil 
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duction excessive d'une autre nation. Dans ce dernier cas la 
vie economique est compliquee du controle politique exerce 
par un pays sur un autre et de la resulte un nouvel aspect de 

. notre probieme que nous devons considerer a l'arriere-plan de 
nos discussions. 

II est peut-@tre heureux que des la premiere le<;on donnee au 
cours de cette conference ron nous ait presente des idees que 
certains d'entre nous n'ont pu accepter. Nous avions songe a 
faire discuter, a ce point la du programme, quels etaient pre
cisement les obstacles a une reflexion commune au sulet d'un 
important probleme industriel. Pourquoi est-ceo par exemple, 
qu'aux ftats-Unis et en Angleterre nous n'avons pas ete capa
bles de resoudre Ie prollieme du charbon, malgre Ie fait que, 
sous les auspices du gouvernement comme representant de la 
nation, 1'0n ait reuni les representants des travailleurs, les 
representants des employeurs, du grand public et des tech
niciens qui ont etudie toutes les faces du probleme? Pourquoi 
n'a-t-I! pas ete possible de reflechir ensemble a une solution 
commune? C'est la la grande question que nous avions voulu 
faire discuter, mais au lieu de cela 1'0n nous a presente une 
interpretation plus genl!;rale de l'esprit de la foule; on nous 
a montre les travailleurs comme agissant sans avoir aucune 
idee d'oll ils allaient ou de ce qu'i!s feraient, pr@ts un jour 
a mettre Ie feu aux docks et Ie lendemain a accepter les termes 
m@mes qui leur avaient ete offerts ,Ia veille. L'esprit des 
foules a ete interprete comme chaotique et irrationnel et la 
description semblait montrer que la sagesse n'appartenait qu'a 
ceux qui I!;taient nommes comme arbitres et qu'U n'y avait pas 
de base rationnelle a l'attitude des travailleurs. Ce que cette 
description nous a rl!;ellement montre, c'est Ie besoin d'un 
programme semblable en tous points a celui que notre asso
ciation s'efforce de rl!;aliser: la nl!;cessite, en d'autres termes, 
d'analyser de telles situations et de trouver leurs raisons fon
dameniales; la necessitl!; de dl!;terminer Ie point de vue des 
travailleurs. de reconnaitre pourquoi ces choses les affectent 
de telle ou telle maniere, de voir quelles sont les conditions 
qui, dans les diffl!;rentes industries, provoquent des problemes 
et des attitudes d'esprlt tout a fait diffl!;rents, comment ces 307 
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faits se compliquent des. attitudes propres it chaque race, a 
l'heritage social traditionnel et enfin par quelles methodes de 
recherches nous pouvons arriver it une cOl.T1prehension de ces 
problemes des relations. Comme I'a dit M. van der Leeuw 
apres la conference de Lord Askwith, nous avons toujours a 
considerer deux aspects d'un tel probleme: nous ne pouvons 
pas nous borner it une interpretation purement logique des 
facteurs materiels. Nous devons avant tout analyser cIaire
ment la situation et Ie probleme, mais nous devons pouvoir 
compter ensuite qu'une mutuelle confiance reglera les relations 
des personnes engagees a resoudre ce probleme. 
Vous vous souviendrez qu'au cours de nos discussions I'idee 
de Ia difference entre les groupes est revenue a plusieurs re
prises; certains membres de notre conferences n'ont pas aime 
s'entendre dire qu'j) n'etait pas vrai que "Apres tout un homme 
est un homme ("a man's ·a man for a' that") qu'i1 eta it un 
ouvrier des charbonnages ou un cheminot ou un ouvrier des tex
tiles, un actionnaire ou Ie president d'une societe anonyme et 
que tous ont une maniere differente de penser. Bien qU'jJ soit 
vrai que nous reconnaissions certains elements communs dans 
ce qU'jJ est convenu d'appeler la nature humaine, iI est tout aussl 
vrai que les reactions d'une personne aux evenements de la 
vie et de son entourage different selon les circonstances. 
eertes, ceux qui connaissent les travailleurs ou qui ont ob
serve tel ou tel domaine de nos relations sociales doivent se 
rendre compte a quel point nous ~ommes Ie produit de notre 
milieu industriel et doivent reaIlser la difference entre I'ouvrler 
agricole, I'ouvrier des mines travaillant isole, Ie cheminot 
dont I'occupation Ie rapproche du public, I'actionnaire qui se 
trouve souvent a I'ecart de la lutte, dispose de moyens suf
fisants pour s'assurer des satisfactions dans la vie et est 
naturellement enclin a accepter I'ordre present et peu desi
reux d'admettre la necessite d'un changement quelconque. 
L'experience de chaque individu ne sauralt etre etendue sans 
la multiplication des contacts, et sans des mesures susceptibles 
d'assurer la comprehension mutuelle. 
Au fond de tous les conflits de groupes on retrouve I'influence 
inevitable des idees sur la condulte provoquee par Ie milieu, 
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propre attitude vis-a-vis de l'industrie. II ne s'agit, pas la 
seulement des idees des individus, mais ceux qui ont ete 
soumis a des experiences communes se trouvent reunis en 
groupes et chaque fois qu'un groupe reconnait que ses mem
bres partagent les memes interets et sont soumis aux memes 
conditions, ron se trouve en face d'un groupe organise qui 
devient un fait concreto 11 est un curieux desir souvent mani
feste par ceux qui jouissent d'une grande puissance dans 1'0rdre 
economique: Ie desir de reconnaitre uniquement l'individu, de 
considerer Ie groupe comme un pbenom~ne irrationnel et 
d'interpreter Ie resultat des actions de quelques chefs peu rai
sonnables qui dirigent Ie groupe, en affirmant que si I'on 
pouvait se debarrasser de ces chefs II serait possible de dis
cuter d'une mani~re raisonnable avec chacun des travailleurs 
membre du groupe et qu'aucune des dififcultes dues a la for
mation de larges groupes ne se presenterait. 
Ces discussions ont montre qu'une te11e mani~re d'attaquer Ie 
probl~me ne fournit pas une base nette pour I'action. Apr~s 
tout, Ie groupe n'est pas un produit de l'imagination. Nous 
devons reconnaitre que la vie moderne est trop compliquee 
pour I'lndividu agissant isole; que I'h 0 m m e est un nain, mais 
que I e s hommes sont rendus puissants par la necessite 
et la possibilite d'une cooperation, comme I'a· exprime Ie 
docteur Delisle Burns. Notre Uiche est de provoquer une 
comprehension plus nette des relations de groupe a groupe 
par I'intermediaire des individus qui les composent. Nous 
devons chercher a comprendre pourquoi les groupes existent 
et ce qui les a formes et plus particuli~rement a determiner 
que11es devraient etre leurs relations a regard de I'organisa
tion 6conomique. II est evident qu'avec une organisation 
I!conomique hautement perfectionnee, 1'0rganisation par groupe· 
'devlent necessalre. II ne saurait y avoir sans cela d'executlon 
nette des fonctions. A ce point de vue, ce n'est plus de trouver 
une place pour I'lndividu qui est Ie fait important, la tache que 
nous 'devons resoudre c'est de trouver comment Ie groupe des 
salaries, Ie groupe qui controle les ressources financi~res et 
Ie groupe connu sous Ie nom de public peuvent agir en fonc
tion run de I'autre. 
De plus en plus l'idee se fait jour que dans ces grandes 309 
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questions du controle ~conomique, la recherche et l'exp~rIence 
deviennent necessaires. Le controle financier ext~rieur ne 
devrait pas statuer en dernier ressort sur des etres humains; 
les travailleurs, et nous entendons par ce terme toutes les 
personnes activement engag~es dans une entreprise, doivent 
pouvoir controler leurs propres conditions et des relations 
harmonieuses doivent etre etablies par une definition plus 
claire des diverses fonctions. Nous avons ;l determiner les 
relations fonctionneUes de ces divers groupes ;l I'egard du 
·processus economique et ;l reconnaitre queUes sont les r~gles 
d'une participation au controle qui permettraient d'attendre ;l 
une bonne fin. Par bonne fin nous entendons les relations du 
travail qui repondraient ;l leur but. II faut confier ;l chaque 
individu la tache qU'i1 est Ie plus apte ;l executer et nous 
pouvons transposer cette r~gle et dire qu';l chaque groupe 
dolt etre confiee la tache qu'it est Ie plus apte ;l remplir et 
qu'it dolt avoir, en tant que groupe, une possibilite de parti
ciper aux decisions qui affectent ses prop res Interets et la fin 
commune. La competence est la seule justification pour 
I'exercice d'une fonction. 
Le changement dans ia situation du travailleur implique un 
changement a I'egard du controie de la politique generale de 
I'entreprise, mais cela ne signifie pas que I'homme qui a tra
vaille ;l I'etabll s'en ira dans les bureaux du tresorier tenir 
tes livres de comptes; et cela ne signifie pas non plus que 
pour assurer de bonnes relations dans votre entreprise II suf
firait que vous ouvriez tous vos grands liyres, que vous laissiez 
les ouvriers s'approcher et examiner les chiffres, car les grands 
livres et les rapports, meme les rapports aux actionnaires ne 
content pas toujours des histoires tr~s lumineuses. 
Toutefois, nous pouvons provoquer entre les groupes des re
lations teUes, qu'eUes fixent les responsabiliti:s mutueUes de 
ces groupes ;l regard du but commun, et Ie premier pas ;l faire 
dans cette direction c'est de preciser un but qui associe les 
interets de tous les groupes. II faut reconnailre clairement 
que la fin premi~re de toute activite IndustrieUe est de pro
duire des marchandises ou d'assurer quelque service et non 
de faire de I'argent. 
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SOMMAII{I! lIT CONCLUSIONS 

est remplie, c'est preml~rement la qualite des prodults et des 
services rendus et Ie prix Impose au public; en second lieu 
la quallte et Ie prix des prodults compares a la situation de 
ceux qui produisent les biens ou executent Ie service, etant 
donne que leur capaclte d'effectuer leur tache est en fonctiori 
des egards prls pour leur condition d'etre humain; a l'heure 
actuelle la troisi~me mesure est donnee par Ie fait que l'entre
prise permet ou ne permet pas un sQr investissement des 
capitaux. 
Je crois que ce qui fait une grande difference, c'est de savolr 
auquel de ces points nous nous attachons essentieUement; sl 
nous conslderons en premier lieu les benefices nous en arrl
vons a une sorte de controle financier excessivement peu 
conforme aux necessites reeUes, nous nous trouvons alors en 
presence de ce que M. Branford Indiquait comme la "mentalite 
citadine" et les "finances cltadines". Nous connaissons de 
nombreux exemples de ce type de finances aux ftats-Unis 
- vous m'excuserez de tlrer mes illustrations de mon pays, 
elles me vlennent a l'esprlt tout natureUement. II y a quel
ques annees, l'un de nos plus puissants financiers fut invite, 
par la Commission des relations industrieUes, a indiquer s'U 
estlmait que 12 heures representalent une journee de travaU 
d'une longueur convenable pour les ouvriers des acierles. n 
declara qu'll n'en savalt absolument rien et pourtant II faisaJt 
partie d'un certain nombre de conseils d'administratlon qui 
fixalent les r~glements relatlfs a la journee de 12 heures et 
a la semalne de 7 jours dans l'Industrie de ('acier. 11 est vral 
qU'1l ne connaissait pas du tout la question; il ne realisait pas 
la signification des processus de la production. Aussi long
temps que nous ne placerons pas au centre de nos preoccu
.patlons les realites de la production, que nous ne ferons pas 
de la production Ie but pratique de notre activlte economlque 
et que nous ne jugerons pas de la valeur de cette actlvite en 
prenant comme crlt~re la bonne marche de la production, notre 
politlQue economlque ne sera pas basee sur des reailtes, mais 
elle dependra du developpement de la puissance des groupe
ments qui en assument Ie contrOIe, en toute connalssance des 
chlffres que presente l'aspect financier de la question. mals 
sans lien comprendre aux phenom~nes de la production eUe- 311 
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meme. Dans de telles conditions nous ne pouvons pas nous 
attendre a avoir des relations humaines solidement fond~es. 
II est temps que dans notre ~tude de I'organisation scientifique 
nous commencions a nOus pr~occuper s~rieusement d'une di
rection scientifique des finances; en effet, les sciences finan
ci~res sont essentielles a la r~alisation du bonheur humain, 
dans une organisation ~conomique aussi hautement d~veloppee 
que la notre et dans laquelle les finances et Ie capital ont une 
part si considerable. Nous avons accorde notre attention a 
la science de la production, mais toute la question du controle, 
des finances et de .leurs effets sur les relations des groupes 
participant a la production et sur I'organisation ~conomique 
n'a encore jamais fait I'objet d'une ~tude vraiment scien
tifique. 

Tel qu'on nous I'a pr~sent~ ici, Ie mouvement en faveur de 
I'organisation scientifique m~rite que nous nous y attachions 
quelque peu. Ce mouvement a ~t~ d~fini, dans I'un des rap
ports fournis sur ce sujet par un repr~sentant de I'organisation 
scientifique aux Etats-Unis, comme une attitude de I'esprit a 
regard du travail, et primairement comme une philosoph ie, 
une procedure applicable a tous les faits de l'ordre industriel, 
en second lieu, seulement comme une s~rie de r~gles pra
tiques. 
Par ailleurs, I'organisation scientifique n~cessite la substitution 
de faits a des pr~iug~s, I'habitude d'~tudier et de reconnaitre 
avant d'~tablir une r~gle. Ce proced~ meme implique que Ie 
mouvement doit se fonder sur les relations entre Ie groupe 
des producteurs et Ie groupe des consommateurs, les deux 
grands groupes que 1'0rganisation tend a servir en commun. 
Quant aux effets de l'organisation scientifique sur les relations 
humaines, ils d~pendent du controle de cette organisation et 
c'est la que 1'0n trouvera l'explication de l'opposition des syn
dicats au mouvement de l'organisation scientifique. 
Si quelque representant d'une direction autocratique venalt 
chronom~trer mon travail en disposant du pouvoir necessaire 
pour me dire comment je devrals I'effecteur, et pour d~ter
miner ensuite mon salaire et mes heures de travail, mon att!-
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membre d'un syndicat favais decide qu'en vue d'atteindre l 
un salaire plus eleve, l des prix plus reduits pour Ie consom
mateur et l un travail plus productif, je participais l une. 
analyse de mon travail et des conditions de gestion afiectant 
ce travail afin de pouvolr i'effectuer d'une mani~re plus satis
faisante. Ce seraient alors les syndicats comme groupes qui, 
d'un commun accord avec les employeurs, fixeraient les nor
mes, les methodes les plus rationnelles de faire un travall, en 
tenant compte pleinement des interets de leurs membres. Sans 
ce controle commun, i'on ne saurait eviter les dangers liis 
au conflit des interets ou au fait tr~s humain que sans repre
sentation collective I'individu reste mefiant l i'egard des deci
sions finales. 

Nous devons ensuite considerer I'attitude du vaste groupe qu'll 
est convenu de nommer les consommateurs ou Ie public, l 
I'egard de ces probl~mes . Nous en arrivons ici l la discussion 
que nous avons eue au sujet de i'opinion publique. Comme 
Ie disalt Miss Hesselgren, la peur et la mefiance sont l la 
source de bien des difficuItes dans I'industrie. La crainte et 
Ie sentiment de l'lnsecurite eprouves par Ie travaiJIeur pro
voquent son opposition meme l des mesures qui pourraient, 
a la longue, servir au mieux les Interets du groupe ouvrier. 
M. Kellogg nous a montre qu'apr~s avoir fait de nombreuses 
analyses de notre situation Industrlelle, 11 nous fallait malnte
nant obtenlr une syntMse qui tendrait a appilquer reellement, 
dans une vaste spMre, les resultats de nos recherches. L'opl
nion publique, l laquelle nous attribuons un rOle decisif dans 
la solution des confllts, manque souvent tout l fait d'influence; 
elle est frequemment indifferente et mal informee; elle penche 
souvent en faveur des groupes qui pref~rent maintenir les 
choses telles qu'elles sont. Pour sa commodite propre, Ie 
public pref~re ne pas Interrompre Ie cours routinier de la vie 
~conomique, ne seralt-ce m@me que pour un temps tr~s court. 
Mals'le role de l'opinion publique, sur lequel M. Kellogg attirait 
notre attention, ce n'etalt pas l'opinion publique en temps de 
conflit, mais I'opinion publique comme un lent developpement, 
un progr~s, un eclalrcissement graduel des idees tendant vers 
une comprehension meilleure. II nous a indique, par exemple, 313 
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Ie developpement et I'importance pratique grandissants de la 
-legislation sociale, a la suite des mouvements de I'oplnlon pu
blique et du desir general de voir etablir des conditions In
dustrielles satisfaisantes dans I'interet des salaries. 
Nos previsions, en ce qUI concerne I'education de I'opinion 
publique, ne sont pas defavorables, mais I'interet du public 
depend des moyens de communication necessalres a creer la 
comprehension. Si cette comprehension n'est pas developpee, 
I'opinion publique risque d'etre mal orientee. De IA !'impor
tance de conferences et d'etudes en commun. Cette chose 
imprecise que I'on nomme I'idee apparait a nouveau comme 
un element de controle dans la formation de la mentalite col
lective et tous les groupes doivent contribuer A l'elaboration 
de l'idee collective. 
D~s son origine; en Angleterre, a Toynbee Hall, Ie mouve
ment a ete dirige vers un echange d'idees. Des universitaires 
s'en sont alles vlvre avec des groupes dont les membres, 
hommes ou femmes, n'avalent pas connu les avantages d'une 
instruction superieure, afin de partager leur existence et de 
les faire benef!cier des avantages qu'lls avaient eus. A I'heure 
actuelle - M. Kellogg l'a fait ressortir - nous voyons se deve
lopper Ie phenom~ne inverse: ce sont les travailleurs qui vont 
enseigner aux universites a interpreter les necessites et les 
conditions sociales. Nous comme11l;ons a apprecier les ele
ments de culture et d'education fournis par l'experience pra
tique du travail et M. Miller I'a bien montre dans son rapport 
lors des discussions sur l'education. Les travailleurs n'ont 
pas, au meme degre que ceux qui frequentent les universites, 
la possibilite d'apprendre ce qu'il y a dans les livres et pour
tant Us sont touches par la beaute et la culture spirituelle qui 
d'ailleurs ne sauraient etre separees de 1a- masse du peuple 
et de son activite. C'est ainsi que les conditions du travail 
affectent la civilisation et la beaute. Si l'industrle moderne 
absorbe les producteurs et les travailleurs, leur enl~ve toute 
possibilite d'activite creatrlce et restre!nt leur capacite d'emo
tion par Ie beau elle limite la vie et rend sterile Ie sol oil 
pourrait germer la beaute. Dans Ie mouvement en faveur 
de l'education ouvrl~re, nous trouvons une possibilite nouvelle, 
pour ceux qui ne font pas partie du groupe des travailleurs. 
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d'~tablir des contacts avec eux et de comprendre leurs r~actions 
ll'egard de l'existence et de notre ordre social. 
L'educatlon des ouvriers donnera une structure plus nette aux 
exp~riences et l la philosophie du groupe des salaries; ainsi 
Ie mouvement en faveur de l'education ouvri~re cr~e pour 
nous les communications fondamentales sl necessaires a l'~vo
lution sociale. 
L'atelier peut ainsl etre considere comme Ie centre et la 
source de la compr~hension des relations humaines directes, 
"close in", comme I'a dit M. Kellogg. Dans l'atmospMre de 
i'atelier se developpe une comprehension qui s'etend jusqu'l 
ce qu'elle touche un groupe plus vaste. Nous simplifions notre 
tache si, au lieu de parler de I'industrie et de la societ~ dans 
leur ensemble, nous realisons que Ie point oil nous devons 
commencer c'est I'atelier oil les individus entretiennent des 
relations humaines dlrectes. SI nous songeons d'emblee A 
l'ensemble de I'industrie moderne ou m1!me a i'lndustrle mo
derne d'un seui pays - de l'Angleterre par exemple - la chose 
devient beaucoup trop compliquee pour que nous puls
sions la comprendre enti~rement, mais si nous commencons 
par penser aux ateliers et aux mines, puis a une certalne mine 
et a un certain atelier, DOUS verrons que chaque endrolt oil 
i'on travaille peut devenir Ie point de depart d'un processus 
d'educatlon qui servira de base l i'organisation de groupe
ments plus vastes. L'importance de i'atelier comme micro
cosme a ~te nettement temolgnee dans notre programme par 
Ie fait qu'une de nos sessions a ete consacr~e a i'entreprlse 
partlculi~re et l la tache pratique d'organiser les relations 
humalnes dans cette entreprlse. 
Lorsque nous dlscutlons de i'oplnlon publique, nous avons 
egalement constate les progr~s de certains mouvements sus
ceptlbles d'afiecter la comprehension mutuelle, tel que par 
exemple Ie mouvement d'organisatlon scientiflque qui provoque 
actuellement une etude plus serree et plus intensive des con
ditions de travail dans l'atelier Indlvlduel, et i'ensemble du 
mouvement des etudes psychologiques dans i'industrie qui, de 
son cate, rev~le des faits n~cessalres l la comprehension. 

Je n'essaleral pas de resumer les "cOnferences autour des 3lE 
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tables rondes"; je choisirai de nouveau, d'une mani~re plus ou 
moins arbitraire, certains faits particuli~rement marquants et 
riches en suggestions pour I'avenir. Au cours de la discussion 
relative aux probl~mes qui exigent des recherches, un point 
a eclaire plus specialement la situation. Nous etions en train 
de discuter de I'importance des recherches relatives aux causes 
de mecontentement, et nous parlions de salaires, de la journee 
de travail, etc. M. von Haan a suggere qu'au lieu de parler 
du mecontentement et des griefs tels qu'ils existent, nous 
considerions bien plutot les probl~mes positifs de la direction, 
que nous en fassions une analyse afin d'arriver ainsi a pre
venir Ie mecontentement. Pourquoi passerions-nous notre 
temps, par exemple, a reconnaitre que les ouvriers des char
bonnages connaissent une tr~s grande. instabilite du travail, 
alors que pour avoir une base d'action nous devrions bien 
plutot rechercher quels sont les elements reels qui causent les 
irregularites et I'instabilite de I'emploi, quels faits determi
nent la possibilite de fixer des salaires equitables et queUe 
mani~re d'action commune pourrait aboutir aux r~glements 
les plus intelligents? en un mot la recherche doit devenir 
plus inventive et plus constructive au lieu de se borner a 
reunir des preuves pour demontrer que les choses sont ce 
Qu'el\es sont. 
Au cours de la session consacree a I'etude des contributions 
des sciences sociales au relations humaines, M. Branford a 
fait ressortir Ie mecontentement tr~s net que I'on eprouve a 
l'egard des progr~s faits lusqu'ici dans I'application des 
sciences physiques et sociales. 11 y a la un grand besoin de 
comprehension directe de la vie que M. Branford, comme 
representant des sociologues, croi! possible d'obtenir par Ie 
processus d'integration qui est Ja tache meme de la sociologie 
C'est ainsi par exemple qu'au lieu d'etudier les probl~mes bio
logiques, psychologiques et les processus economiques d'une 
mani~re abstraite, independamment les uns des autres et sans 
tenir compte des realites d'une situation particuli~re, nous 
devrions, 10TSque nous etudions une region, examiner les con
ditions auxquel\es sont soumis: consideres sous eet angle, les 
faits biologiques relatifs a la qualite et au nombre de la popu-
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obtenues a l'alde des sciences techniques qui touchent a 
l'industrle et enfin les donnees d'ordre soclologique qui com
blnent tous ces autres elements sur un meme plan de vie 
commune, en tenant compte du fait que la vie sociale est en 
meme temps un pbenom~ne ethique et economique, physique 
et estbetique. C'est parce que les etres humains ne peuvent 
~tre groupes selon les divisions artificielles qui se sont pro
duites dans Ie classement des sciences, c'est parce que 
l'indlvldu est une entite et que la communaute en est une autre, 
que Ie seul moyen d'obtenir quelque comprehension effective 
est de falre appel a I'interrelation des sciences. 
Mme Wunderlich a fait ressortir que Ie propre de la methode 
sclentlfique etalt de conclure a partir des series d'ev~nements 
et de faits, et que par consequent une etude scientifique ne 
pouvalt comprendre tout l'ensemble de la realite et ne pouvalt 
pas s'ldentifier compl~tement avec tous les elements com
plexes d'une situation donnee. Mais la science ne dolt pas 
~tre separee de la realite. 11 est Indispensable d'appliquer la 
science a I'lndustrle, parce que la societe et la nature etant 
soumises a des lois, tout acte, dans Ie domaine industriel, qui 
ne seralt pas en accord avec les lois fondamentales de la 
technique, de la physique et de la structure soclale qui en sont 
1a base provoqueralt necessalrement un echec. A moins que 
nous n'appliquions les methodes de la science qui, seuies, 
peuvent reveler les lois et les sequences de cause a effet, nous 
ne saurlons compter sur la stabilite des r~gles et des procedes 
que nous etabllssons. 
II faut que la dignlte du travailleur soit respectee et que son 
nlveau d'exlstence soit assez eleve pour que cette dignite ne 
sublsse aucune atteinte. SI nous faisons notre guide de cette 

. idee, les conditions modemes de l'industrle nous soumettent 
trois grands groupes de probl~mes a la solution desquels !lOUS 

devons appllquer les methodes de la science. Le premier de 
ces groupes c'est l'utilisation mecanique du travailleur. Mme 
Wuriderlich a montre que ce n'etait pas aux sciences sociales 
mais bien aux sciences techniques qu'i! appartenait de trouver 
Ie remMe aux dangers que font courlr a la civilisation de la 
societe les mefaits d'un travail repete et monotone. SI 95 % 
des ouvrlers des usines Pord sont attaches a un travail meca- 317 
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nique, monotone et repete, 'c'est aux sciences techniques 
qu'incombe la tache de liberer ces etres humains de leur part 
aces travaux automatises. Comme I'a fait ressortir un autre 
orateur, au cours des discussions a la table ronde, il y a la 
un tres grand besoin de poursuivre des experiences sur les 
moyens de retablir, grace a la constitution de plus petits 
groupes, les valeurs inherentes a la petite industrie. Tout en 
continuant a developper la production sur une vaste echelle, 
un point. tres interessant qui a ete reconnu au cours de la 
discussion sur la production en masse, c'est que la oil de 
larges groupes de personnes sont constitues, il en resulte pour 
I'individu une grande solitude et un isolement au milieu de 
cette masse. Si nous n'arrivons pas a rendre possible une 
organisation naturelle par Ie moyen de groupes plus petits, 
la production en masse devient un systeme mecanique et 
inhumain. 
Le second groupe de problemes qui demandent I'application 
des sciences est celui de I'instabilite de I'emploi. Aucun 
probleme n'est, semble-t-i!, plus angoissant nl plus commun 
dans Ie monde economique que celui de I'instabilite de l'emp/oi. 
II est certainement un corollaire de la production en masse, 
car celle-ci demande des marches tres etendus et toule diffi
cuite apparaissant sur ce marche peut priver de leur emplol 
des milliers de personnes. II semble que cette insecurite de 
I'emploi ait augmente plutot que diminue par I'accrolssement 
de I'unite de production puisque Ie marche doit s'etendre a 
mesure que la production s'accroit. L'instabilite de l'emploi 
a d'aulres aspects encore et presente un champ d'application 
a de nombreuses sciences .. Je crois tout particulierement ;\ 
I'importance a cet egard du developpement des sciences ft
nancieres; en effet, une politique financiere raisonnable dolt 
pouvoir stabiliser l'industrie et diminuer Ie risque d'insecurlte. 
L'etude des cycles economiques peut egalement eclairer ce 
probleme. Ces eludes sont actuellement poursuivies dans 
differents pays et nous commencons a connaitre les aspects 
Internationaux des cycles economiques. 
Le troisieme groupe de problemes qui s'offrent a notre etude 
a trait a I'equite des revenus. Parfols nous nous trouvons 
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raison de I'lnstablllt~ de l'emploi ou du coOt de la vie ces 
forts salaires ne repr~sentent pas un revenu ~quitable. lei 
les sciences techniques doivent intervenir aussi bien que les 
sciences sociales. Comme I'a dit Mme Wunderlich, la theorie 
sans la pratique est vaine; la pratique sans la theorie est 
aveugle. 

Le programme autant que la liste des membres de cette con
f~rence peuvent apparaitre comme une syntMse d'oppositions. 
Nous avons des participants qui s'int~ressent essentiellement 
au fond scientifique de ces questions; nous en avons d'autres 
qui disent: "soyons pratlques". Recherchons une syntMse 
qui montre les points auxquels II convient d'appliquer la 
science non parce qu'elle est Ie iouet des theoriciens, mals 
parce qu'elle est indispensable a toute application pratique; 
examlnons ensuite comment la pratique peut" contribuer au 
d~veloppement de la science en lui apportant des faits r~els 
au lieu de suppositions comme base et objet de ses 
analyses. 
De mtlme nous nous trouvons en pr~sence du contraste entre 
l'entreprise Isolee et I'industrie dans son ensemble, - la neces
slt~ de reconnaitre les grandes forces qui sont a l'origine de 
toutes ces conditions et de tous ces faits et en meme temps 
l'obllgation de r~allser Que ceux qui' dirigent des entreprises 
et ceux Qui y travalllent peuvent se mettre immMlatement 
t l'etablissement de plans et de relations qui Iront se profiler 
c~ntre Ie fond du probl~me general. 
Nous avons ensuite l'antitMse entre l'attitude de ceux qui 
se repllent sur eux-memes et ceux Qui s'ext~riorisent, entre 
ceux qui crolent Qu'll nous faut un programme d'activite et 
ceux qui crolent plus Important que les etres humalns deve
loppent en eux-mtlmes les ressources et l'energle de resoudre 
les probl~mes Qui se posent a eux; que dans la mesure 01) 

chaque lour se developpent les relations humalnes, l'organl
sation' Industrlelle et les inventions, Ie pouvoir constructif de 
l'homme de changer les conditions sociales dolt s'accroitre 
~galement. L'ultlme source de pouvolr dolt @tre l'indlvidu 
developpe au plus haut point. C'est pourquol Miss Bennett 
et d'autres plaldent en faveur d'une prolongation de la perlode 319 
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scolaire jusqu'a I'age de 16 ans et en faveur d'un deplacement 
correspondant de la limite d'age requise pour I'admission aux 
travaux professionnels. Cette proposition implique la recon
naissance de la necessite de mettre I'individu en mesure de 
resoudre par' ses propres moyens les problemes qui se pre
sentent a lui et de donner un elan nouveau aux relations 
humaines. Le mouvement en faveur de I'education ouvriere 
part d'une conception analogue; en eHet, I'education ne sauralt 
s'arreter a I'age de 16 ans nl a plus forte raison a celui de 14. 
Si' nous ne prolongeons pas la periode d'education, nous 
courons Ie danger de perdre notre heritage social. Celui-ci 
ne saurait etre repris par une generation a la generation pre
cedente, si la periode de travail, et j'entends aussl bien la 
journee de travail que la duree de la vie consacree essentielle
ment a I'activite professionnelle, n'est bornee a de justes 
limites. Justes, c'est-a-dire permettant a chaque generation 
nouvelle de travailler, d'acquerir par elle-m1!me I'herltage de 
I'experience sociale. 
Et maintenant j'aimerais dire un ou deux mots sur ce qui. 
dans ces conditions, me parait etre Ie role possible de 1'1. R. I. 
II est evident qu'avec ses ressources actuelles 1'1. R.I. ne peut 
pas organlser un centre de recherches pour I'etude de toutes 
les conditions que nous avons indiquees, mais elle peut rendre 
un service signale dans tous les pays que nous representons 
en nous donnant I'occasion de nous reunir par des conferences, 
d'etablir des communications qui nous aident i nous com
prendre mutuellement et a etre au courant des activites pour
suivies dans nos differents pays. Bien plus, 1'1. R. I. peut 
encourager I'indivldu, quelles que solent les fonctions qU'U 
remplisse, employeur, directeur, travailleur, chef syndicaliste, 
fonctionnaire d'etat ou homme de science, elle peut Ie stimuler 
a developper sa comprehension des faits de telle maniere, qu'it 
sera mieux i m1!me d'accomplir sa tache. 
C'est la que je vois Ie role de 1'1. R. I. et c'est Ii aussi que 
ie vois ses points de contact avec d'autres organisations. 
Sans doute 1'1. R. I. ne dolt pas prendre la place d'une orga
nisation syndicale, d'une organisation patronale ou d'une com
binaison de ces deux types d'associations, rna is elle doit servir 
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Qui participent it ces mouvements sociaux. VI. R. I. ne doit 
pas etre un substltut a l'activite du Bureau International du 
Travail, mais il est certain Que si el\e accroit Ie nombre des 
personnes Qui comprennent la signification du Bureau Inter
national du Travail, elle cree par la meme une atmospMre 
Qui permettra au Bureau International du Travail d'exercer 
une actlvite plus vivante. 
De meme 1\ n'appartient pas a I'I. R. I. de se faire l'avocat 
de la legislation sociale dans les difierents pays ou de pour
suivre les memes buts Que I'Association Internationale pour 
Ie Progr~s social, mais el\e peut diriger sur. les travaux de 
cette association la comprehension Qui est la somme des 
nombreux points de vue et des riches experiences de ses 
membres. 
Alnsl la triple fonctlon de 1'1. R. I. peut, me semble-t-il, etre 
formulee dans les termes memes d'une philosophle anclenne: 
la vie dolt etre une actlvite inspiree par I'amour et command6e 
par la sagesse. 
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ZUSAMMENFASSENDER SCHLUSSBERICHT 
VON MARY VAN KLEECK 

Direktorin der Abteilun8 fur Indu.trielle Forachunaen der RuueU Sap Foundation 

New York 

Meine Aufgabe ist durch die Vertiefung und Verzweigung 
der Aussprache wiihrend unserer Verhandlungen mit jeder 
Stunde schwieriger geworden. 
Den ersten Gedanken, den wir uns zuriickrufen wollen, konnte 
nur ein Kiinstler erschiipfend darstellen. Es ist etwas, das 
nicht in Worte gefasst worden ist, aber das wir alle mit
empfunden haben; es ist der Beitrag iedes einzelnen Landes 
zur Prage der menschlichen Beziehungen. Ich vergesse einen 
Augenblick die tatsiichlichen Zustiinde in den verschiedenen 
Landern und bitte Sie, bei den charakteristischen Berlchten, 
die uns von dem Nationen hier gegeben worden sind, zu ver
weilen: Bel Gross-Britannien, dem sich die englisch spre
chenden Mitglieder der menschlichen Pamilie voll Zuneigung 
zuwenden und dort eine gewisse Gesammeltheit der Lebens
weise, eine besondere Kunst der Lebensfiihrung, eine Kultur 
des Denkens, der Kiinste und der Wissenschaften finden, die 
ein wesentliches Lebensgut der neuen Welt bilden; eine kluge 
und machtvolle Verwaltung und einen weitgespannten Kontakt 
mit den Nationen der ganzen Welt; - bei den nordlichen euro
piiischen Liindern, in denen die Menschen mit ungiinstigen 
Bedingungen kampfen und die fiihigkeit entwickelt haben, 
Schwierigkeiten zu iiberwinden; bei den Liindern des fernen 
Ostens - China, dessen Beitrag fiir die mensch lichen Bezie
hungen aus der engeren Gemeinschaft fliesst, aus dem Pami
lienleben, dem Leben der Clans, aus dem jetzt eine Nation 
hervorwiichst; Japan mit seiner grossen Anpassungsfiihigkeit 
an moderne Lebensverhiiltnisse, seinem intensiven Interesse 
an der Lebensweise der anderen Lander (wie ich erfahren 
habe, stellt nach der Statistik des VOikerbundes kein Land so 
viele Pragen wie Japan)," Indien mit dem Wissen urn den Sinn 
des Inneren Lebens und seiner Beziehung zu den iiusseren 
Oingen; - bel Deutschland, dem Land der Ehrfurcht vor der 
Wissenschaft und des philosophischen Denkens, bel Rumanien, 
dem Volke, das einst bel seiner Arbet! sang, - und bei den 
romanischen Liindern m!t ihrem ausgepriigten SchOnheits-
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gefiihl.und der Gabe, das Leben zu geniessen, die Lander, in 
denen die "Wunderkraft des Geistes" wirkt. 
Aus den Denkweisen, aus den tieferen geistigen Stromungen 
des Lebens der versehiedenen Rassen und Nationen der Erde 
quellen die Krafte, durch die eine internationale Vereinigung 
an dem Aufbau menschlicher Beziehungen mitwirken kann. 
Diese Denkweisen und Auffassungen sind eine Realitat, greif
barer und bestandiger als Maschinen, als Wirtschaftsprojekte 
und -programme. Aus diesen tieferen Ebenen des Geistes 
muss uns die Kraft kommen, die Energie, die Einsieht fiir die 
Meisterung der Probleme und die Umgestaltung der Bedin
gungen des Wirtsehaftslebens. Diese Probleme haben in 
unseren verschiedenen Verhandlungen einen konkreten Aus
druek gefunden. 

Ich kann nieht damit rechnen, dass die Auswahl der Punkte, 
die mlr In den Verhandlungen die wlchtigsten schienen, all
gemeine Billigung findet. leh hoffe aber, dass durch die von 
mir getroffene Wahl, Ihnen gerade die Dinge, die ieh nlcht 
beriihre, wieder einfallen und das Bild der Tagung erganzen, 
sodass das von mir Ausgelassene Ihnen ebenso als Elndruck 
1m Gedachtnis haftet wie das Angefiihrte. Wir sind an diesem 
Abend nicht zusammen, urn einem Vortrag zu folgen, sonderu 
urn uns gemelnsamdie Leltldeen der Hauptthemen zuriick
zurufen und still noch elnmal durehzudenken, was vorgebraeht 
worden 1st, urn dann die Fragen zusammenzufassen, denen 
wlr In Zukunft mehr Denkarbelt zuwenden wollen - als Indi
viduen sowohl, wle als Vereinigung. Und nur, urn In diesem 
Sinne Ihren Gedanken elne gewisse Richtung zu geben, mochte 
Ich letzt iiber die Dinge berichten, die mein Interesse beim 
Zuhoren besonders erregt haben. 
Unsere Prlisldentin, FrAulein Hesselgren, brachte uns bel lhrer 
Begrilssung den Gedanken nahe, unsere Gesinnungsgemein
schaft beruhe auf dem Glaube, dass "die mensehliehen Bezie
hungen" durch die Entwlcklung der modernen Technik nlcht 
vernichtet werden konnen, dass technische Erfindungen nieht 
genilgen, sondern dass die Beziehungen zwischen Mensehen 
wesentIlcher sind als die Teehnlk. Urn dieser Idee Ausdruck 
zu geben 1st die I. R. I. gegriindet worden. 323 
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Wer von uns zum ersten Mal einer Tagung der I. R. I. bel
gewohnt, hat sich die Bedeutung der Entwicklung der I. R. I. 
klarmachen miissen: die ersten Anfange in Argeronne 1922 
im kleinen Kreis, dann die Zusammenkunft des Interims
Komitees, der Vlissinger Beschluss zur Griindung einer Or
ganisation, und schliesslich dieser Kongress, der erste wirkllche 
Beweis fiir die Daseinsnotwendigkeit der Vereinigung; - die 
Moglichkeiten der Weiterentwicklung. Ich glaube, dass in den 
6 Jahren seit der Griindung die Existensberechtigung der I. R. I. 
erprobt und herausgefunden worden ist, welche besonderen 
Aufgaben sie zu erfiillen hat. :Fraulein :Fledderus hat in ihrem 
Bericht bei unserer ersten Sitzung gesagt: die I. R. I. ist da. 
wei! unsere Zeit sie braucht - aus keinem anderen Grunde. 
Ais :Fraulein :Fledderus fiir die Wiederannahme des Untertitels 
der Vereinigung in der urspriinglichen :Fassung des Interim
Komitees eintrat: "Zum Studium und zur :Forderung befriedi
gender menschlicher Beziehungen" hat sie unsere Ziele noch 
einmal gekennzeichnet. Sie erklarte die Bedeutung der Worte 
"befriedigender menschlicher Beziehungen" und hob hervor, wir 
sassen nicht hier, urn :Formulierungen zu suchen, oder urn zu 
beschliessen, dass wir hinausziehen und die Welt zu einem 
bestimmten Programm bekehren woIIten, aber wir erkennten 
an, dass die menschlichen Beziehungen etwas Wechselndes, 
stan dig neu zu Schaffendes und Umzuformendes waren,und 
dass der Beweis dafiir, dass sie befriedigend sind, nur im 
harmonischen Zusammenwirken fiir ein gemeinsames Endziel 
zu finden seL Ein solcher Beweis kann unter allen VerMIt
nissen und wechselnden Bedingungen gefiihrt werden. Unab
hangig von der Gesellschaftsordnung oder von· der Wlrt
schaftspolitik auf irgend einel'o Stufe der wirtschaftlichen Ent
wicklung wird sich Immer feststellen lassen, ob die Arbeit so 
organisiert ist, dass sie die Zusammenarbeit der Menschen filr 
ein gemeinsames Ziel ermoglicht. Es ist unser Maxime und 
unser Programm, diese Grundslitze und Methoden zu fOrdern. 
und vor allem Verstandnis fiir Grundsatze und Methodefl 
zu wecken, die harmonische Zusammenarbeit herbeifiihren 
konnen. Dieses ist der Grundton der Arbeit der Vereinigung. 
:Fraulein :FIedderus wies auch darauf hin. dass wir in gemein-

324 samer Arbeit Gedanken herausarbeiten konnen. zu denen der 
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~inzeine nicht alleln zu geiangen vermag. In anderen Worten; 
die Arbeit der Vereinlgung ist darauf gerichtet, in Tagungen 
und Studien Arbeitnehmer, Arbeitgeber, Sozialpolitiker und 
Soziaiarbeiter, die in irgend einer Beziehung zum Wlrtschafts.. 
leben stehen, zusammenzubringen und Ihnen Oelegenheit zum 
Oedankenaustausch und zum gemeinsamen Auffinden allge. 
mein giiltiger Orundtatsachen mit Hilfe ihrer verschiedenen 
~rfahrungen zu geben. 
Wenn sich nun jemand dariiber beklagt, dass dieses Programm 
und unsere Aussprachen nlcht genug "greifbare Aufgaben" 
enthiilt, so miissen wir fragen: gibt es denn etwas Oreifbareres 
und etwas, was mehr ~rfolge versprlcht, als dreijiihrige Zu
sammenkiinfte auf Kongressen, und iiihrliche Veranstaitungen 
von Sommerschulen; als der Versuch zu gemeinsamer geistiger 
Arbelt, zu elner ~rfahrungssynthese, zu einem Meinungsaus
tausch der verschiedenen ~instellungen von Arbeitern, Unter
nehmern, Betriebsleitern und Sozialpolitikern zu gelangen, und 
auf dlese Weise die Verhllltnisse in unseren eigenen Arbeltsge
bieten In den verschiedenen ~rdteilen in neuem Licht zu sehen. 
Ich weiss nlchts, was unserer Praxis mehr dienen konnte, denn 
unsere Praxis muss auf unserem Denken aufbauen, und nur 
gesunde Anschauungen konnen harmonische Beziehungen her
vorbrlngen. Praxis ohne Denken bringt nur zufiillige Bezie
hungen zustande, sle 1st die Methode des nutzlosen ~xperl
mentlerens und des Irrtums und fiihrt zu f'ehlern. 
1m engen Zusammenhang mit dieser Auffassung steht ein 
anderer Oedanke, den f'riiulein f'1edd~rus anregte: die Zukunft 
1st vorgezelchnet, ehe sle zur Tat wird. Jedes Zeitaiter ist 
eln sterbender oder eln werdender Traum, der Traum wird 
schliessllch zur Wirkllchkelt, oder anders ausgedriickt, die 
Psychologle lehrt uns, dass wlr elnes Menschen Handiungen 
nur verstehen, wenn wir seine Motive kennen. Das Olelche 
gilt filr die menschlichen Beziehungen. Auch hier 1st die LeU
Idee ausschlaggebend; 1st diese erst einmal erkannt, und zum 
Ausdruck gebracht, so kann Ihre Verwirkllchung kaum mehr 
verhlndert werden. 

Die Verhiiltnisse In den verschledenen Uindern sind In den 
Berlchten des Mltglieder des Rats dargestellt worden. Ich 325 
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will nicht versuchen, hiervon eine Uebersicht zu geben/ 
sondern mich darauf beschriinken, Gemeinsames aus den wirt
schaftlichen Grundproblemen hervorzuheben, d.h. das Grund
problem der BevOlkerungszunahme, aus dem sich viele unserer 
heutigen Wirtschaftsprobleme ergeben; das auftauchende 
Problem der Absatzmarkte, das mit der standigen Steigerung 
der Produktion an Bedeutung und Schwere zunimmtund das 
Rohstoff-Problem. Das Markt- und das Rohstoff-Problem 
beriihrt die einzelnen Lander in verschiedener Weise, je nach
dem sie weite Absatzmarkte innerhalb ihrer Orenzen und 
eigene Rohstoffe haben, oder knappe bezw. keine Rohstoffe 
und beschrankte Markte, sodass sie hinsichtlich des Absatzes 
ihrer Produktionsiiberschiisse von fremden Markten abhangig 
sind. Aus den Berichten der einzelnen Lander treten ferner 
die Unterschiede der wirtschaftlichen Entwicklung in den ver
schiedenen Erdteilen deutlich hervor. In verschiedenen Landem 
sind die Probleme des politischen Lebens und des Berufs
Bildungswesens aufs engste verkniipft mit den plotzlichen 
Umwalzungen, die durch die moderne Industrie hervorgerufen 
sind; plOtzlich hervorgerufen - weil die heutige Ausdehnung 
der Markte zu einer wirtschaftlichen Ausnutzung (das Wort 
wird hier ohne Werturteil gebraucht) 1 der Lander fiihrt, elner 
Ausnutzung, die auf die Expansion der Industrle In anderen 
Teilen der Erde zuriickzufiihren 1st und ein ganz anderes 
Problem darstellt, als die Industrialisierung eines Landes, In 
dem sich die Wandlung allmahlich und innerhalb der nationalen 
Grenzen vollzogen hat. Wandiungen 1m Fabrikwesen und In 
der Wirtschaftsorganisation, in Formen und Verfahren In Eng
land wahrend des letzten Jahrhunderts, bezw. eines noch 
grosseren Zeitraumes seit .dem Beginn der modemen Indus
triellen Revolution, weisen eine andere Problematik der 
menschlichen Beziehungen auf, als eln Land in dem sich elne 
moderne Industrie entwickelt hat gewissermassen als Ventll 
fiir die iiberschiissige Produktion einer anderen Nation. Hier 
wird das Wirtschaftsleben verquickt mit der politlschen Vor
machtstellung eines Landes gegenliber dem anderen, und von 
dieser Seite her fiillt ein neues Licht auf das Problemt das 
1m Hintergrunde unserer Aussprache steht. 
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Vlelleleht war es eine gliiekllehe Fiigung, dass im ersten 
Vortrag dieser Konferenz Ansehauungen geliussert wurden, 
denen elnige von uns nieht zustimmen konnten. Es war be
abslehtigt, bel diesem Punkt der Tagesordnung iiber die Hem
mungen zu diskutieren, die sieh dem gemeinsamen Durehdenken 
wlehtiger Wirtsehaftsprobleme entgegenstellen. Wir haben 
z.B. In den Vereinigten Staaten und In England die Kohlen
fragen nieht losen konnen, obgleieh unter der Aegide 'der 
Regierung, als dem Organ des Volkswillens, Vertreterder 
Arbeiter und Arbeitgeber, Vertreter des Publikums und Per
sonllehkelten, die aile Phasen des Konflikts untersueht hatten, 
zusammengebraeht worden waren. Warum war es nleht 
moglieh, zu einer gemeinsamen Losung zu gelangen? DieS 
war die Frage, die wlr bespreehen wollten; statt dessen. wurde 
uns elne allgemeln gehaltene Charakteristlk des Massengeistes 
geboten, das Blld elner Arbeitersehaft, die ihren Weg nleht 
kennt und nleht weiss, was sle will, die heute auf dem Sprung 
1st, die Docks anzuziinden, und morgen bereit, genau dieselben 
Bedlngungen anzunehmen, die Ihr am ersten Tage angeboten 
wurden. Die Masse wurde als eln Chaos, eln Irrationales 
gesehen; es sehien naeh dleser Darstellung, als ob die Ver
nunft nur bel den gewlihlten Sehiedsriehtern zu finden sel. 
und als ob die Hal tung der Arbeiter jeder sinnvollen Grund
lage entbehre. Aber gerade dlese Darstellung gab elnen 
Bewels fiir die Notwendlgkeit, das Programm der I. R. I. zu 
verwlrkllehen, anders ausgedrllekt, fiir die Notwendlgkelt. 
solehe Situationen zu analysleren und die dahlnter stehenden 
Realltliten zu enthiillen; die Notwendigkeit, die Elnstellung der 
arbeitenden Bevolkerung kennnen zu lernen, zu erforsehen, 
warum gewlsse Dinge sle in dleser Weise beriihren, welehe 
.Verhliltnlsse In den elnzelnen Industriezwelgen zu ganz ver
sehledenen Problemen, zu ganz verschledenen Haltungen und 
Stimmungen fiihren, wie weit sle auf Rasseelnfliisse zuruek
zufiibren sind, auf Tradition und Vererbung, und sehliessllch, 
durch welche Untersuehungsmethoden wir zum Verstlindnls 
der Problematlk der Beziehungen gelangen konnen. Mr. van 
der Leeuw hat nach dem Vortrag von Lord Asquith gesagt. 
wIr hlitten sol chen Problemen gegeniiber immer zwei Auf-
faben: wir durfen uns nicht auf eine rein logische Berechnung 327 
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materieller Paktoren stUtzen, wir mUssen erst zu klarer Ueber
sicht der gesamten Situation und des Problems gelangen, und 
dann ware gegenseitiges Vertrauen zwischen denjenigen zu 
schaffen, die an der Losung beteiligt siIid. 
Sie werden sich erinnern, dass In diesen Besprechungen die 
Prage der Gruppenunterschiede immer wieder aufgetaucht 
ist. Einigen Teilnehmern war es nicht angenehm, sich zu 
vergegenwartigen, "dass ein Mann nicht wle der andere ist", 
sondern, dass er entweder Kohlenarbeiter, oder Eisenbahner, 
()der Textilarbeiter 1st, oder Aktionar oder Direktor elner 
Oesellschaft, und dass all diese Leute ihre eigene Denkweise 
haben. Wenn wir natUrlich auch das Gemeinsame der mensch
lichen Naturen anerkennen, so ist doch ebenso wahr, dass die 
Art, in. der ein Mensch auf das Leben reagiert, abhiingig 1st 
von den jeweiligen Verhiiltnissen. Wer die Arbeiter kennt, 
()der soziale Beziehungen beobachtet hat, weiss, bis zu welchem 
Orad wir das Prodnkt des wlrtschaftlichen Milieus sind und 
wird auch den Unterschied zu wUrdigen wissen zwischen dem 
Landarbeiter, dem isoliert arbeitenden Bergarbeiter, dem 1m 
stiindigen Verkehr mit dem Publikum stehenden Eisenbahner, 
dem Aktioniir - der dem Wlrtschaftskampf oft fernsteht, die 
Mittel besitzt, sich sein Leben angenehm zu machen, daher 
mit der gegenwartigen Ordnung einverstanden 1st, und die 
Notwendigkeit irgendeiner Veranderung nur mit Unwi\len auf
nimmt. Die personliche Erfahrung kann nur erweitert werden, 
wenn die Moglichkeiten der FUhlungnahme erweitert werden, 
wenn Wege und Mittel zu besserem gegenseitigen Verstandnis 
gefunden werden. 
Hinter allen. Gruppenkiimpfen steht der unvermeidbare Ein
fluss bestimmter Anschauungen, die in der Umwelt wurzeln. 
Gedanken, die formuliert werden, urn die Berechtlgung der 
eigenen Einstellung zum Wirtschaftsleben zu verteidigen. Es 
handelt sich hier nicht bloss urn Individuelle Anschauungen, 
die Gruppe wird durch gemeinsame Erfahrungen verbunden; 
und Uberall da, wo sich die Mitglieder einer Gruppe der Ge
meinsamkeit Ihrer Interessen und Ihrer Verhliltnisse bewusst 
werden, entsteht die organisierte Gruppe und wird zum 
Paktor. Menschen, die eine gewlsse wirtschaftliche Macht be- . 
sitzen, zeigen oft dle elgentUmliche Neigung, nur das Indlvi-
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duum anzuerkennen und die Oruppe als etwas Irrationales zu 
erkliiren, als das Produkt der Agitation eines unverniinftigen 
fUhrers, der auf die Oruppe einen Einfluss auslibt, und ohne 
dessen Existenz man mit den Arbeitnehmern, Mann flir Mann, 
vernlinftig verhandeln und ohne die Schwierigkeiten, die durch 
die Bildung grosser Oruppen entstehen, auskommen wlirde. 
Unsere Besprechungen haben erwiesen, dass eine solche Auf
fassung keine geelgnete Arbeitsbasis bletet. Die Oruppe ist 
doch schliesslich kein Phantasiegebilde. Wir mlissen aner
kennen, dass das komplizierte Leben unserer Zeit durch das 
Individuum allein oft nicht bewiiltigt werden kann. "Der 
Mensch 1st", wie Dr. Delisle Burns sagte, "verzwergt worden, 
aber die Menschen konnen durch die Notwendigkeit und 
Moglichkeit des Zusammenwirkens liber sich hinaus ge
steigert werden". Unsere Aufgabe ist es, mehr Ver
stiindnls liber die Beziehungen der Oruppen untereinander 
durch Menschen zu verbrelten, die diesen Oruppen zugehOren. 
Wlr mUssen versuchen, Verstl1ndnis zu wecken flir die frage, 
warum die Oruppe existiert, was ihre Olieder zusammengefiihrt 
hat und wie ihre Beziehungen zur Oesellschaft gestaltet werden 
sollen. Es ist einleuchtend, dass in einer hochentwickelten 
Wlrtschaftsorganisation Oruppenbildung notwendig wird, sonst 
kommen wir nicht zu einer rlchtigen Durchflihrung der funk
tionen. Unter diesem Oesichtspunkt kommt es nicht in erster 
Reihe darauf an, die Stellung flir das Individuum zu finden, 
ullsere Aufgabe 1st es, aufzuzeigen, wie die Oruppe der Lohn
empfl1nger, wie die Oruppe der Oeldgeber und die Oruppe 
"Publikum" zusammenwlrken konnen. 
Mehr und mehr dringt der Oedanke durch, dass die tiefgrei
fenden l"ragen der l"lnanzkontrolle eingehender Untersuchung 
.und Erprobung bedUrfen. Eine von aussen her wirkende 
·l"inanzkontrolle darf nicht als hOchste Oewalt Uber Menschen
schlcksalen stehen; aile Arbeitenden, d.h. hler aile Irgendwie 
an Upternehmungen Beteiligten, sollten ein Kontrollrecht iiber 
Ihre Arbeitsbedlngungen haben; befriedigende Arbeitsbezie
hungen sind nur auf Orund klarer Abgrenzung der l"unktlonen 
herzustellen. Wlr milssen die funktlonelle Bezlehung der ver
schiedenen Oruppen zum Wlrtschaftsprozess erforschen und 
elnen Mechanlsmus der Kontrolle des Wirtschaftsapparats 329 
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ersinnen, der zum guten Ende fiihrt. Unter "gutem Ende" 
verstehen wir produktive Arbeitsbeziehungen. Jeder soil die 
Arbeit tun, fiir die er am besten geeignet ist; wir konnen 
diesen Grundsatz iibertragen und sagen, jede Gruppe muss die 
Arbeit tun, die sle am besten leisten kano, und sie muss an 
den Entscheidungen ein Mitbestimmungsrecht haben, die ihre 
eigenen Interessen. und das Gesamtwohl betreffen. Grund
bedingung produktiver Arbeit ist die Mitverantwortung. Der 
Wandel in der Stellung des Arbeiters schliesst einen Wandel 
seiner Beziehung zur Kontrolle der Wirtschaftspolitik ein. Es 
bedeutet aber nicht, dass der Mann an der Drehbank In das 
Verwaltungsbiiro geht und die Biicher fiihrt; wenn man die 
komplizierten Hauptbiicher aufschlligt und den Arbeitern 
Einsichtnahme und Nachpriifung der Zahlen gestattet, so ist 
damit noeh nicht gesagt, dass hierdurch ein erfreuliches Ar
beitsverhliltnls erreicht wird, denn Hauptbiicher und Berichte, 
selbst Geschliftsberichte fiir Aktioniire, sind nicht immer ge
rade aufschlussreich. Wir konnen jedoch zwischen Gruppe 
und Gruppe Beziehungen schaffen, die gegenseitige Verant
wortungsgefiihle fiir ein gemeinsames Ziel wachrufen. Der 
erste Schritt hierzu ist die Aufstellung eines Ziels, das die 
Interessen aller Gruppen vereinigt. Es muss einmal klar 
erkannt werden, dass der urspriingliche Zweck einer Industrie 
die Herstellung von Giitern oder die Bewirkung von Leistungen 
ist und nicht in erster Linie das Geldverdienen. Ausschlag
gebend fiir die Prage, ob jener Zweck erfiillt wird, ist erstens 
die Qualitlit der Waren oder Leistungen und die Hohe der 
Preise, die yom Publikum verlangt werden, zweitens hlingen 
Qualitlit und Preis von der Qualitlit der Menschen abo die die 
Waren produzleren und die Leistungen vollziehen, - und deren 
Piihigkeit, die Arbeit gut zu leisten, ist wiederum von der 
Achtung abhlingig, die ihrer Menschenwiirde gezollt wird; 
drittens ist unter heutlgen Bedingungen zu beriickslchtigen, 
ob das Unternehmell. eine sichere Kapitalanlage bietet oder 
nicht. .. 
Es macht, glaube ich, einen gewaltigen Unterschied, ob man 
den einen oder den anderen Gesiehtspunkt an die erste Stelle 
rOckt. Wenn wlr das Geldwesen an die erste Stelle setzen, 
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schaftsmittel, die in hOchstem Grade unrealistisch ist, wir 
kommen dann zu dem, was Mr. Brandford als "the urban mind" 
- die lebensentfremdete Einstellung • und das lebensentfrem
dete Kapital genannt hat. Wir haben dafur Beispiele in den 

. Vereinigten Staaten; • entschuldigen Sie, wenn ich meine 
Beispiele von dort her nehme, wei! sie mir naher liegen. Einer 
unserer einflussreichsten Finanzleute wurde als Gutachter des 
Ausschusses fur Wirtschaftsbeziehungen (Industrial Relations 
Commission) gefragt, ob seiner Ansicht nach der Zwolfstunden
tag die angemessene Arbeitszeit fUr mannliche Arbeiter in 
Stahlwerken ware. Er antwortete, er wiisste nichts dariiber, 
aber er war Aufsichtsratsmitglied verschiedener Gesellschaften, 
die massgebende Entschlusse uber die Festsetzung des Zwolf
stundentages und die Siebentagewoche in der Stahlindustrie 
gefasst hatten; er hatte keine Iebendige Vorstellung yom Ab
lauf des Produktionsprozesses. Solange wir nicht die sach
lichen Fragen der Produktion in den Mittelpunkt rucken, und 
die Produktion zum eigentlichen Ob!ekt wirtschaftlicher 
'fiitigkeit machen, so lange wir die wirtschaftliche Leistung 
nicht nach der Qualitat der Guter bewerten, treiben wir eine 
unfruchtbare Geschliftspolitik, eine Wirtschaftspolitik, die sich 
aus dem Erstarken einer herrschende Gruppe ergibt, die zwar 
die Finanzierungs-Ziffern ken nt, aber nicht weiss, worum es 
bel der Produktion geht. Menschllche Beziehungen konnen 
sich unter solchen Bedingungen nicht gedelhlich entwickeln. 
Bel den Erorterungen iiber die Bestgestaltung der Arbeit 
schlen es an der Zeit, auch einmal iiber die Rationalisierung 
des Finanzierungswesens zu sprechen, und dieses eingehend 
zu untersuchen; In einem hochentwickeltel), Wirtschaftswesen. 
in dem Flnanz- und Kapitalfragen eine so ungeheuer wichtige 

. Rolle spielen, 1st die Orientierung des Finanzierungsproblems 
von volkswlrtschaftlichen Gesichtspunkten aus eine lebensnot
wendlge Angelegenheit. Wir haben unser Interesse der Pro
duktlonswissenschaft zugewandt. aber die ganze Frage der 
Flnanzkontrolle und Ihres Einflusses auf die Gestaltung der 
Arbeitsverhliltnisse und der Wlrtschaftsorganisation ist iiber
haupt noch nicht in grilndlicher Weise wissenschaftlich unter
sucht worden. 
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Die I'rage der Rationalisierung (scientific management), wie 
wir sie hier gekennzeichnet haben, verdient In dem zusammen
fassendcn Bericht fiber die Tagung eine besondere Betonung. 
Sie wurde in dem Bericht eines Vertreters der Vereinigten 
Staateu fiber diese I'rage als "geistige Haltung zur Arbeit" 
definiert, als eine Philosophie der Arbeit, als eille Innerhalb 
der Wirtschaftsordnung anzuwendende Methode, und erst in 
zweiter Linie als eine Reihe praktischer Massnahmen. Ratlo
nalisierung bedeutet ferner: Tatsachen an die Stelle von Vor
urteilen setzen, Erkenntnisse zur Grundlage wirtschaftspoli
tischer Massnahmen machen. Rationalisierung ist abh1inglg 
von dem Verhliltnis der Produzentenkreise zu den Konsu
mentenkreisen, jenen beiden grossen Gruppen, denen die 
Wirtschaftsbetriebe dienen. Wesentlich fUr den Einfluss, den 
die Rationalisierung auf menschliche Beziehungen ausiibt, 1st 
die I'rage, in wessen Hiinden sie liegt, und gerade hier finden 
wir elne Erkllirung fiir den Widerstand der Gewerkschaften 
gegen die Rationalisierung. Wenn die Stopuhr von elnem 
Vertreter des Herrn-im-Hause-Prinzips angewandt wlrd, der 
das Recht hat, meine Arbeit zu kontrollieren, mir zu sagen, 
wie ich sie machen soli und meinen Lohn und meine Arbeits
zeit zu bestimmen, so ist meine Einstellung eine vollig andere, 
als wenn ich ein Mltglied einer Gewerkschaft bin, die 1m 
Interesse hoherer Lohne und niedriger Preise fUr den Konsu
men ten und produktiver Arbeit beschliesst, meine Arbeit und 
die Arbeitsorganisation, mit der sie verkniipft ist, zu unter
suchen, urn mir eine zweckmlissigere Arbeitsweise zu ermogli
chen. Die Gewerkschaft als Gruppe wiirde dann gemelnsam 
mit den Arbeitgebern die Normen festiegen und die rationellsten 
Arbeitsmethoden zur Anwendung bringen unter voller Wahrung 
der Interessen ihrer Mitglieder. 

Weiter handelt es sich urn die Beziehungen der Masse der 
Konsumenten und des Publikums zu dieser ganzen I'rage. 
Damit kommen wir zu unserer Aussprache iiber die offentliche 
Meinung. I'rliulein Hesselgren hat hierbel I'urcht und Miss
trauen als die Ursachen der Reibungen in der Industrie ge
kennzeichnet. I'urcht und das GefUhI der Unsicherhelt schlagen 
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die sich bei llingerer Sichl als Massnahmen 1m Interesse der 
Arbeiterschafl erweisen wilrden. Mr. Kellogg hal nachge
wiesen, dass auf die zahlreichen Analysen der Wirlschafts
situation nun die Synthese folgen musse - die eigentIiche 
Nutzbarmachung all der gefundenen Ergebnisse innerhalb eines 
grtisseren Rahmens. Die tiffentIiche Meinung, der wir einen 
ausschlaggebenden Einfluss bei Konflikten zu zuschreiben 
pflegen, isl oft durchaus nichl ausschlaggebend; sie ist oft 
gleichgiiltig und nur durftig informiert. Oft isl sie auf Seiten 
der Gruppen, die alles beim Alten lassen wollen; das Publikum 
liebt es aus Bequemllchkeil nichl, den gewtihnlichen Lauf der 
Wirtschafl zu unterbrechen; selbst nicht auf kurze Zeit. Mr. 
Kellogg hal aber unsere Aufmerksamkeit darauf gelenkt, dass 
das Schwergewicht nicht auf die Stellungnahme der tiffenf
lichen Meinung in Konfiiktszeiten liegt, sondern, dass es auf die 
langsame Bildung der tiffentIichen Meinung ankomml, auf den 
langsamen Prozess der Aufklarung, die allmiihliche Auihellung 
der Geister, die zu besseren Einsichten ffihrt. Er konnte nach
welsen, dass sich z.B. die sozialeGesetzgebung erweitert und 
In Ihrem Wlrkungsrad erhtiht hat, in dem Masse, in dem slch 
die tiffentIiche Meinung und die Forderung des Publikums nach 
befrledlgenden Arbeltsbedingungen der Arbeitnehmer in der 
Industrie Geltung verschafft haben. 
Dieser Ausblick auf grosseres Verstlindnls des Publlkums ist 
nicht entmutlgend, aber der Grad des offentlichen Interesses 
ist abhlingig von der Anwendung geeigneter Verstlindigungs
mittel. Ohne die notwendige Einsicht kann die Macht der 
offentllchen Meinung Irregeleitet werden, daraus erhellt die 
Notwendigkeit gemelnsamer Tagungen und Untersuchungen. 
Jenes wandelbare Etwas - die Idee - erscheint auch hier 
wieder als kritisches Element bel der Bildung von Gesell
schaftsauffassungen; aile Gruppen mussen TrIIger der Idee der 
Oruppe werden. 
Die SettIement-Bewegung, die In England In Toynbee-Hall be
gann; war auf gelstige Gemeinschaftsarbeit gerichtet. Akade
mlker glngen In Bezirke, In denen Menschen lebten. die keine 
Ausbildung genossen hatten, urn deren Leben zu teilen und sie 
l[lelchzeitlg die Ihnen selbst zu Gebote stehenden Vorteile 
mltgeniessen zu lassen. Jetzt beglnnt - wie Mr. Kellogg her- 333 
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vorgehoben hat • der umgekehrte Prozess; die Arbeiter be
lehren die Akademiker durch_ Aufklarung uber soziale Note 
und Lebensbedingungen. Wir fangen an, die Kultur- und 
Bildungselemente zu werten, die aus dem Erfahrungskreis der 
Arbeiterschaft hervorwachsen, sowie es Mr. Miller in seinem 
Bericht in der Aussprache fiber das Ausbildungswesen ("am 
runden Tisch") dargelegt hat. Dem Arbeiter steht nicht die 
gleiche Moglichkeit offen, ein Wissen aus Bfichern zu er
werben, wie dem Akademiker. Und es gibt dennoch vieles 
aus dem Reich der KuHur und der Schiinheit, das von der 
grossen Masse des Volkes und seiner Arbeit nicht getrennt 
werden kann. So werden die Arbeitsbedingungen auch VOl! 

Einfluss fiir die Kultur und die Pflege des Schiinheitssinnes. 
Wenn die moderne Industrie Produzenten und Arbeiter ver
schlingt, und in Ihnen die schiipferischen Ausdrucksmoglich
keiten und die Kraft auf Schiinheit zu reagieren, zerstort, 
wird ihr Leben stumpf, und der Boden, aus dem Schiinhelt 
Quellen konnte, unfruchtbar. Durch die Arbeiterbildungs
bewegung wird den Kreisen, die nicht der Arbeiterschaft 
angehoren, Oelegenheit gegeben, mit ihr in Kontakt zu 
kommen und Verstandnls tilr ihre Haltung zum Leben und 

• zu den sozlalen Beziehungen zu gewinnen. Die Arbeiter
bildung wird Ausdrucksformen fiir die Erfahrungen und das 
Gedankenleben der Gruppe der Lohnempfiinger finden helfen. 
Sie ist daher einer der Hauptwege fortschreitender VersUln
digung, die die soziale Evolution bedingt. 
Die Arbeitsstatte ist das Zentrum und der Quellpunkt der 
Verstandigung fiir menschliche Beziehungen "im engeren 
Kreise", wie Mr. Kellogg es ,ausgedrfickt hat. In der Arbeits
statte entwickelt sich gegenseitiges Verstehen und breitet slcb 
aus, bis es die grossere Gruppe durchdringt. Unsere Aufgabe 
wird vereinfacht, wenn wir - statt fiber allgemeine Wirlschafts
und Gesellschaftsfragen zu sprechen - uns vergegenwllrtigen, 
dass wir von den Betrieben ausgehen mfissen und den mensch
lichen Beziehungen der dort Arbeitenden. Wenn wir an die 
gesamte Industrle denken, oder auch nur an die industrielle 
Entwicklung eines Landes - z.B. Englands • so wird das 
Problem so komplizierl, dass wir es nicht entwlrren konnen. 

334 wenn wir jedoch nur an die Betriebe und Bergwerke, oder an 



ZUSAMMI!NPASSI!NDI!R SCHLUSSBI!RICHT 

ein Bergwerk und einen Betrieb denken, so sehen wir, dass man 
an ieder Arbeitsstlitte mit einem Erziehungswerk beginnen 
kann, das zur Orundlage fiir grossere Gruppen werden kann. 
Die Bedeutung der Werkstlitte als Mikrokosmos ist in unserem 
Programm beriicksichtigt worden; wir haben uns ineiner 
Sektion mit dem Einzelbetrieb und seiner Aufgabe, der Pflege 
menschlicher Beziehungen, beschliftigt. 
In der Aussprache iiber die offentliche Meinung wurde uns 
auch klar, dass die gegenseitlge Verstlindigung beeinflusst 
wlrd durch Entwlcklungstendenzen, wie z.B. die Ratlonalisie
rung, die berelts zu sorgfliltlgen und interessanten Studien der 
Arbeitsbedlngungen in Einzelbetrleben gefiihrt hat; ferner durch 
die Entwlcklung der Arbeitspsycho!ogie, die Tatsachen enthiillt 
bat, die fiir die Verstlindigung sehr wesentlich sind. 

fch wl\l nlcht versuchen,die "Konferenzen am runden Tisch" 
zusammenfassen, sondern Ich werde mehr oder weniger zu
flil\lg gewlsse Punkte herausgreifen, die fiir die zukiinftlge 
Entwicklung bedeutsam erschelnen. In der Aussprache iiber 
die Probleme, die der Erforschung bediirfen, war ein Punkt 
besonders aufschlussrelch. Als wir iiber die Notwendlgkeit, 
die Ursachen der Unzufrledenhelt zu erforschen, diskutierten, 
schlug Herr von Haan vor, anstatt fiber Unzufriedenheit und . 
die bestehenden Unzutrliglichkeiten zu sprechen, an die posl
tlven Probleme der Betriebsleltung heranzugehen und uns mit 
Ihnen auselnanderzusetzen, urn so einen Weg zur Vermeidung 
von Unzufrledenhelt zu gewinnen. Warum soil man Zeit ver
lleren, urn herauszufinden, dass die Arbeiter in Kohlenberg
werken unregelmlissige Beschliftigung haben, wenn es 1m 
Interesse der Betrlebspraxls liegt festzustellen, wo die elgent
lichen Ursachen fiir die unregelmlissige Beschliftigung und die 
Unslcherheit liegen, welche Masstlibe fiir eine gerechte Pest
setzung der Lohne anzuwenden sind, und welche Porm der 
Zusammenarbelt zu den erfoigreichsten Methoden der Be
trlesbleltung fiihrt. Kurz, betrlebswissenschaftliche Unter
suchungen milssten, statt nur Material fiber die Dinge, wie sie 
elnmal sind, zu sammeln. mehr produktlve und aufbauende 
Arbelt lelsten. 
In den Verhandlungen fiber die Leistungen der Sozialwlssen- 335 
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schaft fUr die menschlichen Beziehungen hat Mr. Brandford 
dargelegt, dass grosse Unzufriedenheit iiber die Verzogerung 
der Nutzbarmachung naturwissenschaftlicher nnd soziaiwissen
schaftlicher Erkenntnisse herrsche. Wir brauchen ein neues 
Gefiihl fUr das Leben; als Sozioioge glaubt er, dass dies auf 
dem Wege der Integration, - die die Aufgabe der Soziologie 
ist - gewonnen werden kann. Statt z.B. bioiogische oder 
psychologische Probleme oder Wirtschaftsvorgange zu er
forschen - un!1 zwar ieweils in abstrakten, von den Gegeben
heiten der Wirklichkeit unberiihrten Untersuchungen ohne 
Zusammenhang zwischen den verschiedenen Disziplinen
sollte man e i n Gebiet und dessen Gesamtbedingungen zum 
Gegenstand gemeinsamer Untersuchungen machen. Die bio
logisehen Talsachen iiber die BevOlkerungsqualitat und die 
Bevolkerungsquantitat waren zusammenzutragen; es miissten 
die Daten aus den Gebieten der Agrarwissenschaften, der 
Wirtschaftswissenschaft, der Technik und sehliesslleh die 
soziologischen Ergebnisse zu einem Bild des Gemeinschafts
lebens versehmolzen werden, in der Erkenntnis, dass das 
Leben eines sozialen Organismus gleiehzeitig ein ethisches, 
ein wirtschaftliches. ein aesthetisches und ein physlsehes ist. 
Well die Mensehen nicht in die von der Wissenschaft gebil
deten kiinstlichen Kategorien eingewiesen werden und leben 
konnen. wei! ein Mensch ein Ganzes, und wei! eine Gemein
schafl ein Ganzes ist, geht der einzige Weg zur Gewinnung 
von Einsichten, die sich auf die Wirklichkeit iibertragen lassen, 
fiber die Arbeitsverbindung der Wissenschaften. Dr. Wunder
lich hat hervorgehoben, dass die .Wlssenschaft von der POlle 
der Erscheinungen und Tatsachen des Lebens abstrahieren 
muss, und dass eine. W1ssenschaftliche Untersuchung daher 
nicht aIle Realitaten auf einmal beriicksichtigen kann. Aber 
die Wissenschaft darf den Boden der Wirklichkeit niehl ver
lassen. Die Nilfe der Wissenschaft ist unentbehrlieh. well das 
Wirtschafts- und Gesellschaftsleben bestimmten Gesetzen 
unterworfen ist. Aile Eingriffe in das Wirtschaftsleben, die 
der Struktur der Wirtschaft und ihrer Eigengesetzlichkeit nicht 
gerecht werden, miissen scheitern. Ohne die Wissenschaft, 
die allein diese Gesetzlichkeit und die Verkettung von Ursaehe 
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sunden Wirtschaftspraxis und Abeitsgestaltung gelangen. 
Die MenschenwUrde des Arbeiters muss gewahrt und seine 
LebenshaJtung darf nicht . so tief herabgedrUckt werden, 
dass seine MenschenwUrde darunter leidet. Wenn wir diesen 
Gedanken zum Prinzip erheben, so ergeben sich in der In
dustrie drel Problemgruppen, auf die die wissenschaftliche 
Untersuchung Anwendung finden muss. Das erste ist die 
Verwendung der Arbeiter fUr mechanische Arbeit; Dr. Wun
derlich hat hervorgehoben, dass hier nlcht die Sozialwissen
schaft, sondern die Technik einen Weg aus den Arbeitsbe
dingungen heraus finden muss, die die gesellschaftliche Kultur 
bedrohen: die Schaden der monotonen und mechanischen 
Arbelt. 95 % der Arbeiter In den Werkstiitten von ford tun 
monotone und mechanische Arbeit; es ist ein Problem der 
Technik, die Menschen von automatischer Arbelt zu befreien. 
Aehnlich haben andere Redner gelegentlich der "Konferenzen 
am run den Tisch" hervorgehoben, dass untersucht werden 
mUsste, In welcher Weise bel Aufrechterhaltung der Massen
produktion durch die ElnfUhrung von Gruppenarbeit die Werte 
herUberzuretten sind, die den Vorzug der Kleinbetriebe bilden. 
In der Diskusslon Uber die Massenproduktion wurde besonders 
die Interessante Tatsache erortert, dass bei der Anhaufung 
von Arbeitermassen in fabriken das Individuum das GefUht 
der Verelnsamung und Isolierung inmltten dieser Massen em
pfindet. Solange wir keinen Weg zu einer naturlichen Arbeits
organisation mit klelnen Arbeitsgruppen finden. wird die 
Massenproduktlon mechanislerend und menschenentwUrdlgend 
wlrken. 
Die zweite grosse Problemgruppe. die wissenschaftllches 
Durchdenken erfordert, betrlfft die Unslcherhelt der Beschiif
tlgung. Vermutlich gibt es keln dringenderes und kein so 
weltumfassendes Problem wie die Unsicherheit der Beschiif
tigung. Sie ist zweifellos eine Begleiterscheinung der Massen
produktlon. Denn diese erfordert Riesenmlirkte und iede 
Storung des Marktes wirft Tausende aus der Arbeit. Es 
scheint, als ob .sich dlese Unsicherheit mit der Grosse der 
Produktionseinheit eher steigert als vermindert, denn der 
Markt muss slch ausdehnen in dem Masse, in dem sich die 
Produktion steigert. Die Unsicherheit in der Beschiiftigung 337 
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kann von verschiedenen Gesichtspunkten betrachtet werden, 
aber gerade darum wird die' wissenschaftliche Untersuchung 
dieser I'rage von verschiedenen Seiten wunschenswert. Meiner 
Ueberzeugung nach sollte sich vor allem die I'inanzwissen
schaft mit der I'rage beschaftigen; durch eine gesunde I'i
nanzierungspolitik kiinnte eine Stabilisierung der Industrie 
herbeigeflihrt und die Unsicherheit ausgeschaltet werden. Die 
volkswirtschaftlichen Untersuchungen uber die Wirtschafts
krisen habe" neues Licht auf diese Probleme geworfen; da 
diese I'orschungen in verschiedenen Landern vorgenommen 
werden, fangen wir jetzt an, ein internationales Gesamtbild 
der Wirtschaftskrisen zu gewinnen. 
Den dritten Problemkreis, der zu untersuchen ware; bildet die 
Lohnfrage. Einzubegreifen ist hier die I'rage der hohen No
minalliihne, die sich infolge der Beschaftigungsunsicherheit 
oder hoher Lebenshaltungskosten nicht als ausreichende Real
liihne auswirken. Die Technik geht von anderen Gesichts
punkten aus als die Sozialwissenschaften; urn mit Dr. Wun
derlich zu sprechen: Theorie ohne Praxis ist leer, Praxis ohne 
Theorie ist blind. 

Unser Programm und die Teilnehmerschaft unserer Tagullg 
stellen in gewissem Sinne eine Synthese von Gegensatzen dar. 
Wir haben Mitglieder, die besonders an den wissenschaftlichen 
Arbeiten interessiert sind, und andere, die sagen, es kommt 
alles auf Praxis an. Wir wollen eine Synthese versuchen, in 
der die Wissenschaft nicht als Spielerei der Theoretiker" 
sondern als Erfordernis der Praxis lebendig wlrd, und wir 
wollen uns dann uberlegen, wie die Praxis zur Sammlung von 
Material flir eine wissenschaftliche Analyse durch Beibringung 
realer Tatsachen (statt blosser Annahmen) beitragen kann. 
I'erner mussen wir uns befassen mit dem Gegensatz zwischen 
dem Einzelbetrieb und der Industrie als Ganzes • wir mussen , 
die Machte erkennen, die hinter diesen Verhaltnissen stehen 
und uns gleichzeitig vergegenwartigen, dass Unternehmer und 
Belegschaften sofort gemeinsame Plane flir die Neugestaltung 
der Arbeit und der Beziehungen 1m Betriebe aufstellen 
kiinnten, unter Beriicksichtigung der allgemeinen grossen 
Probleme. 
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Weiter haben wlr die Spannung zwischen der Inneren Haltung 
und der liusseren Lebensgestaltung, d.h. zwischen denen, die 
glauben, wlr brauchen ein Programm mit bestimmten Auf
gaben, und denjenigen, die glauben, dass die Menschen in sich 
die :Kraft und die Fahigkelt, mit ihren Problemen selbst fertig 
zu wefaen, entwickeln soIIten: dass menschliche Beziehungen 
dem Wandel unterliegen, ebenso wie Wlrtschaftsorganisa
tionen, und dass In dem Masse, in dem die Technik sich ent
wickelt, auch die schlipferische Fiihigkeit der Menschen, 
soziale Bedingungen umzllgestalten, wachsen muss. Die 
starkste Kraftquelle sollte das hoch entwlckelte Individuum 
seln. Aus diesem Grunde treten Miss Bennett und andere flir 
die Verlangerung der Schulzelt bis zum 16. Jahre ein und flir 
eine Hinaufsetzung des Schutzalters flir arbeltende Kinder und 
Jugendliche. Diese Vorschliige beruhen auf der Ueberzeugung, 
das Individuum mUsse so ausgerUstet werden, dass es die 
Probleme seines Lebens selbst meistern und die menschIlchen 
Beziehungen neu gestalten kann. Die Arbeiterbildungs-Be
wegung geht von gleichen Voraussetzungen aus. Die Ausbildung 
eines Menschen kann nicht mit dem 16. Lebensjahr als abge
schlossen gelten, und erst recht nicht mit dem 14. Ohne 
Ausdehnung der Ausbildungszeit geraten wlr In Gefahr, das 
soziale Erbgut zu verlieren, das nur von Generatioh zu Gene
ration welter gereicht werden kann, wenn die Arbeitszelt In 
den richtigen Grenzen gehalten wird, sowohl In Bezug auf den 
Arbeitstag, wie auf die Lange des werktatigen Lebens. Sodass 
In leder neuen Generation die Arbeiter die Zeit haben, die 
Erbschaft sozialer Erfahrungen zu erwerben. 
Nun mlichte Ich noch eln Wort fiber die WlrkungsmligIlch
keiten der I. R. I. sagen, die mlr die Gegenwart zu bieten 
scheint. Es versteht Sich von selbst, dass die I. R. I. mit den 
fur letzt zur Verfligung stehenden Mitteln keln Forschungs
Institut zum Studium all dleser Bedlngungen organisieren 
kann, aber sie kann unseren Llindern einen ungeheuren Dienst 
erweisen, schelnt mlr, wenn sle es uns ermoglicht, auf Tagungen 
zusammenzukommen, Verblndungen anzukniipfen, die das 
gegenseitige Verstandnls erlelchtern und uns iiber die Arbeit, 
die In den verschledenen Lii.ndern gelelstet wird, zu unter-
richten. Welter kann sie der einzelnen Personlichkelt. 339 
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gleichviel welche Tiitigkeit sie ausiibt: als Arbeitgeber, Be
triebsleiter, Arbeiter, Gewerkschaftsfiihrer, Regiemngsbeamter 
oder l'orscher • helfen, ihren Gesichtskreis zu erweitem, und 
ihr Amt besser zu erffillen. . 
Hierin sehe ich die Aufgabe der I. R. I., und unter diesem 

• Zeichen scheint sie mir in entspreehender Weise mit anderen 
Organisationen verbunden zu sein.. Sie will keine Gewerk
schaft oder eine Arbeitgebervereinigung oder eine Verbindung 
von beiden sein, sondem sie will einen gemeinsamen Boden 
der Verstiindigung schaffen zwischen einzelnen Personlich
keiten, die diesen Organisationen angehoren. Sie will nieht 
die Arbeit des Internationalen Arbeitsamtes tun, aber sie will 
die Gmppe der Menschen erweitem, die die Bedeutung des 
Intemationalen Arbeitsamtes wiirdigen, und dadurch eine 
Sphiire schaffen, in der das I. A. A. wirksam arbeiten kann. 
Sie hat nieht die Aufgabe, die Arbeitersehutzgesetzgebung in 
den einzelnen Liindem zu fOrdern oder den Zweeken der 
Intemationalen Vereinigung ffir sozialen l'ortschritt zu dienen, 
aber sie wird den Bestrebungen dieser Organisationen das 
Verstiindnis zubringen, das aus der Zusammenfassung ver· 
schiedener Anschauungen und vielseltiger Erfahmngen ihrer 
Mitglieder erwiichst. 
Die dreifache Aufgabe unserer Vereinigung scheint mir in 
jenem aIten philosophischen Spruch ausgedriickt: Leben ist 
Tat, beseeIt von Liebe, geleitet von Weisheit. . 
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REPORT OF SECRET ARIESl FOR THE YEAR ENDING APRIL 

!10TH 1928, SUBMITTED TO THE COUNCIL MEETING HELD AT 

CAMBRIDGE, ENGLAND, JUNE 1928. 

Another year has passed since presenting the report covering 
the year ending April 30th 1927, the second year in the life 
of the Association. While the work of that year was mainly 
devoted to the further establishment of the Association and 
to the laying down of Its programme, the year which has just 
closed may be regarded much more as one of actual fulfilment. 

BAVllNO SUMMeR SCHOOL. The first activity to report was 
the holding of a very successful Summer School which took 
place at Baveno, Italy, from June 19th to 26th 1927, In which 
55 members from 14 countries participated. 
In choosing as the sublect for the Summer School ''The Elimin
ation of Unnecessary Fatigue in Industry" the Association was 
actuated by the desire to give Immediate expression to Its 
fundamental purpose, namely that of providing a common 
meeting ground for all sections of the industrial community. 
for the dispassionate study and consideration of developments 
In the vast world of Industry. The subject of industrial fatigue, 

Q, and how far It can be eliminated, necessarily draws together 
on one platform Manager and Worker, the Engineer and the 
Psychologist, the Foreman and the Scientific Investigator, the 
Personnel (Welfare) Worker, the Factory Inspector and the 
Educationalist. 
The approach to the subject was made both from the psy
chological and the physiological side. The directly psycho
logical aspect was studied under Prof. Pear, the physiological 
under Dr. Lipmann, Dr. Vernon and Mr. Weston. Prof. Lorlga 

. developed the historical aspect of the subject, supplemented 
by a lecture from Mr. Piacitelli, who referred specially to the 
methods In operation In the U. S. A. The allotted time for 
each, subject was one and a half hours, half of which was 
devoted to the delivery of the lecture and the remalning lIalf 
to the putting of questions. Not the least valuable were the 
contributions made by the lecturers in answer to these. 

1 S1I&htIy abbreviated. 343 
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As an experiment the Summer School may be considered an 
unqualified. success. Not a little of this was due to the excellent 
work of the lecturers, officials and translators, to all of whom 
the, special thanks of the Association are due. 
From the statement of accounts, it will be seen that the direct 
expenses of the Summer School itself have been no charge 
upon the Association. 

SUMMER SCHOOL REPORT. Notwithstanding the delay caused 
by the removal of the Secretariat Headquarters from Zurich 
to the Hague during the. month of August, the Report of the 
Summer-School, the editing of which was carried out by Miss 
Fled derus, app,l:ared during the course of the following October. 
The Report consists of 130 pages and contains outlines of 
the lectures, in the languages in which they were delivered, 
Ii. summary of discussion, and a short introduction, the two 
latter being in the English, French and German languages. 
According to the reviews which have appeared in newspapers 
and periodicals in many countries, the Report has had a very 
favourable reception, and has been the means of bringing the 
Association some valuable new contacts. It has been regarded 

. as a new contribution to the existing literature on the subject, 
its special value lying in the combination, hitherto infrequent, 
of scientific research with practical experience. 

BAVENO COUNCIL AND STOCKHOLM EXEC1.TrIVE MEETINO. 

The yearly meeting of the Council immediately followed the 
Summer School and was attended by 21 members from 14 
countries. The chief items for consideration were the draft 
new Constitution and the preparations for the 1928 Congress. 

DRAFT CONSTITUTION. As regards the new Constitution, the 
reason for revising th'e present one has already been stated in 
last year's Report. A draft drawn up and circulated before
hand formed a useful basis for discussion. The main principles 
to be embodied in the future Constitution were agreed upon, 
and the working out of a further draft was entrusted to a 

344 Committee consisting. of the following: 
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Dr. A. Correggiari, Miss Mary van Kleeck, Miss F. A. F. 
Livingstone, Miss K. Hesselgren, Miss M. L. Fledderus 
and Miss E. B. Voysey, the latter three ex officio, 

who reported to the Executive Committee at their meeting 
which took place in Stockholm in the following January. 
The draft as presented by this Committee and as amended 
by the Executive Committee, was circulated to the members 
of the Council by the middle of February, and a final draft, 
Including recommendations received from Council members, 
was circulated to the general body of Members by the end 
of April. 
The main points where the proposed new Constitution differs 
from the present one are: 

a simpler and more logically connected arrangement of 
the sections, the absence of bye-laws, and a more complete 
provision with regard to the procedure where experience 
has shown this to be necessary; 
a change of name; 
a further defining and re-arranging of the groups .of 
membership; 
the provision of a maximum of four Councillors from each 
country. drawn as far as possible from different groups of 
membership. the office of Proxy being discontinued except 
to replace Councillors at a particular meeting; 
the provision for a nucleus of national committees and 
the appointment of a Corresponding Councillor In each 
country; 
a re-distribution of functions among the Officers; 
a special provision for the appointment of an Executive 
Committee and Executive Secretary. 

The need of the Association would seem to be for a simple 
Constitution regulating Its conduct without in any way 
hampering its free development. It is believed that the draft 
Constitution for presentation at the Congress provides this. 345 
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PReJ>AAATIONS FOR THe 1928 CONGRBSS. The Council unanim
ously decided to adopt as the subject for the 1928 Congress 
the following proposal which had already been circulated in 
advance of the meeting: 
"Fundamental Relationships between all Sec-
ti 0 n s 0 f the I n d u s t ria I Com m u nit y". 

It was realized that the elaboration of this subject would 
increasingly reveal the line of thought for which the Asso
ciation wishes to stand. It may be anticipated that the Report 
of this Congress will play an important part by showing forth 
with greater clearness than has hitherto been possible or· 
advisable the aims which the Association desires to further in 
the world, thus using to the full the unique opportunity which 
a Congress provides for bringing the ideas of the Association 
before a wider public. 
The working out of the actual programme was once again 
entrusted to a Committee, consisting of the following: 

Miss Mary van Kleeck, Mr. C. H. van der Leeuw, Miss 
1". A. 1". Livingstone, Frau Dr. 1". Wunderlich, Miss K. 
Hesselgren, Miss M. L. F1edderus and Miss E. B. Voysey, 
the latter three ex officio, 

who likewise reported to the Stockholm meeting. 
The Committee was very successful in drawing up a stimulating 
and well-rounded programme of lectures and round table 
discussions. In addition Introductory Notes to the Programme 
were written for the purpose of acquainting Speakers, Dis
cussion Openers and Chairmen with the programme of the 
Congress In its entirety, in order that there might be mutual 
understanding and unity of treatment of the Congress subject. 
We quote from these notes as follows: 
"The programme of the Congress will have two main parts: 
"lectures for the presentation of fundamental aspects of this 
"large subject, and round table discussions in which tho 
"members concerned in various phases of industrial activities 
"will discuss together the significance of these larger principles 
"in their daily application. 

346 "Preliminary to the treatment of the subject, statements from 
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"the different countries will be made during the first morning, 
"based on the written reports previously presented to the 
"Congress, showing the way in which fundamental relationships 
"in Industry are being affected by (1) cocperation within and 
"between the various groups in industry, (2) education and 
"training for all groups, (3) industrial welfare work, including 
"personnel and employment management, (4) scientific man
"agement, (5) industrial psychology, (6) vocational guidance. 
"Out of these statements and reports will be drawn material 
"for discussion of the lectures and for use in the round table 

. "meetings. We are seeking in all phases of the program to 
"relate underlying philosophy to the actual conditions and 
"problems as they are presented by modem industry in the 
"different countries; or to put it in another way, we are seeking 
"to evoke an underlying pbilosophy out of the experiences 
"of the different countries as to the effect of modern industry 
"upon men and women. 
The Executive Committee fully endorsed the work of the 
Programme Committee and the Preliminary Programme was 
published early In the New Year. 
The wisdom of the choice of the Congress subject would seem 
to have been confirmed by the ready response of the invited 
speakers and openers of discussion who, as may be seen from 
the programme, cover a wide and interesting range of ex
perienc. 

fiNANCes. The consideration of the financial position of the 
Association occupied a prominent place in the discussions. It 
was realized that the Association was fast approaching the end 
of the experimental period underwritten by a few generous 
contributors. by means of which time has been granted for its 
establishment. The task of the Council regarding the necessity 
for raising the additional money required for the continued 
conduct of the Association was clearlY defined both during 
the present fmancial year and for the future. 
The proposal: 

"that quotas of the additional amount needed to meet the 
"Budget of Expenditure be assigned to _each country (the 
"Executive drafting the assignment to be confirmed by the 347 
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"Council) the Reporters and Members in each country 
"endeavouring to raise the assigned amount through appeals 
"to individuals, firms or foundations in their particular 
"country - such approach to be made by the Reporters, 
"unless by their request it be made through the Secretariat 
"Headquarters" 

was adopted, and the amounts payable from each of the 26 
countries taking part in the Association, were agreed upon. 
At the Stockholm Executive Meeting the Treasurer reported 
that amounts had been received from Austria, Italy, Sweden, 
Switzerland and the U. S. A. The Income and Expenditure 
account for 1927-28 shows the total amount received under 
this heading. 
Later in the year a small finance Committee was appointed 
by the Executive Committee, consisting of: 

Mr. C. H. van der Leeuw (Chairman), Miss D. A. Cadbury, 
Miss M. L. fledderus and the President, ex officio, 

to consider possible means of raising the necessary finances 
and to report to the Cambridge meetings. 

COUNCil.. The Council consists at present of 69 members from 
22 countries. 
Valuable collaboration has been given by the Council Members 
in the following matters: 

the compilation of Reports from their countries for pre
sentation at the 1928 Congress: 
acquainting the Secretariat with the most suitable papers 
and periodicals for obtaining publicity, especially in view 
of the 1928 Congress: 
the formation of distribution centers for the propaganda 
material of the Association. 

The provision made in the draft new Constitution. that the 
Councillors for each country, together with any officers who 
may be resident in that 'COuntry, shall form the nucleus of 

.348 a committee for that Country and shall designate one of the 



R.EPOR.T or SECR.ETAR.IES· 

Councillors to act as Corresponding Councillor between· the 
Committee and the Secretariat Headquarters, has already 
been put Into operation in several countries. 

PUBLICITY. During the whole of the past year the activ
ities of the Secretariat have centred very much round 
the work of making the Congress known in many different 
spheres in all parts of the world. An interesting announce
ment of the Congress was prepared early in the autumn 
.and circulated to papers, periodicals and journals in 23 
.countries, in addition to various international press agencies. 
In order to make this publicity as effective and com
plete as possible, all reporters had been asked to supply 
revised lists of the most suitable papers and journals in 
their country. At the same time the press announcement 
was attractively printed as a leaflet and has been continuously 
used In acquainting the public with the fact of the forthcoming 
Congress, supplemented by the Preliminary Programme 
llubllshed early in the New Year. A final press communication 
-gIving full particulars as to subjects and speakers was issued 
nearer the time of the Congress. 
This concentration on publicity has naturally very much ex
tended the contacts of the Association, with the result that 
-our information with regard to the various countries has not 
-only considerably increased, but it has also been more possible 
to compile a selected Mailing List, the possession of which 
is of the greatest importance for future effective publicity. 

TR.AVeLLINo. The existing contacts have further been strength
ened and extended through the travelling of the Hon. Secretary 
In the U.S.A., the holding of the Executive Meeting· In Stock
bolm, and the visit of both Secretaries to Berlin on the return 
journey from Stockholm. The Hon. Secretary also visited 
various bodies and persons in Geneva and London. 
It ma'y be of interest to mention that, on the occasion of the 
visit to Stockholm, various members of the Executive Com
mittee were invited to address the annual meetings of the 
Federation of the Northern Countries of the Women's Inter-
national League for Peace and Freedom. 349 
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Mf!MBe~SHIP. Membership of the Association at the present 
time consists of 344 1 members from 27 1 countries, as 
compared with 241 at the close of the previous year. A list 
of members up to the close of 1927 has been circulated, the 
printing of which was made possible by a special gift for this 
purpose by one of the members. The membership of the 
Association shows an interesting variety of experience which, 
in itself, demonstrates the purpose for which the Association 
exists. A new and much more complete application for 
membership form, asking for fuller particulars of the applicant's 
experience, was put into circulation from January onwards. At
tached to this form is a newly worded leaflet, explaining the 
scope ~ of the Association and setting forth its objects in 
a concise manner, the emphasis being laid on Fundamental 
Relationships. 

PINAL CONQRl!SS p~ePA~ATIONS. A large part of the final 
preparations for the Congress have consisted of the editing 
of the Reports from countries in readiness for use at Cam
bridge, to form the first volume of the Report of the proceedings 
of the Congress. 
I~eports from 18 countries were promised, of which 15 • actually 
arrived in time to be included in this volume. A special con
tribution was made by the U. S. A. group extending consider
ably over the size prescribed for the Reports~ This contribution 
was accompanied by a gift in money to meet the extra cost 
of printing involved. Our sincere thanks are due to the col
laborators in this piece of work and to the members of the 
Committee responsible for its compilation - Mr. Glenn Bowers, 
Mrs. Lillian Gilbreth and Miss Mary van Kleeck. 
Another item of importance In the Congress preparations has 
been the making of arrangements for visiting factories and 
institutions in Gt. Britain. In this connection various impor
tant bodies and a large number of well-known and repre
sentative firms have been approached, with the result that 

1 On tbe 31st December 1928. th~e ~umbers are 373 members from 
30 countries. 
I Three further ~eports bave since been printed as an Addendum to this 
volume. the total number of ~eports thus being 18. 
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members attending the Congress will have the opportunity 
of a wide choice of visits. 
This piece of work has naturally made the Association and 
the Congress much more widely known in 01. BritaiI!, espe
cially in those circles where the right understanding may be 
expected. 
The Association is greatly indebted to the following bodies for 
valuable cooperation given: The Association for Education in 
Industry and Commerce, Bournville, Birmingham; the In
dustrial fatigue Research Board, London; the Institute of 
Industrial Welfare Workers, London; Management Research 
Groups, London; National Industrial Alliance, London; National 
Institute of Industrial Psychology,tondon; the Women's En
gineering Society, London; and to Miss S. M. Bevington B.Sc., 
Reporter for Gt. Britain, who is kindly acting as intermediary 
between the members of the Congress and the firms and 
bodies concerned, in making the arrangements for the actual 
visits. 
In order to facilitate the attendance at the Congress of mem
bers representative of the workers' group of membership and 
of some other members from countries little represented, who 
would otherwise be unable to participate, a small fund has 
been collected, the Executive Committee to be responsib!le 
for its allocation. The thanks of the Association are due to 
those members who have generously responded to the 
appeal for the formation of this fund. A small donation was 
also very kindly given by the Boeke Trust, Bournville, Bir
mingham 

With the close of this year ends the first triennial period 
in the life of the Association. The Cambridge Congress may be 
regarded as the first milestone, closing off one period and 
entering upon a new, opening up vistas of interesting possible 
developments. 
The rhost important of these seem to be those created nation
ally from the impetus given internationally. The spontaneous 
drawing together in national groups of individuals represent
ative of widely differing industrial activity and experience may 
be considered one of the most promising features of the past 351 
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year, and it would seem that the encouragement of these. 
groups and their intimate contact with the Association as a 
whole may well form the work on which to concentrate during 
the next triennial period. 
In this development the Councillors in each country will 
obviously play a major part and the extent to which they are 
representative of different groups in Industry is therefore a 
matter of prime importance. 
Thus may the Association be expected to fulfil Its aim - the 
promotion of satisfactory human relations and conditions 
throughout the vast world of Industry - through the bringing 
together of experience and the voluntary consultation and 
collaboration; both nationally and internationally, of Its enlIght
ened men and women. 

THE HAGUE, June 1928. 

M. L. Fled derus, HoD. Secretary. 
E. Brenda Voysey, Gen. Secretary. 
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1927 AU 50 AVRIL 1928, PRESENTE A L'ASSEMBLEE DU CONSEIL 

TENUE A CAMBRIDGE, ANGLETERRE, EN JUiN 1928. 

Encore une annee s'est ecouh:;e depuis la presentation du rap
port sur i'annee qui a pris fin Ie 30 avril 1927 et qui fut 1a 
seconde aunee d'exlstence de l'Association. Tandis que Ie 
travail de 'l'annee 1926-1927 a surtout porte sur l'organi
salion complementaire de l'Association et sur l'elaboration 
de son programme, l'annee qui viimt de s'achever peut 
I!tre, au contra ire, consideree davantage comme une annee de 
realisations positives. 

COUl~S Dll VACANCllS Dll BAVllNO. Un Cours de Vacances ex
trl!mement reussi a eu lieu a Baveno, Italie, du 19 au 26 iuin 
1927, avec la participation de 55 membres de 14 pays. 
En choisissant pour sujet du Cours de Vacances "L'Ellmi
nation de la Fatigue Inutile dans l'Industrie",I'Association a obei 
au deslr de donner une expression immediate de son objectlf 
fonda mental, qui est d'etablir un terrain de rencontre commun 
a toutes les sections de la communaut6 industrielle pour nne 
etude impartiale et pour l'examen de tous les developpements 
qui se manifestent dans Ie vaste domaine de l'industrie. 
La question de la fatigue industrielle, celie de savoir jusqu'a 
quel point cette derni~re peut 6tre eliminee, rapprochent· 
necessairement sur la m@me plateforme la Direction de I'Entre
prise et l'Ouvrler, l'Ingenieur et Ie Psychologue, Ie Contre
maitre et I'Enqul!teur Scientifique, Ie Surintendant, l'Inspec
teur d'Uslne et l'Educateur professiounel. 
Le suiet du Cours a et6 envisag6 a la fois sous son aspect 
psychologique, et sous son aspect physiologlque. L'aspect 
psychologique proprement dit a 6te etudi6 sous la direction d~ 
M. Ie Professeur Pear et I'aspect physiologique sous celie des 
Drs. Upmann et Vernon et de M. Weston. Le Professeur 
Loriga a expose I'hlstorique de la question et a 6t6 seconde 
par une conference de M. PiaciteIli, traltant specialement des 
methodes appliquees aux Etats-Unis. Le temps disponible 
pour chaque suiet particulier etait d'une heure et demie, dom 
1 Abr~g6 1Ei~remeDl 353 
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la premiere moitie etait consaeree a la conference et la seconde 
aux questions posees par les auditeurs. Vne des parties les 
plus fecondes du travail reside sans doute dans les reponses 
faites it ces questions par les conferenciers. 
A titre d'experience, on peut considerer ce Cours comme un 
succes incomparable. Vne part de ce succes, et non la moin
dre, doit etre attribue it I'excellent travail des conferenciers, 
des personnes de confiance et des traducteurs, auxquels n 
convient d'exprimer tout particuJierement nos remercie
ments. 
On pourra vOir, d'apres Ie releve des comptes, que les de
penses pour Ie Cours de Vacances proprement dit n'ont en 
rien greve Ie budget de I'Association. 

RAPPORT SUR U! COURS De VACANces. Malgre les retards 
causes par Ie transfert du Secretariat Central de Zurich 
it la Haye, au mois d'aoilt, Ie rapport sur Ie Cours de 
Vacances, dont Mile f'ledderus a assume l'edition, a pu 
paraitre, dans Ie courant du mois d'octobre. Ce rapport 
comprend 130 pages et contient des comptes-rendus des 
differentes conferences, rediges dans les langues des confe
rences elles-meme, plus un resume des discussions et une breve 
introduction g6nerale, ce resume et cet avant-propos etant im
primes it la fois en anglais, en franc;ais et en allemand. 
Suivant les comptes-rendus pUblies par les journaux et par 
les revues dans nombre de pays, Ie rapport a trouv6 un accueil 
tres favorable et a permis a l'Association de jouir de plus d'un 
precieux et nouveau contact. On a considere ce volume 
comme une contribution nouvelle it la Jitterature du sujet et 
I'on a vu son principal mente dans l'union, jusque la assez 
rare, de la recherche scientifique et de l'experience pratique. 

L'ASSEMBLEE DU CONSEIL DE BAVENO ET L'ASSEMBLEE DU COMIrE 

EXECUTIP A STOCKHOLM. L'Assemblee annuelle du ConseD 
suivit immediatement Ie Cours de Vacances, avec la par
ticipation de 21 membres, appartenant a 14 pays differents. 
Les points principaux de I'ordre du jour furent, d'une part, 
Ie projet de revision des statuts et, d'autre part, la prepa-

354 ration du CongreS de 1928, 
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PROJIIT Dil STATUTS. En ce qui concerne Ie projet des nou
veaux statuts, Ie rapport de l'annee derniere a deja expose 
les raisons militant en faveur de la modification des statuts 
actuel. Un projet, etabli et distribue a l'avance, fournit ulle 
base utile a la discussion. On tomba d'accord sur les principes 
essentiels, qu'il conviendra d'incorporer aux nouveaux statuts 
et l'elaboration d'un second projet fut confiee a une commis
sion ainsi composee: 

Dr. A. Correggiari, MIle Mary van Kleeck, MIle f. A. f. 
Livingstone, MIle K. Hesselgren, MIle M. L. fledderus 
MIle E. B. Voysey. 

Cette commission presenta un. rapport au Comite Executif, 
tors de l'assemblee de ce dernier tenue a Stockholm en janvier. 
Le projet presente par la commission ci-dessus indiquee, et 
tel que I'avait amende· Ie Comite Executif, fut distribue vers 
Ie milieu de fevrier aux membres du Consell. Enfin, un der
nier projet, comprenant les recommandations adressees par les 
membres du Consell, a ete distribue a tous les membres, a la 
fin d'avril. 
Les principaux points sur lesquels les nouveaux statuts dif
ferent des statuts actuels sont les suivants: 

une disposition plus simple et plus logique des sections, 
l'absence d'un reglement interleur et des dispOSitions plus 
completes relatlvement a la procedure, la oil l'experience 
en a montre la necessite; 
Ie changement du nom de l'Association; 
la definition plus precise et Ie remaniement des groupes 
entre lesquels se repartlssent les membres; 
ta fixation d'un maximum de 4 conseillers par pays, chacun 
de ces 4 conselllers appartenant autant que possible a des 
groupes de membres respectivement differents, la charge 
de "mandatalre" se trouvant abolle, sauf pour Ie rempla
cement des Consel\lers dans des assemblees particu
lIeres; 
la creation d'un "noyau" en forme de comites nationaux 
et la nomination, dans chaque pays, de secretalres-corres-
pondants: 355 
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la redistribution des devoirs des fonctionnaires; 
une disposition speciale quant it la designation d'un Co
mite Executif et d'un secretaire executif. 

L'Association semble avoir besoin de statuts tr~s simples, 
capables de r~gler son libre developpement sans en rien l'en
traver, et il est permis de croire que Ie proiet de statuts 
qui doit etre presente au Congr~s se trouve repondre it cette 
exigence. 

PREPARATION DU CONGRES DE 1928. Le Conseil decida it l'una
nimite d'adopter pour Ie Congr~s de 1928, Ie sujet suivant, 
dont la proposition avait ete transmise d'avance aux membres 
du Conseil: 
"Nature des relations fondamentales entre 
les diverses sections de la communaute in
dustrielle." 

On a pense que l'elaboration de ce suiet lalsserait nettement 
apparaitre les points de vus auquels l'Association desire don
ner son adhesion. 11 est permis d'augurer que Ie Rapport de 
ce Congr~s jouera un role essentiel en montrant avec une 
clarte beaucoup plus grande qu'on n'avait pu ou juge utile 
de Ie faire auparavant, les buts dont l'Association se propose 
de poursuivre la realisation dans Ie monde. De cette fac;on, 
en effet, on pourra profiter de l'occasion fournie par un Con
gr~s, pour manifester devant un vaste public les idees de 
I' Association. 
L'Elaboration du programme avait, une fols de plus, ete con
fiee it une commission, composee de Ia fac;on suivante: 

Mile Mary ·van Kleeck, M. ''C .. H. van der Leeuw, Mile P. 
A. P. Livingstone, Mme Ie Dr. P. Wunderlich, Mile K. 
liesselgren, Mile M. L. f'iedderus, Mile E. B. Vpysey. 

Cette commission.presenta egalement un rapport it la reunion 
de Stockholm. 
La commission a remarquablement reussi it etablir un pro
gramme, it la fois interessant 6et exaustlf, de conferences et 
de discussions. En outre, on a redige des notes complemen-

356 taires au programme, dans Ie but de fournir tous renseigne-
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ments utlles, aux orateurs, aux personnes chargees d'ouvrir 
les discussions et aux presidents. De cette facon, on a espere 
rendre possible la comprehension mutuelle entre ces person
nes et assurer un maximum d'unlte dans la facon de tralter 
Ie smet du Congr~s. 
Nous citons de ces notes les passages sulvants: 
"Le programme du Congr~s comportera deux parties essen
"tielles: des conferences pour la presentation des principaux 
"aspects de ce vaste sujet et des discussions au cours des
"quelles les membres Interesses de quelque mani~re dans les dif
"ferentes phases de l'actlvite industrlelle procederont en com
"mun a des echanges de vue quant a la signification pour leur 
"application quotidienne, des princlpes generaux enonces dans 
"Ies conferences. 
"Prealablement au traltement du smet, des rapports oraux 
"sur les different pays seront exposes au cours de la premi~re 
"matinee; ces rapports auront eux-ml!mes pour base les 
"rapports ecrits presentes auparavant au Congr~s, et montrant 
"de quelle facon les rapports fondamentaux de la vie indus
"trlelle se trouvent affectes, par: (1) la collaboration, soit a 
"I'lnterieur de chaque groupe Industrlel, soit entre les diffe
"rents groupes entre eux; (2) l'educatlon et la formation pro
"fessionnelle des membres de tous les groupes de I'lndustrie; 
"(3) Ie service social dans l'lndustrie y comprls I'organisation 
"du personnel et de l'emplol; (4) l'organlsatlon sclentiflque 
"du travail; (5) la psychologle industrieUe; (6) l'orientatlon 
"professlonnelle. Outre ces rapports oraux et ecrits, on ras
"semblera les materlaux necessalres a la discussion des con
"ferences et aux discussions par tables rondes. Nous 1l0US 

"efforcerons dans toutes les phases du programme, de falre 
"ressortlr les aspects phllosophlques sous-jacents aux condl
. "tlons reeUes et aux probl~mes tels que les presentent l'ln
"dustrie moderne dans les differents pays; en d'autres termes. 
"nous essayerons de montrer queUe phllosophie se trouve 
"Immanente a l'experlence des differents pays quant aux 
"effets de I'lndustrle mod erne sur I'homme et sur la femme." 
Le Comlte Executlf approuva compl~tement Ie travail de la 
commission du programme et I'on proceda d~s Ie debut de 1928 
tt la publication du programme preIiminaire. 357 
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L'excellence du choix arrete. quant au sujet du programmo, 
semble avoir trouve sa confirmation dans I'empressement avec 
tequel les orateurs et les personnes chargees d'ouvrir les dIs
cussions ont repondu a I'appel. Les uns et les autres, comme 
te programme permet de s'en rendre compte, se trouvent 
representer un vaste champ d'experience. 

QUESTIONS PINANCIERES. La situation financiere de I'Association 
a preoccupe serieusement les Membres du Conseil. lis se SOllt 
rendus compte qU'i1s n'etaient plus loin de la fin de cette 
periode de tatonnement pour les besoins de laquelle de gene
raux donateurs avalent pourvu par des dons importants. 
La tache du Consell - pour· ce qui concerne les ressources 
financieres - a ete determinee c1airement pour I'annee finan
ciere qui vient de s'ecouIer aussi bien que pour I'avenir. 
La proposition: 

"que chaque pays ait a contribuer a I'equilibre du budget 
"dans une mesure determinee (quoteparts proposees par 
"Ie Comite executif et approuves par Ie Conseil) les Rap
"porteurs et les Membres de chaque pays s'arrangeant 
"pour trouver les sommes quI leur sont demandees en 
"s'adressant, soit personnellement soit par l'interm6dialre 
"du Secretariat, a des individus, a des firmes ou a des As
"sociations", 

a ete adoptee et les redevances des 26 pays adherents ont ete 
determinees. 
A I'Assemblee du Comitel:xecutif tenue a Stockholm la 
tresoriere a fait savoir que des. versements ayaient ete effec
tues par I'Autriche, les l:tats-Unis d'Amerlque, I'ltalle, la 
Suede et la Suisse. Le compte des recettes et des depenses 
pour 1927-1928 montre la somme totale re~ue sous cette 
rubrique. 
Plus tard une petite commission fmanciere fut designee par Ie 
Comite Executif; cette commission-se composait de: 

M. C. H. van der Leeuw (president), Mile D. A. Cadbury, 
358 Mile M. L. J1Iedderus et, ex officio, de la Presldente. 
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Ladite commission fut chargee d'envlsager, par quels moyens 
II serait possible d'acroitre Ie budget qui devra etre presente 
lors du Congr~s. 

CONSE/I.. Le Conseil comprend a I'heure actuelle 69 membres. 
relevant de 22 pays differents. 
Une precieuse collaboration a ete fournle par les membres du 
Conseil, dans les domaines sulvants: 

la compilation de rapports sur leurs pays respectifs, en vue 
du Congr~s de 1928; 
la designation, a I'usage du Secretariat, de la plupart des 
lournaux et des revues possibles d'accorder leur publicite. 
specialement en vue du Congr~s de 1928; 
la formation de centres de distribution pour Ie materiel de 
propagande de l'Association. 

Ennn la mesure prevue par Ie prolet de nouveaux statuts et 
tendant a ce que les Membres du Conseil de chaque pays for
meront, avec tous ceux des fonctionnalres de l'Association 
pouvant se trouver avolr leur residence dans Ie meme pays, Ie 
noyau d'un comite national, et designeront l'un des Membres 
du Conseil pour servir d'agent de liaison entre Ie comit!! 
national et Ie Secretariat central, • cette mesure a deja trouv!! 
une heureuse realisation dans plusieurs pays. 

PUBUCITE. Pendant tout Ie cours de l'annee ecoulee, Ie Secreta
riat s'est speclalement efforce de porter I'existence du Congr~s 
l la connaissance des milieux les plus divers dans toutes les 
parties du monde. D~s Ie debut de I'automne, une note Interes
sante et donnant l'annonce du Congr~, a ete preparee puis 
adressee aux loumaux, revues et perlodlques de 23 pays, sans 
compter les differentes agences de presse Internationales. Alin 
de rendre cette publicite aussl efficace et aussl compl~te que 
possl1;lle, tous les rapporteurs ont ete appel6s a fournlr des IIstes 
revues et corrigees de la plupart des joumaux et des revues 
Interessees paraissant dans leurs pays respectifs. En meme 
temps, ceUe ann once de presse a ete reprise sous la forme d'un 
tract imprime de facon parlante et l'on en a fait continuellement 
usage pour porter l la connaissance du public Ja prochalne 359 
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r~union du Congr~s; en outre on a eu recours au programme 
pr~Uminalre, publi~ dans les premiers jours de I'annee. 
Une demi~re communication de presse, donnant tous les d~talls 
sur Ie sujet du Congr~s et sur les orateurs a ete publi~e aux 
approches du Congr~s lui-meme. 
Cette concentration des efforts dans Ie sens de la publiclt~ 
a eu naturellement pour effet d'~tendre conslderablement les 
contacts entretenus par I'Association. Aussi, non seulement 
notre information relative aux divers pays s'en est-elle trouvee 
targement accrue, mais de plus, U a ~te beaucoup plus aise de 
dresser une "Liste des services d'Mition" qui sera de la plus 
grande importance pour une publicit~ efficace dans I'avenlr. 

VOYAGes. Les contacts dej~ exlstants ont ete renforces et 
multiplies par suite du voyage aux Etats-Unls d'Amerique de la 
Secretaire Honoraire, de m@me que par la reunion du Co
mite Executif a Stockholm et par Ie sejour ~ Berlin des 
deux secretaires lors de leur retour de Stockholm. La Secre
taire Honoraire a egalement visite divers groupements et diffe
rentes personnes a Oen~ve et ~ Londres. 
II semble interessant de mentionner qu'a I'occasion de leur 
sejour a Stockholm, divers membres du Comite Executif ont 
ete invites ~ prendre la parole au cours des reunions tenues 
par la federation des Pays Septentrionaux affiliee ~ la Ligue 
Internationale des femmes pour la Paix et la Liberte. 

MeMB~es. L'Association comprend ~ I'heure actuelle 344 
membres " provenant de 27 pays 1, au lieu de 241 membres, 
a la fin de I'annee precMente. Une Iiste des membres jUSqu'~ 
fa fin de 1927 a dei~ ete distribuee, I'impression de cette Iiste 
ayant ete rendue possible grace ~ un don specialement ac
corde a cet effet par un des membres. Le recrutement de 
I' Association accuse une interessante variete d'experience, 
variete montrant par elle-meme Ie but en vue duquel existe 
I' Association. 
Un nouveau formulaire d'inscription des membres, beaucoup 
plus complet et comportant un questionnaire beaucoup plus 
precis quant ~ I'experience des interesses, a eM mis en clr
, Au 31 d~cembre 1928, ces nombres ~talent 373 membres de 30 pays. 
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culation a partir du mois de janvier. Une brochure, de, 
rMaction nouvelle, se trouve Jointe a ce formulaire; elle 
explique la valeur de l'Association et en expose l'oblet de 
facon concise, en faisant porter tout l'accent sur les relations 
fondamentales. 

DERNIERS TRAVAUX PREPARATOIRES EN VUE DU CONGREs, Une 
grande part des travaux preparatolres en vue du Congr~s 
a consiste dans l'editlon de ceux des rapports sur les diffe
rents pays qui se trouvaient deja prets a etre presentes a 
Cambridge. Ces rapports forment Ie premier volume du Rap
port general sur les travaux du Congr~s. 
On avalt prevu la rMaction de rapports sur 18 pays, et 15 1 

de ces rapports sont arrives en temps utile pour etre Inseres 
dans ce premier volume. Une contribution toute speciale a 
ete fournle par Ie groupe des Etats-Unls d'Amerlque, dont Ie 
memoire a de beaucoup depasse les limltes prescrites pour 
les rapports. 
Cette contribution fut accompagnee d'un don en esp~ces, des
tine a couvrlr les frais d'impresslon supplementaires. n 
convient d'exprimer tout particuli~rement nos remerciments 
aux collaborateurs dans eet oeuvre et aux membres de III,. 
commission qui a compose Ie rapport: Mr. Glenn Bowers, 
Mrs. Lillian Gilbreth et Miss Mary van Kleeck. 
Un des autres points importants de la preparation du Congr~s 
a consiste a passer tous arrangements necessaires pour la 
vislte des uslnes et de diverses institutions en Grande Bretagne. 
A cet egard, differentes associations et un grand nombre de 
firmes bien connues et representatives ont ete pressenties, et 
les membres prenant part au Congr~ disposeront, en conse
quence, d'un tr~ grand choix pour ces vlsltes. Cet aspect 
'du travail realise a naturellement fait beaucoup plus large
ment connaitre I'Assoclation en Grande-Bretagne, speciale
ment dans les milleux chez lesquels U est permis de s'attendre 
A une Juste comprehension de son oeuvre. 
L'Association dolt une grande reconnaissance aux corps ci-

1 Depuls I'lmpression do co volume. trois rapports de plus ont ~t6 Im-
prlm6s dans un suppl~ment, de sorle Que Ie premier volume se compose . 361 
de 18 rapports. 
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dessous enonces et qui ont bien voulu lui assurer leur colla
boration: The Association for Education in Industry and 
Commerce, Bournville, Birmingham; the Industrial fatigue 
Research Board, London; the Institute of Industrial Welfare 
Workers, London; Management Research Groups, London; 
National Industrial Alliance, London; National Institute of In
dustrial Psychology, London; the Women's Engineering Society, 
London. De meme, I'Association doit beaucoup aux bons offices' 
de Mile S. M. Bevington B.Sc., Rapporteuse pour la Grande
Bretagne, qui a I'obligeance, en faisant les arrangements pour 
les visites, de servir d'intermMiaire entre les membres du Con
gres d'une part, et, d'autre part, les firmes et les groupements 
en question. 
Afin de faciliter la participation au Congres de la part des 
membres representant la categorie ouvriere de notre recru
tement, ou bien encore de la part des membres qui seralcnt 
dans I'impossibilite de participer au Congres • specialement 
s'ils appartiennent a des pays faiblement representes, • n a 
ete constitue un petit fond pour I'allocation duquel Ie Comite 
Executif est responsable. L'Allocation doit tout ses remer
ciements a ceux de ses membres qui ont genereusement 
repondu a I'appel quant a la formation de ce fond. De 
meme, une petite donation a ete genereusement faite par Ie 
Boeke Trust, Bournville, Birmingham. 

La cloture de la presente annee marque l'acMvement de la 
premiere periode triennale dans I'existence de I'Associatlon. 
nest permis de conslderer Ie Congres de Cambridge comme 
la premiere borne posee sur la route a parcourir. Ce Congres 
viendra clore une premiere periode et II en ouvrlra une 
seconde, laquelle offrira de nouvelles perspectives quant 1 la 
possibilite d'interessants developpements uiterieurs. 
Les plus Importants de ces developpements paralssent etre 
les possibilltes, creees sur Ie plan national, par l' "Impetus" 
donne internatlonalement. 
Le concours spontane, dans des groupes natlo..naux, d'lndividus 
representant des actlvites Industrlelles extremement dlffe
rentes, dolt etre considere comme I'une des caracterlstlques 

362 les plus heureuses de I'annee qui vlent de s'ecouler, et II est 
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permis de pense( que'I'encouragement a. donner a. ces groupes 
et leur intime mise en contact avec I'Association dans SOIl 

ensemble pourra sans doute representer I'oeuvre en vue de 
laqueUe iI conviendra de concentrer nos efforts daps un pro
chain avenir. 
A cet egard, les ConseiJIers de chaque payS joueront evldem
ment un rOle essentieJ. Aussi la mesure dans laquelle lis se 
't~DUvent representer des groupements differents de l'activU6 
Industrielle constitue-t-eUe un point de toute premi~re im
portance. 
De cette facon II sera permis de s'attendre a ce que I'Asso
ciation pulsse atteindre Ie but qu'eUe se propose, c'est a dire 
la defense ou la creation de relations et de conditions humaines 
satlsfaisantes dans Ie monde si vaste de la vie industrlelle. 
Et pour ce faire, elle devra, nationalement a la fols et Inter
natlonalement, mettre en commun I'experience et faire appet 
A la libre consultation et a la coUaboration volontalre des 
hommes et des femmes qui lui ont accorde leur concours. 

M. L. fledderus, Secr6taire Han. 
E. Brenda Voysey, Secr6talre 06n6rale. 

LA HAVe, Juln 1928. 
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GESCHAFTSBERICHT 1 FOR DAS AM 30. APRIL 1928 ENDENDE 
GESCHAFTSJAHR, VORGELEGT IN DER SITZUNG DES RATES 
IN CAMBRIDGE, ENGLAND, 1M JUNI 1928. 

Ein Jahr voll Tatigkeit ist vergangen seit Erstattung des Be
richtes fiir das am 30. April 1927 endende Oeschaftsjahr, d.h. 
des zweiten Jahres selt Bestehen der Vereinigung. Wahrend 
die Arbeit jenes Jahres dem welteren Ausbau der Vereinigung 
und der Aufstellung ihres Arbeitsprogrammes gewidmet war, 
ist das jetzt abgeschlossene Jahr eine Zeit tatkraftigen Schaf~ 
fens gewesen. 

SOMMERSCHULE IN BAVENO. Eine sehr erfolgreiche Sommer
schule wurde in Baveno, Italien, vom 19.-26. Juni 1927 abge
halten, an der 55 Mitglieder aus 14 Landern teilnahmen. 
Ausschlaggebend fiir die Wahl des Themas der ersten Som
merschule "Die Vermeidung unnfitzer Ermfidung in Industrie
betrieben", war der Wunsch der Vereinigung, ihrem Haupt
zweck zur Verwirklichung zu verhelfen, d.h. einen Boden zu 
schaffen fiir vorurteilslose, gemeinsame Untersuchungen a1ler 
an der Produktion beteiligten Oruppen fiber industrielJe Pragen 
und Entwicklungserscheinungen. Das Problem der industriellen 
Ermfidung und die Prage, inwieweit dieselbe vermieden werden 
kann, fiihrt Betriebsleitung und Arbeiterschaft, Ingenieure 
und Psychologen, Werkmeister und Leiter wissenschaftlicher 
Betriebsuntersuchungen, Pabrikpfieger, Oewerbe-Inspektoren 
und Padagogen notwendigerweise auf demselben Porum zu
sammen. 
Das Thema der Studienwoche wurde sowohl von der psycho
logischen wie von der physiologischen Seite behandelt. Die 
psychologischen Studien wurden von Professor Pear, die 
physiologischen von Dr. Lipmann, Dr. Vernon und Mr. Weston 
geleitet. Professor Loriga gab einen Ueberblick fiber die 
historische Entwicklung; seine Darstellungen wurden ergiinzt 
durch einen Vortrag von M. Piacitelli, der besonders auf die 
in den Vereinigten Staaten angewandten Untersuchungs- und 
Arbeitsmethoden einging. Die einzelnen Themen wurden In 
etwa 1 % Stun den behandelt und zwar entfiel die Hlilfie dleser 
Zeit auf den Vortrag, die andere Hlifite auf die Aussprach~ 

364 1 Etwas gekurzte Fassung. 
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Sehr wertvoll waren die Ausfiihrungen, mit denen die Refe
renten die von den Harern an sle gerichteten Fragen beant
worteten. 
Der Versuch der Sommerschule kann als unbedingter Erfolg 
gewertet werden. Dleser 1st nicht zum wenigsten der aus
gezelchneten Mltwlrkung der Vortragenden, Leiter und Ueber
setzer zu danken, denen slch die Vereinigung ganz besonders 

, verpfllchtet fiihlt. 
Aus dem Rechnungsbericht 1st zu ersehen, dass die Kosten, 
die unmlttelbar aus der Sommerschule entstanden sind, die 
Verelnlgung nlcht belastet haben. 

BeR.ICHT UeBeR. DIe SOMMeR.SCHULI!. Trotz der Verzagerung, 
die durch die Verlegung der Hauptgeschaftsstelle von Zurich 
nach Haag 1m Monat August entstand, erschien der Bericht 
aber die Sommerschule. dessen Herausgabe von Fraulein 
Fledd~rus vorbereitet wurde, 1m Laufe des nachsten Oktobers. 
Der Berlcht besteht aus 130 Seiten und entha1t die Grundzuge 
der Vortrage In den Sprachen, In denen sle gehalten wurden, 
elne Zusammenfassung der Dlskussionen und elne kurze Ein
fuhrung - die belden letzteren In englischer, franzasischer und 
deutscher Sprache. 
Die In Zeltungen und Zeltschrlften vleler Lander erschienenen 
Besprechungen zelgen. dass der Bericht elne sehr gOnstige 
Aufnahme gefunden und der Verelnlgung wertvolle neue Be
ziehungen vermlttelt hat. Er wird als eine Berelcherung der 
elnschUiglgen Literatur angesehen, deren besonderer .Wert In 
der blsher ungew6hnlichen Verbindung von wissenschaftlicher 
Untersuchung und praktlscher Erfahrung Iiegt. 

SITZUNQ n:e5 R.AT:e5 IN BAVI!NO UND n:e5 aesCHAef'TSl'UI!H
. ReNDeN AUSSCHUSS:e5 IN STOCKHOLM.· Die jahrliche Sitzung 
der Rates schloss sich unmlttelbar an die Sommerschule 
an und wurde von 21 Mitgliedern aus 14 Llindern besucht. 
Die .wichtigsten zur Verhandlung stehenden Themen waren 
der Entwurf der neuen Satzung nnd die Vorbereitung fUr den 
Kongress 1928. 

SATZUNOSeNTWUR.l'. Ole GrOnde fUr die Revision der geltenden 
Satzung sind schon 1m letzten Jahresbericht dargelegt worden. 365 
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Ein vorher aufgestellter und versandter Entwurf bildete eine 
gute Grundlage fiir die Aussprache. Die Hauptgrundslitze der 
kiinftigen Satzung wurden vereinbart und die weitere Aus
arbeitung des zweiten Entwurfes einem Ausschuss iibertragen, 
der sich aus folgenden Personlichkeiten zusammensetzte: 

Dr. A. Correggiari, Miss Mary van Kleeck, Miss P. A. P. 
Livingstone, Miss K. Hesselgren, Miss M. L. P1edd6rus, 
Miss E. B. Voysey, 

die dem Geschliftsfiihrenden Ausschuss auf der in Stockholm 
stattfindenden Sitzung Bericht erstatteten. Der von diesem 
Ausschuss vorgelegte und vom Geschliftsfiihrenden Aus
schuss ergiinzte Entwurf ging den Mitgliedern des Rate~ 
Mitte Pebruar zu: ein endgiiltiger Entwurf, der die v0)/r'im 
Mitgliedern des Rates empfangenen Vorschllige enthiel!,,, rde 
allen Mitgliedern Ende April zugesandt. 
Die Hauptpunkte, in denen die neue Satzung von, ~er jetzt 
geltenden abweicht, sind: of 

Eine einfachere und logisch verbundene Allordnung der 
Paragraphen, der Verzicht auf einen Anhang (~-Laws) 
und die ausfiihrlichere Regelung der Verhandlungsfo1lt!en. 
in den Punk ten, in denen sie erfahrungsgemliss erforde, 
lich wllr: 
die Aenderung des Namens: 
eine eingehendere Definition und Umordnung der Mit
gliedergruppen: 
die Pestsetzung einer Hochstzahl von vier Ratsmitgliedem 
fiir iedes Land, die sowelt wie' moglich von den verschle
denen Mltgliedsgruppen entsandt werden sollen: das Amt 
des Stellvertreters bhHbt nur fiir den Pall des Ersatzes eines 
Ratsmitgliedes bei einer besonderen Sitzung bestehen; 
vorgesehen wird die Bildung nationaler Ausschiisse und die 
Emennung von Schrlftfiihrern in jedem Land; 
Neuverteilung der Aufgaben der Vorstandsmitglieder: 
vorgesehen wird die Ernennung elnes Geschliftsfiihrenden 
Ausschusses und eines Geschiiftsfiihrers . 

.366 Die Verelnigung bedarf einer einfacheren Satzung, die ihre 
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Lellung ermog\icht, ohne ihre Entwicklung zu hemmen, und 
wlr hoffen, dass der Satzungsentwurf, der dem Kongress vor~ 
gelegt wird, dlese Gewahr bletet. 

Vt.>~Be~eITUNO l'ue~ DeN KONG~eSS 1928. Der Rat fasste den 
eil1stlmmigen Beschluss, als Thema fUr den Kongress 1928 dec 
folgenden Vorschlag anzunehmen, der schon vor der SitzUng 
ilbermutelt worden war: 
"Grundlegende Beziehungen zwischen allen 
an der Industrle betelligten Oruppen". 

Man war slch bewusst, dass die Herausarbeitung dieses Gegen
standes die Oedankenrichtung, die die I. R. I. vertritt, beson
ders klar zum Ausdruck brlngen wiirde. Wlr diirfen schon 
Jetzt sagen, dass der Kongressbericht wesentlich dazu bel
tragen wlrd, mil grosserer Klarhelt als es blsher mog\ich oder 
ratsam war, die Ziele aufzuzeigen, die die Vereinigung kiil1ft!g 
anstreben win, und so diese elnzigartige Oelegenheit, die der 
Kongress fUr Verbrellung der Ideen der Vereinlgung In einem 
grossen Publikum bietet. voll auszuwerten. 
Die Ausarbeltung des eigentlichen Programmes wurde wieder 
einem Ausschuss anvertraut, der slch aus folgenden Person
IIchkellen zusammensetzte: 

Miss Mary van Kleeck, Mr. C. H. van der Leeuw, Miss 
F. A. F. Livingstone, Frau Dr. F. Wunderlich, Miss K. 
Hesselgren, Miss M. L. I'ledd6rus, Miss E. B. Voysey, 

die glelchfals In Stockholm Bericht erstatteten. 
Es gelang dem Ausschuss ein anregendes und abgerundetes 
Vortragsprogramm fUr die Vortriige und die Tafelrunden auf
zustellen. Zur Ergiinzung wurden "einfiihrende Bemerkungen" 
·herausgegeben mit dem Zweck, die Vortragenden, die Eroff
nungsredner der Aussprachen und die Leiter mit dem ge
sam ten Programm des Kongresses vertraut zu machen, urn 
gegeaseltiges Verstiindnls und EinheitIichkeit In der BehatUl
lung des Kongressthemas zu erzielen. 
Wlr zltieren aus diesen Bemerkungen die folgenden Slitze: 
''Das Programm des Kongresses wird zwei Haupttene um-
"fassen: Vortriige, In denen die grundlegenden Probleme des 367 
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"grossen Verhandlungsthemas dargelegt werden, und Aus
"sprachen im engeren Kreis, in denen die in den verschiedcnen 
"Gebieten des Wirtschaftslebens tatigen Kongressteilnehmer 
"iiber die Bedeutung dieser grundsatzlichen Fragen fiir die 
"tagliche Praxis des Arbeitslebens diskutieren werden. 
"Als EinfUhrung zu den Verhandlungen dienen die von den 
"verschiedenen Landern am ersten Morgen zu erstaUenden 
"Referate, die sich auf schriftliche, dem Kongress vorher ein
"gereichte Berichte stiitzen, und die zeigen, in welcher Weise 
"die grundlegenden Beziehungen in der Industrie beriihrt 
"werden: (1) durch die Zusammenarbeit innerhalb und zwi
"schen den einzelnen Gruppen, (2) durch Berufserziehung lind 
"Anlernung fUr alle Oruppen, (3) durch die Betriebswohl
"fahrtspfiege einschliesslich des Personal- und Anstellungs
"wesens, (4) durch wissenschaftliche Betriebsfiihrung, (5) durch 
"Berufspsychologie und (6) durch Berufsberatung. Diese An
"gaben und Berichte werden Stoff fUr die sich an die Vor
"trage anschliessende Aussprache und fUr die Tafelrunden 
"bieten. Wir suchen in allen Teilen des Programmes grund
'Ilegende Erkentnisse und Leitideen in Beziehung zu setzen 
"zu den tatsachlichen Verhaltnissen, und den Problemen, die 
"die heutige Wirtschaft in den verschiedenen Landern auf
"weist; mit anderen Worten: wir versuchen aus den Erfah
"rungen der verschiedenen Lander grundlegende Erkentnisse 
"iiber die Wirkungen der heutigen Industrie auf Manner unit 
"Frauen herauszukristallisieren." 
Der GeschiiftsfUhrende Ausschuss billigte die Arbelt des Pro
grammausschusses und das voriaufige Programm wurde zu 
Anfang des neuen Jahrs veroffentlicht. 
Auf eine Anerkennungder Wahl des Kongressthemas glaubcn 
wir aus den bereitwilligen Zusagen der Vortragenden und dec 
Diskussionsredner schliessen zu diirfen, die • wle aus dem 
Programm ersichtlich 1st· Vertreter eines vielseitigen unci 
relchen Erfahrungsgebietes sind . .. 
I'INANreN. Die Erorterung der finanziellen Lage der Vereinigung
nahm in der"Aussprache eine hervorragende Rolle ein. Die An
wesenden waren sich bewusst, dass die Zeit, wiihrend der 

368 einige Freunde der Vereinigung die fUr ihren Aufbau not-
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wendigen Betrage in grossziigiger Weise zur Verfiigung ge
stellt hatten, nahezu abgelaufen ist. Die Verpflichtung des 
Rates zur Aufbringung der fiir den Bestand der Vereinigung 
notwendigen zusatzlichen Mittel filr das laufende Jahr und 
fiir zukiinftige Jahre, wurde allerselts anerkannt. 
Der Vorschlag: 

"den Betrag filr die Ausgaben der Vereinigung auf die 
"einzelnen Lander umzulegen (Verteilung vom engeren 
"Vorstand entworfen und durch den Rat bestatigt) und 
"zwar so, dass die Berlchterstatter und Mitglieder die um
"gelegten Betrage durch Werbung bei Einzelpersonen, bE}i. 
"Firmen oder Stiftungen des betreffenden Landes entweder 
"personlich oder mit IIilfe der Oeschiiftsstelle der I. R. I. 
"aufbringen," 

wurde angenommen, und die auf jedes der 26 der Verelnlgung 
angehOrenden Lander entfallenden Betrage festgesetzt. 
Auf der Sitzung des Oeschiiftsfilhrenden Ausschusses In Stock~ 
holm berlchtete die Schatzmeisterin, dass Betrage aus Oester~ 
reich, Italien, Schweden, der Schweiz und den Vereinigten Staa~ 
ten eingegangen waren. Die Aufstellung der Einnahmen und 
Ausgaben filr 1927/1928 enthait die rrotalsumme der unter 
dlesem Titel eingegangenen Beitrlige. 
Spliter wurde ein finanzausschuss von dem Geschiiftsfilh
renden Ausschuss ernannt mit folgender Zusammensetzung: 

Mr. C. II. van der Leeuw (Vorsltzender),- Miss D. A. Cad
bury, Miss M. L. fledd~rus, und dem Prlisidenten von 
amtswegen, 

urn Mliglichkeiten filr die Beschaffung von Mitteln zu erwligen, 
fiber die dann auf der Tagung in Cambridge berichtet werden 
Ilollte. . 

RAT. Der Rat besteht letzt aus 69 Mltgliedern aus 22 Llindem. 
Wertvo\le Mitarbeit wurde von den Ratsmitgliedern in fol
gender Weise geieistet: 

Zusammenste\lung der Berichte ihrer Under filr die Be
rlchterstattung auf dem Kongress 1928; 
Orientierung der Oeschliftsste\le fiber die filr die Presse- 369. 
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propaganda geeigneten. Zeltungen und Zeitschriften, 
besonders 1m Hinblick auf den Kongress 1928; 
Bildung von Verteilungsstellen filr das Werbematerial der 
Vereinigung. 

Die in den neuen Satzungen vorgesehene Regelung, JOdie 
Ratsmitglieder eines ieden Landes bilden zusammen mit den 
Vorstandsmitgliedern, die in dem betreffenden Lande wohnen, 
den Stamm eines Ausschusses filr dieses Land und emennen 
ein Ratsmitglied zurn Vermittlungssekretiir zwischen dem 
Ausschuss und der Hauptgeschliftsstelle". ist schon in einlgen 
Liindern erfolgreich in die Tat umgesetzt worden. 

PROPAGANDA. Wiihrend des ganzen vergangenen Jahres 
hat sich die Tlitigkeit der Oeschiiftsstelle vorzugsweise auf 
die Propaganda filr den Kongress in den verschiedensten 
Kreisen in allen Erdteilen erstreckt. Eine Interesse er
weckende Anzeige des Kongresses wurde frilh im Herbst 
vorbereitet und den Zeitungen. Zeitschriften und Journalen 
in 23 Llindern zugesandt, ausserdem auch an verschiedene 
internationale Korrespondenten. Urn diese Pressepropaganda 
so wirksam und ausgedehnt wie moglich zu gestalten, 
waren aIle Berichterstatter gebeten worden, revidlerteo 
Listen der geeignetsten Zeitungen und Zeitschriften Ihres 
Landes einzusenden. Oleichzeitig wurde die filr die Presse 
bestimmte Anzeige in anziehender Form als F1ugblatt gedruckt 
und ist stiindig verwandt worden, urn das Publikum mit dem 
nahenden Kongress bekannt zu machen. In Verbindung damlt 
wurde das vorliiufige Programm zu Anfang des neuen Jahres 
veriiffentlicht und versandt. Eine endgiiltige Pressenotiz, die 
nlibere Einzelheiten liber Themen und Redner brachte, 1st 
kurz vor dem Kongress herausgegeben worden. 
Die eingehende Pressepropaganda hat selbstverstlindlich die 
Beziehungen der Vereinigung ausgedehnt und unsere Kennt
nisse liber die einzelnen Under wesentllch erweitert; es 1st 
auch miiglich geworden, eine sehr sorgiii1tig zusammellge
setzte Versendungsliste aufzusteIlen, die von griisstem Wert 
filr eine zuklinftige erfolgreiche Propaganda sein wird. 

370 !reISEN. Die bestehenden Beziehungen sind gefestigt und aus-
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gedehnt worden durch die Reisen der ehrenamtIichen Schrift
fiihrerin in den Vereinigten Staaten, die Veranstaitung der Sit
zung des Oeschliftsftihrenden Ausschusses in Stockholm und 
den Besuch der beiden Schriftfiihrerinnen in Berlin auf der 
Riickreise von Stockholm. Die ehrenamtIiche Schriftftihrerin hat 
ausserdem verschiedene Organisationen und Personlichkeiten 
in Oenf und London aufgesucht. 
Es 1st von Interesse, dass gelegentlich des Besuches in Stock
holm verschledene Mitglieder des Oeschliftsftihrenden Aus
schusses gebeten wurden, auf der Jahresversammlung des 
Bundes der nordlschen Llinder der Internationalen Frauen
Llga fiir Frieden und Freiheit Ansprachen zu halten. 

MITOLIIIDSCHAI'T. Die Verelnigung zlihlt zur Zeit 344 Mitglie
der 1 In 28 Llindern " gegen 241 zum Schluss des vergangenen 
Jahres. Elne Mitgliederliste nach dem Stande vom ScWuss 
des lahres 1927 wurde versandt; der Druck dieser Llste 1st 
durch elne besondere Spende filr dlesen Zweck, die eln 
Mltglied zur Verfiigung gestellt hat, ermoglicht worden. 
Die Oesamthelt der Mitglieder stellt elne interessante, ver
schledenartig zusammengesetzte Vertretung von Erfahrungen 
und Fachwlssen dar, die In slch selbst den Zweck verkorpert, 
dem die Verelnlgung dlent. 
Eln neues vollstlindigeres Anmeldeformular zur Mitglledschaft, 
das genauere Angaben fiber die Berufserfahrung der slch 
Anmeldenden enthliit, wlrd seit Januar versandt. Dlesem 
Formular belgefilgt 1st eln neu gefasstes Flugblatt, das 
auf die Bedeutung der Verelnlgung hlnwelst, und ihre Ziele In 
prlignanter Weise zum Ausdruck brlngt. Besonderer Nach
druck 1st auf die "grundlegenden Beziehungen" gelegt worden. 

urrZTe VOl~B~mUNO I'UR DeN KON~esS. Eln wesentlicher 
TeU der Schlussvorbereltung filr den Kongress bestand In 
der Herausgabe der Berlchte der einzelnen Under, die filr 
Cambridge schon fertiggestellt worden sind, und den ersten 
Band des Berichtes fiber die Kongressverhandlungen bilden. 

I Am 31. Dezember 1938 war der MltgIiederstand 373 MltgIieder aos 30 371 
Undern. 
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Berichte wurden von 18 Liindern eingesandt; }Ii 1 trafen recht
zeitig ein, sodass sie noch in den Bericht aufgenommen werden 
konnten. Einen besonderen Beitrag, der erheblich liber den 
vorgeschriebenen Umfang flir den Bericht ijinausgeht, liber
sandte die Mitgliedergmppe der Vereinigten Staaten. Dieser 
Beitrag wurde von einer Geldspende zur Bestreitung der 
durch den Druck entstehenden Sonderkosten begleitet. Unseren 
besonderen Dank schulden wir den Mitarbeitern an diesem 
Bericht und den Mitgliedern des Ausschusses, die ihn zusam
mengestellt haben: Mr. Glenn Bowers, Mrs. Lillian Gilbreth 
und Miss Mary van K1eeck. 
Einen anderen wichtigen Teil der Vorarbeiten flir den Kon
gress bildete die Vorbereitung der Besichtigungen von fa
briken und Einrichtungen in Grossbritannien. Zu dlesem 
Zweck sind wir in Verbindung mit verschiedenen bedeutenden 
Korperschaften und einer grosseren Anzahl bekannter und be
deutender firmen getreten mit dem Erforig, dass den Kon
gressteilnehinem reiche Gelegenheit und Auswahl zu Beslch
tigungen geboten werden kann. Diese Arbeit hat die Ver
einigung und den Kongress in Grossbritannien, besonders In 
den Kreisen bekannt gemacht, bei denen wir auf das rechte 
Verstiindnis hoffen dlirien. 
Die Vereinigung flihlt sich besonders den folgenden Korper
schaften flir ihre wertvolle Mitarbeit zu Dank verpflichtet: 
The Association for Education in Industry and Commerce, 
Bournville, Birmingham; the Industrial fatigue Research 
Board, London; the Institute of Industrial Welfare Workers, 
London; Management Research Groups, London; National 
Industrial Alliance, London; National Institute of Industrial 
Psychology, London; the Womens' Engineering Society, Lon
don, und Miss S. M. Bevington B.Sc., Berichterstatterin ffir 
Orossbritannien, die freundllchst die Vermlttlung zwischen den 
Mitgliedem des Kongresses und den betreffenden firmen und 
Korperschaften bel der Vorbereitung der im einzelnen vorzu
nehmenden Besichtlgungen libernommen hat. 
Um die Tellnahme an dem Kongress den Vertretem der Ar
beitnehmergmppe der Mitglieder und denjenlgen Mitglledern, 

I Seltdem sind drel weltere Berlchte eingegangen, die In elnem Nachtrag 
gedruckt wurden, sodass dleser Band letzt aus 18 Berlchten besteht. 
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besonders aus den noch wenig vertretenen Landem zu e!
leichtem, denen die Teilnahme sonst nicht moglich gewesell 
wlire, ist ein kleiner fonds gesammelt worden, fiir dessen 
Verteilung dec Geschaftsfiihrende Ausschuss verantwortlich 
ist. Der Dank der VereinIgung richtet slch an jene Mitglieder, 
die in grossziigiger Weise der Bitte urn Bildung dieses fonds 
entsprochen habel\. Eine klein ere Spende 1st auch freund
licherwelse von dem Boeke Trust, BournviIle, Birmingham, zur 
Verfiigung gestellt worden. 

Mit dem Schluss dieses Jahres endet der erste Dreijahres
abschnitt im Leben der Verelnlgung. Der Kongress.ln Cam
bridge 1st der erste Meilenstein, der diese Zeltperiode ab
schliesst und den Anfang elner neuen kennzeichnet, die Aus
blicke auf interessante Entwlcklungsmoglichkeiten bietet. 
Dass grosste Interesse schelnen die Moglichkeiten der natlo
nalen Auswirkung internaHonaler Impulse zu verdienen. Der 
spontane Zusammenschluss natlonaler Oruppen von Einzel
personlichkeiten, die die verschledensten Industriellen Wlrkens
geblete und Erfahrungsbereiche reprlisentieren, steUt eine viel
versprechende Erschelnung des letzten Jahres dar, und man 
darf annehmen, dass die Arbelt der nachsten Zukunft sich ganz 
besonders auf die forderung dleser Oruppen und auf die Her
stellung des engen Kontaktes zwischen Ihnen und der Verelnl
gung als Oanzes rlchten wlrd. 
Hlerbel werden die Ratsmitglleder In Jedem Land elne be
deutende Rolle splelen, und daher 1st die frage, In welchem 
Umfange sie verschledene Oruppen der Wlrlschaft vertreten. 
von hervorragender Bedeutung. 
Es darf erwartet werden, dass die Vereinlgung Ihrem Ziel 
• die Herbeifiihrung befriedigender menschllcher Beziehungen 

'und Arbeitsbedlngungen 1m weiten Bereich der Industrle
niiher kommen wird, wenn es Ihr, mit Hllfe der von ihren··' 
Ideen erfiillten Mlinner und Frauen gellngt, Erfahrung, frel
wllllge fiihrung und Zusammenarbel! auf natlonaler und inter
nationaler Orundlage zu verelnigen. 

M. L. fledd~rus, Schr\ftlilbrerln. 
HAAG, Junl 1928. E. Brenda Voysey, Oeschiftsfilhrerin. 373 



RECETTES ET DEPENSES POUR L'ANNEE FINANCI:ERE 'DU 1 MAl i927·AU-30·AVRii.-i928~ 
EINNAHMEN UND AUSLAGEN FOR DAS AM 30. APRIL 1928 ENDENDE GESCHAFTSJAHR. 

INCOME, RECETIES, E1NNAHMEN 

To balance brought forward May 1st 1927 
• Subscriptions received during year • 
• Donations . . • • . • • . 
• Sale of Reporls. 

'- S" d. 
68.17.7. 

407.13.3. 
836.19.2. 
27.17. O. 

H.PI. 
832.761 

4928.633 
10\18.821 

336.706 

1341. 7. O. 16216.921 

EXPENDITURE, DEPENSES, AUSLAOEN 

£ .. d. H.PI • 
558.12.8. 6754.021 
45. 3.11. 546.606 
50.17.3. 614.921 
29. 6. 8. 354.785 

32.5.5. 390.144 

117.14. 7. 1423.331 
101. 5. 6. 1224.414 
18.3.3. 219.578 
11. O. 1. 133.038 

104.15. 2. 1266.524 
77.12.3. 938.329 
85.2.9. 1029.455 
9.4.2. 110.596 
4.4. O. 50.778 

12.10. 7.922 
~246. O. 6. 15064.442 

95,6.6. 1152.479 
1341. 7. O. 16216.921 

The Treasurer has also received donations towards Ibe Cambridge Congress amounting to I. 142.10.10 of which It 40.- bas already been expended. 
Rate 01 Exchange: 12.09. H.l'l. to It. I have compared the above statement wltb the books and vouchers 

relaUn, theret!' J1J.;! certify that It Is correct. 
(signed) WlLPRID fl. UTTLEBOY. 

Birmingham, June ! 1 Ib 19~. CI!4r1erec! Accountant 



STATUTES OF THE INTERNATIONAL INDUSTRIAL RELATIONS 
ASSOCIATION (FOR THE STUDY AND PROMOTION OF SATIS
FACTORY HUMAN RELATIONS' AND CONDITIONS IN INDUSTRy) 

ARTICLE I. NAME AND PURPOSE. 

Sec. 1. The name of the Associafion shall be "The International 
Industrial Relations Association (For the study and 
promotion of satisfactory human relations and con
ditions in Industry.)" 

Sec. 2. The aim of the Association shall be to study and pro
mote such principles and methods as tend to develop 
satisfactory human relations and conditions in all 
undertakings involving the employment of persons. 
This aim is based upon the conviction that in whatever 
social order Industry, agriculture and commerce may 
take form, there will always be human problems arising 
from the employment of persons that can be solved or 
approached by all concerned without abandoning their 
attitude towards the social and economic order. 

Sec. 3. All political or religious discussion and propaganda aro 
definitely outside the scope of the Association. 

ARTICLE II. MEMBERSHIP. 

Sec. 1. Membership of the Association is open to all who are 
engaged In any undertaking Involving the employment 
of persons, or who are occupied in work of scientific 
research or social significance bearing on Industry, 
and who lire In sympathy with the aims of the As
sociation. 1 

I Membership of the Association falls therefore Into the following maiD 
liroups: 
Directors, Manager .. Personnel (Wellare) Workers, Psycholollists, Doctor .. 
I!nglneer .. Foremen and Forewomen; 
I!mployees; 
Officers of I!mployers', Workers' and other Industrial Organisations; 
Factory Inspectors, Members of Industrial Boards and Councils; 
htdustrlal Research Worker.. Industrial I!ducatlonallsts. industrial Soclal 
Workers; 375 
and so forth. 
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Sec. 2. All membership is individual. Applications for Member
ship shall be proposed and seconded by Members of the 
Association, the procedure for admission to be decided 
by the Council. 

Sec. 3. The minimum annual subscription for each member 
shall be decided from Congress to Congress by the 
Members present at the General Meeting held in con
nection with each Congress. The fee decided upon 
may be adiusted by the Council according to fluctu
ations in the rate of exchange. 1 

·Sec.4. Membership fees shall be due on election and at the 
beginning of each succeeding financial year. Members 
whose fees are more . than one year in arrears shall 
forfeit their membership after due notice has been 
given, unless special arrangements are made otherwise 
by the Council. 
New Members are expected to pay membership fees 
in advance before being permitted to exercise the priv
ileges of membership. 

Sec. 5. The Council shall have the right by vote of two thirds 
of those present at any Council Meeting, notice of 
which shall have contained a statement of the proposed 
action, to expel from the Association a member guilty 
of conduct out of harmony with the purposes of the 
Association. Such person shall receive at least two 
months' notice in writing of such meeting and shall be 
permitted to be present and heard in his own defence. 

ARTICLE lll. COUNCILLORS. 

Sec. 1. The members from each country taking part in the 
Association shall elect not more than four Councillors, 
whose duty. it shall be to serve as members of the 

I Rather than specially reducing the individual membership fee for those 
categories of Members for whom the payment of a fee sufficiently large 
to give adequate support to the Association might prove a deterrent to 
their Joining, It Is recommended that a minimum fee be adopted at a rate 
whlcb little more than covers the aetnal outgoing expenses for eacb 
Member. Those who are In a pOSition to give larger amounts than this 
minimum are therefore specially invited to fix their fee accordingly. 
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Council, to make reports to the Association regarding 
sublects of interest to it in their respective countries, 
and to interpret the work of the Association to other 
members and to the public in their own countries. 
If a Councillor is unable to attend a Council Meeting 
he shall have power, in consultation with the other 
Councillors for his country, to appoint a Proxy to take 
his place at the meeting concerned. 

Sec. 2. The Councillors shall be elected during the period im
mediately preceding each Congress by the members in 
the country concerned. The Corresponding Councillor 
in each country (see Section 5 below) shall be respon
sible for all arrangements and shall communicate the 
names of the new Councillors to the Secretariat Head
Quarters not later than the opening of each Congress. 
Councillors shall serve from the General Meeting to 
the General Meeting held in connection with each 
Congress and shall be eligible for re-election. t 

Sec. 3. Vacancies In the office of Councillor, whether due to 
an incomplete number of appointments in the first 
place, or to retirement during the term of Office, may 
be filled by the remaining Councillors concerned. In 
the event of there being no remaining Councillors, the 
Executive Committee, in consultation with the mem
bers of the country concerned, shall have power to 
appoint substitutes. In either case such appointments 
shall be confirmed at the next meeting of the Council. 

Sec. 4. Where a country takes part in the Association for the 
first time between the Congresses, the Executive Com
mittee, in consultation with the members In the country 
concerned, shall have power to appoint the Councillors 

I In view 01 the wide range 01 membership 01 the Associatioll, It Is 
suggested that as far as possible each Councillor shall be selected from 
a dillerent IlfOUP in order that the Association may bave the benefit of 
various points 01 view. In the event 01 an Insufficient number of suitable 
Councillors being available for electioll, attention is drawn to the fact 
that the lull complement 01 four places need not necessarily at once 371 
be IUled. 
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to serve until the next Congress, such appointments to 
be confirmed at the next Meeting of the Council. 

Sec. 5. The Councillors for each country, together with any 
Officers who happen to be resident in that counhy, 
shall form the nucleus of a Committee for that country, 
and shall designate one of the Councillors to act as 
Corresponding Councillor between the Committee and 
the Secretariat Headquarters. 1 

ARTICLE IV. OFFICERS. 
Sec. 1. The Officers of the Association shall be: 

President 
Not more than three Vice-Presidents 
Treasurer. 
In addition to the customary duties, the Vice-PresI
dents shall be responsible for: 
1. The Secretariat Headquarters 
2. Editing and PubliCity 
3. Such other phases of the work as the current needs 

of the Association may suggest. 

Sec. 2. The officers shall be elected by ballot by the Members 
present at the General Meeting held in connection with 
each Congress, from nominations submitted by the 
Council, which shall post its report at least 24 hours 
before the last Council Meeting preceding the General 
Meeting at which the election of Officers takes place: 
for the purpose of preparing these nominations the 
Council shall appoint a Nominating Committee of three 
members, one year before the meeting of the Congress. 
Members of the Association may submit independent 
nominations which must be handed in to the No~inating 

I In this way a means Is provided whereby eacb national ,roup Is 
enabled to take a more active share In the constructive work of tho 
Association, and a centre will thus be formed whlcb may serve a. a 
clearing house for Information both to and from the Secrelarlat Head
quarters. 
Where practicable the Councillors are urged to consider the boldlng of 
regular meeting for Members of the Association In the country con. 
cerned. with a view to obtaining their constrnctlve collaboration In tho 
work of the Association. 
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Committee not later than the Council Meeting referred 
to above, and the Council shall have the power to 
decide, on the occasion of each election, the number 
of supporters, up to a maximum of 10, necessary for 
each independent nomination. 

Sec. 3. The Officers shall serve from the General Meeting to 
the General Meeting held in connection with each 
Congress and shall be eligible for re-election. A 
vacancy occuring during the term of office may be 
filled by the Council for the remainder of the term. 
The same person may serve as an Officer and as a 
Councillor if desired. 

ARTICLE V. COUNCIL. 
Sec.!. The administration of the Association shall be vested 

In a Council which shall serve from the General Meeting 
to the General Meeting held in connection with each 
Congress and shall be composed of the Officers and 
Councillors. The Council shall have power to elect 
from among the members of the Association not more 
than seven additional persons to serve on the Council 
In an advisory capacity until the succeeding Congress 
when they shall be eligible for re-election. 
The Council may also include, In an advisory capacity, 
any members of the Executive Committee who have 
not been originally elected as Members of the Council 
(see Art. VI, Sec. 2, below). 

Sec. 2. The function of the Council shall be to direct the 
work of the Association and to manage its affairs, funds 
and property. 

Sec. 3. The Council shall prepare and adopt an annual budget 
and shall be authorized to employ such persons as 
may be necessary for carrying out the work of the 
ASSOCiation, to payout of the funds such travelling, 
subsistence .and other allowances to Officers and 
Members as may seem necessary and proper; and to 
Incur financial responsibilities within the limits of the 
annual budget. 379 
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Sec. 4. The Council shall make a full report to the members 
of the Association at the Congress concerning the 
progress of the work in the interval between Con
gresses, including an audited financial report. 

Sec. 5. Voting on the Council shall be on an individual basis, 
each member of the Council, other than those serving 
in an advisory capacity, being entitled to one vote. 

ARTICLE VI. EXECUTIVE COMMITTEE. 
Sec. 1. The Council shall appoint an Executive Committee to 

administer the affairs of the Association between the 
meetings. 

Sec. 2. The Executive Committee shall consist of the Officers 
of the Association and not more than seven other 
Members who, if not alreadY members of the Council, 
shall become advisory members of the Council by force 
of their election to the Executive Committee. 

ARTICLE VII. EXECUTIVE SECRETARY. 
Sec. 1. The Council shall have power to appoint an Executive 

Secretary and to attach a salary to the Office. 
The Executive Secretary shall be in charge of the 
Secretariat and shall, ex officio, normally take part in 
all meetings. In order to preserve the neutrality of the 
Secretariat, the Executive Secretary shall not vote. 

ARTICLE VIII. SUB-COMMITTEES. 
Sec. 1. The Council and the Executive Committee shall have 

power to appoint Sub-Committees for special purposes, 
to serve in an advisory capacity. The Members of the 
Sub-Committees need not be Members of the Council. 

Sec.2. The Executive Secretary shall be ex-officio a member 
of all Sub-Committees. 

Sec.3. The Officers shall have the right to ettend all meetings 
of Sub-Committees. 

ARTICLE IX. FINANCES. 

Sec. 1. The funds of the Association may be derived from 
a. Membership fees 
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b. Donations and legacies 
c. Other sources. 

Sec. 2. The funds of the Association shall be managed by the 
Council, subject to control by the members through 

. action taken at any General Meeting. 
Sec. 4. In the event of the Association deciding to discontinue its 

activities, its funds, after assets and liabilities have 
been ascertained, assets realized and liabilities paid, 
shall be disposed of as shall be directed by an Extra
ordinary General Meeting called for that purpose, pro
vided that the notice of such meeting shall contain as 
full a report as possible of the funds to be disposed of. 

Sec. 5. If the liabilities of the Association exceed its assets, 
the financial obligation of any member shall be limited 
to the payment of one. additional year's membership 
subscription. 

ARTICLE X. MEETINGS. 
Sec. 1. Unless otherwise determined by the Council, the mem

bers shall, under normal circumstances, meet every 
three years at a Congress, the date and place of which 
shall be determined by the Council. 

Sec. 2. Additional general meetings may be convened at the 
discretion of the Council. but at these meetings only 
those matters may be acted upon which are specified 
in the notices. 

Sec. 3. The notice and agenda of any general meeting shall. 
under normal circumstances, be circulated to members 
at least two months before the date of such meeting. 

S~. 4. A member shall be entitied to an individual vote In all 
matters except those connected with the Statutes of 
the Association and the election of Officers, for which 
,voting privileges are specifically defined In Article XII. 

Sec 5. The Council shall meet annually at a time and place 
determined by itself. A meeting of the Council may 
also be called at the discretion of the Executive Com
mittee or at the request of the Councillors from five 
countries. 381 
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ARTICLE XI. QUORUMS. 

Sec. 1. At a General Meeting, members from at least a fourth 
of the countries represented in the Association shall 
constitute a quorum. At an Extraordinary General 
Meeting, members from one third of the countries 
represented in the Association shall constitute a quorum. 
In the event of there being no quorum at an Extra
ordinary General Meeting, a further General Meeting 
may be called for the transaction of the business, at 
which no quorum is required. 

Sec. 2. At a meeting of the Council, an eighth of the member
ship shall constitute a quorum, provided that these 
members represent at least a fourth of the countries 
represented in the Council. 

Sec. 3. At a meeting of the Executive Committee, five members, 
of whom at least three must be Officers, shall con
stitute a quorum. 

ARTICLE XII. AMENDMENTS. 

Sec. 1. The Statutes of the Association may be altered or 
amended by a two thirds vote of members present at 
a General Meeting, the agenda of which shall have 
contained notice of the proposed alterations or amend
ments. 
for purposes of forming, adding to or altering the 
Statutes and for the election of Officers, Members 
present at the General Meeting shall only vote indivi
dually up to a limit of 10 votes for each country. 
Where more than 10 members are present from any 
one country, such members shall form a group entitled 
to a maximum of 10 votes. On each question where 
a vote is taken, the members forming each such group 
shall take a preliminary vote on an individual basis, 
in order to determine the allocation of the 10 votes 
to which each group is entitled. 

382 July 1928. 



S TAT U T S DEL' ASS 0 C I A T ION I N T ERN A· 
TIONALE DES RELATIONS INDUSTRIELLES 

ARTICLE I. NOM ET BUT. 

Par. 1. 11 est constitu6 une Association dite "Association 
Internationale des Relations Industrielles (pour 1'6tude 
et l'am6lioration des rapports Individuels et des con
ditions g6n6rales de travail dans l'Industrie)". 

Par. 2. L'Association a pour but d'6tudier et de propager les 
principes et m6thodes tendant a am6liorer les rapports 
Indivlduels alnsi que les conditions g6nerales de travail 
dans les entreprlses de toutes natures. 
Les membres de l'Associatlon ont la ferme conviction 
que, quel solt l'ordre social" dans lequel 6voluent \'In
dustrle, Ie commerce et l'agricuIture, il est toulours 
possible de resoudre, ou tout au moins d'examlner les 
probl~mes soulev6s par l'organlsation du travail de 
I'homme sans abandonner son attitude et ses opinions 
personnelles. 

Par.3. L'Association s'lnterdlt toute discussion et toute pro
pagande politique ou rellgleuse. 

ARTICLE II. MEMBRES. 

Par. 1 Peuvent devenlr membre de l'Assoclation toute per
sonne occupee dans une entreprise a quel que titre que 
ce solt et queUe que solt la nature de celie entreprlse, 
toute personne se IIvrant a des recherches scientlflques 
ou a des oeuvres soclales ayant trait a I'industrle, 
enfln toute personne en accord avec les buts de l'As
soclatlon. I 

, Les membres de I' Association peuvent done se dlvlser eomme suit: 
Patrons, Dlrecteurs, Surlntendantes, Psychologues, Medeclns, Ingenleurs, 
Contre-maltres; 
Ouvrlers et Employes; 
Representants des organisations patronaies et ouvrl~res ou de toute autre 
organisation Industrlelle; 
Inspecteurs du travail, Membres des Commlsslons offlclelles du travail; 
Investicateurs et Professours de l'lndustrle, Travailleurs soclaux de 
I'lndustrle; 
et alnsl de suite. 383 
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Par. 2. L'adhesion est individuelle. Les adherents sont pr6-

sentes par deux membres de l'Association. La proce
dure d'admission est fixee par Ie Consell. 

Par. 3. La cotisation minimum annuelle est fixee par les mem
bres presents a I'Assemblee generale tenue conjointe
ment a chaque congr~s. Le montant ainsi fixe peut 
etre adapte, par Ie ConseH, aux fluctuations du cours 
des changes. 1 

Par. 4. Les cotisations sont payables lors de I'inscription et au 
commencement de chaque annee financi~re. Le non
paiement de la cotisation pendant plus d'un an entraine 
la radiation apr~s notification a !'interesse et sauf ar
rangement special avec Ie Consell. 
Les nouveaux membres doivent acquitter leur cotisation 
avant d'etre admis a I'exercice de leurs droits. 

Par. 5. Tout acte incompatible avec les buts de l'Association 
entraine la radiation, apr~s deliberation du ConseH et 
il. une majorite des deux tiers des membres presents. 
L'action contre Ie membre coupable doit figurer Ii 
I'ordre du jour envoye aux Membres du ConseH avant 
la reunion. Le membre coupable est prevenu par ecrit 
au moins deux mois a I'avance et peut presenter sa 
defense verbalement a ladite reunion. 

ARTICLE III. MEMBRES DU CONSEIL. 

Par. I. Les membres de chaque pays nomment au maximum 
quatre personnes qui assument la charge de Membres 
du Conseil. lis assurent I'echange des renselgnements 
entre I' Association et les membres de leur pays. lis 
tlennent Ie public au courant des travaux de l'Asso
ciation. 

1 11 est prEfErable de fixer une cotisalion minimum reprbentant I. 
moyenne des frais occasionnb par chaque soci~talre. plutot qu'une coli
sation ~Ievt!e qu'i1 serait indispensable de dlminuer en laveur des membres 
ne pouvant y faire face. Les personnes en mesure d'elfectuer des verse
ments plus elev~s que Ie minimum requls sont instamment pri~es de fixer 
elles-memes Ie' montant de leur colisation. 
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Si un Membre du Conseil est empeche d'assister a une 
reunion du Conseil, il peut designer un suppleant. d'ac
cord avec les autres membres de son pays. 

Par.2. Les Membres du Conseil sont elus immediatement avant 
chaque Congr~s. Le Secretaire-Correspondant de chaque 
pays (v. par. 5 art. III) est responsable de l'organl
sation de l'election et transmet au Secretariat les noms 
des nouveaux Membres du Conseil, au plus tard Ii 
I'ouverture du Congr~s. Le mandat des Membres du 
Conseil dure jusQu'1i l'Assemblee Oenerale tenue con
jointement au Congr~s suivant. Les Membres du 
Conseil sont reeligibles. 1 

Par. 3. En cas de vacances, faute de candidats lors de l'election 
ou par suite de demission, les Mernbres du Conseil du 
pays interesse pourvoient Ii l'attribution des si~ges 
vacants. 
Dans Ie cas oil. il n'y aurait plus de Membres du Con
seil en fonctions pour un pays, Ie Comite Executif, 
d'accord avec les membres du meme pays peut designer 
des suppleants. Ces designations sont ratifiees par la 
plus prochaine reunion du Conseil. 

Par.4. LorsQu'un pays adMre pour la premi~re fois a l'Asso
ciation entre deux Congr~s, Ie Comite Executif, d'accord 
avec les membres de ce pays peut designer des Membres 
du Conseil dont les fonctions prennent fin IJu plus 
prochain Congr~s. Ces designations doivent toujours 
etre ratifiees par Ie Conseil au cours de sa plus pro
chaine reunion. 

Par. 5. En vue de facillter Ie travail du Secretariat et de con
centrer et renforcer la collaboration des representants 
nationaux avec l'Association. les Membres du ConseU 
.d'un pays et tous les fonctionnaires de l'Association 

I Eu 6gard • la dlvers!t6 de recrutement des membres de r Asoclatlon. II 
est souhaltable que les Membres du Conseil solent 61us par des groupes 
chfiErents afln que tous les points de vue solent reprEsent6s. 51 Ie nombre 
des candldats conselllers est insufflsant, II est rappel6 que les sieges 385 
vacants peuvent eire attribuEs en cours d·exerclce. 
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residant dans ce m~me pays constituent un comlte!: 
national et designent l'un deux comme Secretalre
Correspondant. 1 

ARTICLE IV. BUREAU. 

Par. 1. Le bureau de l'Association est compose comme stilt: 

Un president 
Trois Vice-presidents au maximum 
Un tresorier. 
En dehors de leurs charges usuelles, les Vice-Pre!:sl
dents sont responsables: 

1. du Secretariat 
2. de la Publiclte et des Editions 
3. de tous les travaux necessites par la vie couranto 

de l'Associatlon. 

Par. 2. Le bureau este!:lu au scrutin secret par les membres 
pre!:sents Ii l'assemblee generale tenue conjointement Ii 
chaque Congr~s. Un an avant Ie Congr~s, Ie Conseil 
nomme une Commission de trois membres, chargee de 
recueillir les candidatures. Les Membres de I'Asso
ciation peuvent touiours se reunlr pour soumettre Ii 
cette Commission les candidatures de leur cholx. Le 
Conseil decide Ii chaque election Ie nombre minimum 
des membres devant presenter ces candidatures Inde!:
pendantes pour qu'elles soient valables. En aucun cas, 
il ne peut exiger plus de 10 partisans. Le conseil fait 
connaitre Ie nom des candidats agrees par lui, au molns 
24 heures avant sa demi~re reunion precedant l'Assem· 
blee Generale. 

Par. 3. Le mandat des membres du bureau expire Ii I'Assembh~e 
Generale tenue conjointement au Congr~s sulvant leur 
e!:lection. En cas de vacances au cours de l'exercice 
Ie Conseil nomme les remplacants. Les pouvolrs des 

I Les Membres du Consell sont Inslamment prl& d'organlser des r~uoIons 
p~riodlques enlre les membres de I' Association dans Ie but d·assurer leur 
collaboration aux travaux de l'Assoclation. 
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membres ainsi nomm~s prennent fin a la date oil devait 
normalement expirer Ie mandat des membres rem
plac~s. Les Membres du Bureau sont reeligibles. \Is 
peuvent etre choisis parmi les Membres du Consell. 

lRTICLE V. CONSEIL. 

'ar.1. L'Administration de I'Association est confiee a un Con
sell ~Iu pour la p~riode s~parant deux Assembl~es 
Generales et compos~ des Membres du Conseil et des 
Membres du Bureau. Le Conseil peut s'assurer Ie 
concours des membres de I'Association dont I'exp~
rience lui est utile. Ces personnes assistent aux 
r~unions avec voix consultative. Leurs fonctions pren
nent fin a chaque Congr~s. ~lIes sont r~engibles. Leur 
nombre ne peut d~passer Sept. 
Les Membres du Comite ~xecutif qui ne font pas partie 
du Conseil peuvent ~galement assister aux r~unionS a 
titre consultallf (voir Art. VI, Par. 2). 

~ar. 2. Le Conseil dirige les travaux de I'Association. n en 
adminlstre les affalres, les fonds et les propri~t~s. 

~ar. 3. Le Conseil pr~pare et adopte Ie budget annuel. II est 
autoris~ a employer toutes personnes n~cessaires a 
I'ex~cution du travail, de meme qu'a pr~lever sur les 
fonds de I'Association les frais de voyage, subsistance, 
ou autres, qU'1l juge necessaire de rembourser aux 
membres de l'Association et Ii ses dlrlgeants. II assume 
toutes les responsabl\it~s financi~res dans les limites 
du bugdet annuel. 

Par.4. A chaque Congr~s Ie Consell presente un rapport moral 
et un rapport financier, ce demier v~rlfi~ et certifie 
ltxact par un commissalre aux comptes. 

Par. 5. Les membres du ConseU votent individuellement, chacun 
d'eux disposant d'une voix. Les personnes assistant 
aux r~unions Ii titre consuitatif ne prennent pas part 
aux votes. 381, 

2S 
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ARTICLE VI. COMITE EXECUTIF. 

Par.!. Le Conseil nomme un Comit~ Ex~cutif charg~ d'admi
nistrer les affaires de l' Association dans I'intervalle 
des reunions. 

Par. i. Le Comit~ Ex~cutif se compose des Membres du Bureau 
et de sept autres membres au maximum. La nomi
nation de ces derniers au Comit~ Ex~cutif entraine leur 
admission au Conseil s'ils n'en font deja partie, mais 
seulement a titre consuItatif. 

ARTICLE VII. SECRETAIRE EXECUTIF. 

Par.!. Le Conseil a la facuIt~ de nommer un Secr~taire Exe
cutif et d'en appointer la charge. Le secr~taire assume 
les travaux du Secr~tariat, et, d'office, prend part it 
toutes les reunions. Min d'assurer la neutralite du 
secr~tariat, Ie secretaire ne prend part a aucun vote. 

ARTICLE VIII. SOUS.COMMISSIONS. 

Par.!. Le Conseil et Ie Comite Executif peuvent designer des 
sous-commissions qui fonctionnent it titre consultatlf. 
Les membres des sous-commissions ne font pas n~ces
sairement partie du Conseil. 

Par. 2. Le Secretaire Executif fait, d'office, partie de toutes les 
sous-commissions. 

Par. 3. Les Membres du Bureau peuvent assister it toutes les 
seances des sous-commissions. 

ARTICLE IX. FINANCES. 

par.!. Les fonds de I'Association proviennent: 
a. des cotisations de ses membres 
b. de dons et legs 
c. de toute autre source. 

Par. 2. Les fonds de l'Association sont g~r~s par Ie Conseil. 
Celui·ci est soumis au contrale des membres qui peu
vent entreprendre toute action it cet effet au cours des 

388 assemblees g~n~rales. 
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Par. 3. Le Comit~ Ex~cutif fera v~rifier Ie compte-rendu finan
cier annue!. Le rapport du Commissaire aux comptes 
est loint au rapport financier envoy~ aux membres. 

Par. 4. En cas de dissolution, l'utilisation de l'actif n~t est 
fix~e par l'Assembl~e G~n~rale extraordinaire convo
qu~e sp~clalement a cet effet. La convocation a cette 
Assembl~e contient l'indication pr~cise des fonds dis
ponibles. 

Par. 5. Dans Ie cas oJ) les depenses engag~es par l'Assoclation 
d~passeraient l'actif, l'obligatlon financiere de chaque 
membre ne pourrait exceder Ie montant d'une cotisation 
annuelle suppl~mentaire. 

ARTICLE X. ASSEMBLEES. 

Par. 1. L' AssoclatioR tient un Congres tous les trois ans, a 
molns de d~cislon diff~rente du Conseil ou de circon
stances anormales. Le Conseil d~cide Ie lieu et la 
date du Congres. 

Par.2. Le Consell peut convoquer les Membres de I'Associa
tlon en Assembl~es Gen~rales Extraordinaires. Toute
fols au cours de ces Assembl~es I'ordre du lour sp~
clfi~ dans la convocation peu t seul venir a la dis
cussion. 

Par. 3. Les notices et ordres du lour de toute assembl~e g~n6-
rale sont adress~es aux membres au plus tard dilUX 
mols avant la date de ces assembl~es. En cas de cir
constances anormales, ce d~lai pourra litre modifi~. 

Par. 4. Le droit de vote individuel s'entend sur toutes les 
questions, sauf celles pr~vues a I'artlcle XII, concer
nant les modifications aux status et 1'~lection des 
Membres du Bureau. 

Par. 5. Le consen se r~unit tous les ans. n d~clde lul-mllme 
Ie lieu et la date de ses r~unions. Le Consell se r~unit 
egalement a la demande du Comlt!! Executif ou des 
Membres du Consell de cinq pays. 389 
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ARTICLE XI. QUORUM. 

Par.!. La presence de membres du quart des pays representes 
a l'Association est necessaire pour Ia validite des deli
beration dans les AssembJees Generales. eeUe pro
portion est elevee a un tiers pour les assemblees 
generales extraordinaires. Au cas ou un quorum ne 
serait pas atteint lors d'une Assemblee Generale Extra
ordinaire, une nouvelle Assemblee Generale Extra
ordinaire pourra etre convoquee pour l'expedition des 
affaires dans lesquels n n'est pas exige de quorum. 

Par. 2. Dans les reunions du Conseil, Ie huiti~me des membres 
et Ie quart des pays representes a I'Association con
stituent simultanement Ie quorum. 

Par. 3. Dans les seances du Comite Executif, cil1q membres 
dont trois du Bureau constituent Ie Quorum. 

ARTICLE XII. AMENDEMENTS. 

Par. 1. Les statuts ne peuvent etre modifies qu'a la majorite 
des deux tiers des membres presents 0} l'AssembIee 
GeneraIe. La convocation a cette Assemblee porte 
mention des modifications ou amendements proposes. 
En ce qui concerne les modifications aux statuts de 
meme que l'election des Membres du Bureau, les mem
bres presents a I'Assemblee Generale se proDoncent 
egalement par votes individuels, jusqu'a concurrence 
de 10 voix par pays. Si plus de 10 membres d'un pa.ys 
sont presents, les votes individuels sont groupes pro
portionnellement a la base 10 avant d'etre presentl~!t a 
l'Assemblee Generale. 

Juille! 1928. 



SATZUNOEN DER INTERNATIONALEN VEREINIGUNG 
FOR BESTGESTALTUNG DER ARBEIT IN BETRIEBEN 

ARTIKEL I. NAME UNO ZWECK. 

Abs.1. Die Vereinigung fiihrt den Namen "Internationale Ver
einigung filr Bestgestaltung der Arbeit in Betrieben." ~ 

Abs.2. Zweck der Vereinigung ist das Studium und die 1"6r
derung von Grundsatzen und Arbeitsmethoden. die der 
Herbelfilhrung befrledigender personlicher Beziehungen 
und Arbeltsbedingungen in allen Betrieben dienen. 
Dleser Zweck wird begrilndet durch die Ueberzeugung. 
dass slch· unabbangig von der gegebenen Sozlal
ordnung In Industrie. Landwirtschaft und Handel -
personliche Probleme ergeben. die von allen Beteiligten 
ohne Aufgabe ihrer Haltung gegenilber der Gesell
schafts- oder Wirtschaftsordnung geiost oder einer 
Losung naher gebracht werden konnen. 

Abs.3. Die frorterung politischer oder religloser I"ragen und 
die Propaganda filr solche Zwecke sind grundsatzlich 
ausgeschlossen. 

ARTIKEL II. MITGLIEOSCHAFT. 

Abs. 1. Mltglied der Vereinigung konnen aile Personen werden. 
die In einem Betrleb tatig sind oder die in betriebs
wissenschaftlicher oder sozialer Arbeit In irgend elner 
Beziehung zur Industrie stehen und slch den Bestre
bungen der Verelnigung anschliessen.· 

, "International Industrial Relations Association (for the Study and Pr0-
motion Df Satisfactory Human Relations and Conditions In Industry)". 

• Ole MltiUeder der VerelnliuDi setzen slcb daber aus folgenden Hau\!t
gruppen zusammen: 
Dlrektoren. Betrlebslelter. f'abrlkpl\eger. Psychologen. Aente, Ingenleure, 
Werkmeister und Vorarbelter; -
Arbeiter Qod A~.t.IIt.; (F .... ot ••• , der •• <h.teD Selle forllteselst.) 391 
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Abs.2. Die Mitgliedschaft bei' der Vereinigung ist personlich. 
AIle Aufnahmegesuche sind durch Mitgliedel' der Ver
einigung einzureichen und zu befiirworten; tiber das 
Aufnahmeverfahren entscheidet der Rat. 

Abs. 3. Der Mindestmitgliedsbeitrag wird von Kongress zu 
Kongress durch die Mltglieder festgesetzt, die an der 
im Anschluss an ieden Kongress stattfindenden General
versainmlung teilnehmelL Der Rat kann den Betrag 
den Veriinderungen der Wiihrung anpasselL 1 

Abs.4. Mitgliedsbeitrlige werden fiillig beim Eintritt in die 
Vereinigung und zu Beginn jedes folgenden Rechnungs
jahres. Mitglieder, die mit ihrem Beitrag llinger als 
eln Jahr im Riickstand bleiben, verlieren, nachdem sle 
vorerst eine Mahnung erhalten haben, die Mltgliedschaft, 
wenn der Vorstand nlcht etwas anderes bestimmt. 
Neue Mitglieder zahlen den Mitgliedsbeitrag im voraus, 
ehe sie die Vergiinstigungen der Verelnlgung in An
spruch nehmen. 

Abs. 5. Der Rat hat das Recht mit zwel Drittel Mehrheit der 
Anwesenden - auf leder Sltzung des Rats, zu der eine 
Einladung mit einem Hinweis auf das beabsichtlgte 
Vorgehen ergangen ist - ein Mitglied auszuschliessen, 
dessen Verhalten nicht im Einklang mit den Bestre
bungen der Vereinlgung steht. Dem betreffenden Mlt
glied ist mindestens zwel Monate vor der Sitzung eine 
entsprechende schriftliche Mitteilung zu machen und 

Beamle von Arbeitgeber-, Arbeitnehmer- und andern induslrieilen Orga-
nisationen: . 
Oewerbe-Inspekloren, Mitgileder der fUr die Industrie zuslindigen Mi
nislerien und KOrperschaften; 
Belriebswissenschaftilche Forscher, Piidagogen, Induslrieile Sozialarbeller; 
u.s.w. 

I Ausbtt den Mitgliedsbeilrag fUr dleleolgen Milglieder, die nicbl In der 
Lage sind einen ausrelcbenden Beitrag zu zahlen, 1m Einzelfalle berahzu
selzen, urn eln Pernblelben solcber PersOnllcbkeiten von der Verelnigung 
zu vermeiden, wird empfoblen einen Mindestbeltrag festzusetzen, der 
etwas baber lsi aIs der Belrag der auf ledes Mitglled enlfallenden Ausgaben. 
Dlelenigen Mltglleder, die in der Lage sind, mebr als den MinlQ!..umbetrag 
zu geben, werden daber gebelen, ihren Beitrag enlsprecbend bOber fesl
zusetzea. 
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die Miiglichkeit zur Teilnahme und zur Verteidlgung 
zu geberi. 

ARTIKEL lll. MITGLlEDE;.R DES RATS. (Councillors). 

Abs.l. Die Mitglieder eines Landes, das der Vereinigung an
gehiirt, wahlen hiichstens vier Ratsmitglieder, deren 
Aufgabe es ist, als Mitglied des Rats zu wirken, der 
Vereinigung Bericht tiber ihr Land zu erstatten in 
fragen, die fUr die Vereinigung von Interesse sind, 
und die Bestrebungen und Tlitigkeit der Verelnigung 
andern Mitgliedern und der Oeffentlichkeit in ihren 
Liindern nahezubringen. 
Wenn ein Ratsmltglied verhindert ist, der Tagung des 
Rats beizuwohnen, so hat es das Recht, 1m Einver
stiindnls mit den anderen Ratsmitgliedern des betref
fenden Landes einen Stellvertreter zu bestimmen, der 
selnen Platz auf der in frage kommenden Tagung 
elnnimmt. 

Abs.2. Die Mitglieder des Rats werden kurz vor Beginn eines 
jeden Kongresses durch die Mltglieder Ihres Landes 
gewiihlt. Das federfiihrende Ratsmitglied .eines jeden 
Landes (s. Abs. 5. Art. III) ist fUr a\le Vorbereltungen 
verantwortlich nnd muss die Namen der neuen Ratsmit
glieder dem Generalsekretariat spiitestens zu Beginn 
elnes jeden Kongresses milteilen. Die Mitglieder des 
Rats werden fUr die Zeit von elner bis zur andern im 
Anschluss an einen Kongress stattflndenden Generalver
sammlung gewahlt und sind wieder wiihlbar. 1 

Abs.3. Wenn das Amt elnes Ratsmltgliedes frel wird • ent
weder well die entsprechenden Wahlen noch nlcht vor
genommen worden oder wen Mltglieder wiihrend der 
Dauer Ihrer Amtstiitigkeit zuriickgetreten sind • so 

. k6nnen die iibrigen Ratsmltglieder des betr. Landes die 

• Mil RDckslehl auf den weitgesteckten Rahmen der MltgUedschait der 
Verelnlgunl w1rd vorgeschl&len. die Ratsmltglleder m6gllehsl so zu 
wAhlen. dass aile MltgUederRrU)lpen vertreten werden und dass auf dlese 
Weise versehledene Oesiehtspunkte BerDckslehtlguQl linden. Palls e!ne 
leoDlende Anzahl leellneler Mltglleder des Rats Diehl zur VeriDIuDI 393 
stehl, lsi os nlehl notwendlg, die vier P1itze solort so bese\Zen. 
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Emennung eines Ersatimannes vomehmen. Sollte es 
vorkommen, dass ein Land uberhaupt keine Ratsmit
glieder mehr hat, so hat der OeschliftsfUhrende Aus
schuss, im Einverstandnis mit den Mitgliedem des 
betreffenden Landes, das Recht, die Emennung von 
Ersatzmannem vorzunehmen. In jedem Fall mussen 
solche Emennungen von der nachsten Ratsversammlung 
bestiitigt werden. 

Abs.4. Wenn ein Land der Vereinigung zwischen zwel Kon
gressen beitritt, so hat der OeschliftsfUhrende AU5-
schuss, im Einverstandnis mit den Mitgliedem des 
betreffenden Landes, das Recht, Ratsmitglieder bis zum 
nachsten Kongress zu emennen; die Emennung bedarf 
der Bestiitigung bei der nllchsten Tagung des Rates. 

Abs.5. Die Ratsmitglieder elnes leden Landes bilden zusammen 
mit denjenigen Vorstandsmitgliedem, die In dem be
treffenden Lande wohnen, den Stamm eines AU5-
schusses fUr dieses Land und ernennen ein Ratsmitglied 
zum Federfiihrenden zwischen dem Ausschuss und der 
Hauptgeschiiftsstelle. I 

ARTIKEL IV. VORSTAND. (Officers.) 

Abs. 1. Dem Vorstand gehOren an: 
Der Priisident 
Nicht mehr als drei Vize-Prllsidenten 
Der Schatzmeister. 
Neben den iiblichen PfIichten haben die Vlze-Priisl
denten noch die Verantwortung zu iibemehmen fUr: 
1. Das Oeneralsekretariat 
Z. Redaktion und Presse 
a. Aufgaben, die sich aus den laufenden Oeschiiften der 

Vereinigung ergeben. 

1 Auf diese Weise kann lede natlonale Gruppe lebhafteren Antell an der 
Aulbauarbeit der Verelnlgong nehmen und eine Zentrale bllden, die ,Ieleh
zeitlg als Vermlttlungs- und AuskunftssteUe fiir das Generalsekrelarlat 
sowle filr die Mitglieder des betrellenden Landes dlent. 
Ole Ratsmltglieder soUen, soweit als moglieh re~elmAsslge Sitzungen der 
Mltglieder Ihres Landes veranstalten, um Ihre lebendlge Mllarbelt lilr die 
BestrebungeD der Verelnigung zu gewinnen. 
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Abs.2. Der Vorstand wird durch Stimmzettel·von den MIt
gliedern gewiihlt, die bel der im Anschluss an einen 
Kongress stattfindenden Generalversammlung anwesend 
sind, nach WahlvorschUigen, die yom Rat unterbreitet 
werden; der Rat soil seinen Bericht wenigstens 24 
Stunden vor der letzten Ratssitzung vorlegen, die der 
Generalversammlung vorausgeht, in der die Wahl des 
Vorstandes stattfindet; zum Zweck der Vorbereitung 
dieser Wahlvorschliige ernennt der Rat einen Wahi
vorbereitungsausschuss von 3 Mitgliedern ein Jahr vor 
der Tagung des Kongresses. Mitglieder der Vereini
gung konnen unabhiingige Wahlvorschliige einreichen, 
die dem Wahivorbereitungsausschuss spiitestens auf 
der oben erwiihnten Ratssitzung zu iibermitteln sind. 
Der Rat hat das Recht bel jeder Wahl die Zahl der 
fiir einen unabhiingigen Wahlvorschlag erforderlichen 
Unterzeichner • bis zur tlochstzahi von 10 • festzusetzen. 

Abs.3. Die Vorstandsmitglieder iiben ihr Amt in der Zeit von 
einer bis zur andern im Anschluss an einen Kongress 
stattflndenden Generalversarnmlung aus und diirfen 
wieder gewahlt werden. Scheidet ein Vorstandsmitglied 
wahrend der Amtszeit aus, so wlrd ein Stellvertreter 
von dem Rat fiir den Rest der Amtszeit ernannt. Auf 
Wunsch kann eine Personlichkeit gielchzeitig Vor
standsmltglied und Mitglied des Rates sein. 

AATIKEL V. DER RAT. (Council.) 

Abs.l. Die Leitung der Vereinigung wird einem Rat iibertragen. 
der sein Amt von einer bis zur andern 1m Anschluss 
an einen Kongress stattfindenden Generaiversammlung 
ausiibt. Der Rat besteht aus dem Vorstand und den 
°Ratsmitglledern. Der Rat hat das Recht aus den Mit
gliedern der Verelnigung nicht mehr als 7 weitere 
Personen bls zum nachsten Kongress, an dem sie 
wieder gewahlt werden konnen, als Belrat in den Rat 
aufzunehmen. 395 
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Diejenigen Mitglieder' des Geschaftsfiihrenden Aus
schusses, die nicht urspriinglich Ratsmitglieder waren, 
werden beratende Ratsmitglieder. (Beirate s. Art. VI. 
Abs.2.) 

Abs.2. Aufgabe des Rates ist es, die Arbeit der Vereinigung 
zu leiten, ihre Geschafte zu fiihren, ihre Angelegen
heiten und ihr Vermogen zu verwalten. 

Abs.3. Der Rat hat das Recht, den lahrlichen Haushaltsplan 
aufzustellen und anzunehmen; er ist ermachtigt, die 
fiir die Durchfiihrung der Arbeit der Vereinigung erfor
derlichen Krafte anzustellen und fiir Reise-Auslagen, 
Tagegelder und sonstige Zwecke den Vorstandsmit
gliedern und Mitgliedern aus den Mitteln der Vereini
gung die erforderlichen Zuschiisse zu gewlihren. Der 
Rat hat ferner das Recht, innerhalb der Orenzen des 
llihrlichen Haushaltsplanes fiuanzielle Verpfllchtungen 
einzugehen. 

Abs.4. Der Rat hat den Mitgliedern der Vereinigung auf dem 
Kongress einen eingehenden Bericht liber den Port
schritt der Arbeit in der zwischen den Kongressen 
liegenden Zeit und einen gepriiften Rechnungsbericht 
zu erstatten. 

Abs.5. Der Rat stimmt auf einer individueUen Basis abo Jedes 
Ratsmitglied, mit Ausnahme der Beirlite, hat eine 
Stimme. -

ARTIKEL VI. GESCHAEFTSFUEHRENDER AUSSCHUSS. 
(Executive Committee.) 

Abs. 1. Der Rat hat das Recht, einen Oeschliftsfiihrenden Aus
schuss zu ernennen, der die Geschafte der Vereinigung 
in der Zeit zwischen den Tagungen fiihr!. 

Abs.2. Der Geschiiftsfiihrende Ausschuss besteht aus den Vor
standsmitgliedern der Vereinigung und aus nicht mehr 
als 7 andern Mitgliedem, die, sofem sie nicht bereits 
Mitglieder des Rats sind, durch ihre Wahl in den Oe-

396 schiiftsfiihrenden Ausschuss Beirate des Rates werden. 
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Abs. 1. Der Rat hat das Recht, einen Oeschiiftsfiihrer zu er
nennen und fiir dieses Amt ein Gehalt auszusetzen. 
Der Geschliftsfiihrer hat das Sekretariat zu fiihren und 
soil In der Regel an allen Sitzungen von Amts wegen 
teilnehmen. Urn die Neutralitlit der Sekretariates zu 
wahren, hat der Geschliftsfiihrer kein Stimmrecht. 

AATII<EL VllI. UNTERAUSSCHUESSE. 

Abs. 1. Der Rat und der Geschliftsfiihrende Ausschuss haben 
das Recht, zu besonderen Zwecken Unterausschiisse 
mit der Eigenschaft von Beirliten zu bilden. Die Mft
glieder der Ausschiisse brauchen nicht .Mitglieder des 
Rats zu sein. 

Abs. 2. Der Oeschliftsfiihrer ist von Amts wegen Mitglied aller 
Unterausschiisse. 

Abs.3. Der Vorstand hat das Recht, an allen Sitzungen der 
Unterausschiisse teilzunehmen. 

ARTII<EL IX. FINANZEN. 
Abs. 1. Die Mittel der Vereinigung setzen sich zusammen: 

a. aus Mltgliedsbeitrligen 
b. aus Schenkungen und Vermlichtnissen 
c. aus andern Einkiinften. 

Abs.2. Das Vermogen der Vereinigung wird durch den Rat 
verwaltet; den Mitgliedern steht Jedoch das Recht der 
I<ontrolle auf Jeder Oeneralversammlung zu. 

Abs.3. Der Oeschliftsfiihrende Ausschuss hat fiir die iiihrliche 
Rechnungsabnahme des I'inanzberichtes Sorge zu tra
gen. Der Bericht der I<assenrevisoren 1st in den 

'Rechnungsbericht des Rats fiir die Mitgllederversamm
lung aufzunehmen. 

Abs.4. 1m Fall der AufiOsung der Vereinigung werden die 
Bestimmungen fiber die Verwendung ihres Vermogens -
nach Feststellung der Aktiva und Passiva, nach Reall- 397 
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sierung der Forderungim und Ausgleich der Verpflich
tungen - durch eine fiir diesel! Zweck einzuberufende 
ausserordentliche Generalversammlung getroffen. Die 
Einberufung der Generalversammlung soli einen 
miiglichst eingehenden Bericht iiber die der Beschluss
fassung unterliegenden Mittel enthalten. 

Abs. 5. Uebersteigen die Passiva die Aktiva, so haften die 
einzelnen Mitglieder bis zum Hiichstbetrag eines weitem 
Jahresbeitrages. 

ARTIKEL X. T AGUNGEN. 

Abs. 1. Sofem der Rat keine andere Verfiigung trifft, findet 
in der Regel aile drei Jahre eine Mitgliederversammlung 
gelegentlich eines Kongresses statt; Tag und Ort wer
den durch den Rat bestimmt. 

Abs. 2. Ausserordentliche Generalversammlungen konnen nach 
Ermessen des Rates einberufen werden, doch diirien 
auf diesen Versammlungen nur Fragen behandelt wer
den, die in der Einladung angegeben wordell sind. 

Abs.3. Die Einladung und die Tagesordnung zur Oeneralver
sammlung milssen den Mitgliedem in der Regel min
destens zwei Monate vor dem Tag der Generalver
sammlung zugehen. 

Abs. 4. An der Abstimmung konnen aile Mitglieder teilnehmen, 
sofem es sich nicht urn Beschliisse, die die Satzungen 
oder die Wahl des Vorstandes betreffen, handel!. Filr 
diese Abstimmung ist eine besondere Regelung in 
Artikel XII getroifen. 

Abs.5. Tagungen des Rats finden alliahrlich statt; die BesUm
mungen iiber Ort und Zeit werden yom Rat selbst ge
troffen. Elne Tagung des Rats kann auch auf Wunsch 
des Geschaftsfiihrenden Ausschusses oder auf Antrag 
der Ratsmitglieder aus fiinf Liindem stattfinden. 

ARTIKEL XI. BESCHLUSSFAEHIGKEIT. 

Abs.l. Eine Generalversammlung ist beschlussfahig, wenn Mit-
398 glieder von mindestens einem Viertel der in der Ver-
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einigung vertretenen Lander anwesend sind. Eine 
ausserordentliche Generalversammlung ist besehluss
fiihig, wenn Mitglieder aus einem Drittel aller Lander, 
die in der Vereinigung vertreten sind, anwesend sind. 
falls eine ausserordentliehe Generaiversamllliung nieht 
besehlussfahig ist, so kann eine weitere Generalver
sammlung fUr die Erledigung der Angelegenheit ein
berufen werden, bei der eine Besehlussfiihigkeit nieht 
erforderlieh 1st. 

Abs.2. Elne Versammlung des Rats ist besehlussfiihig, wenn 
ein Achtel der Ratsmitglieder anwesend ist, voraus
gesetzt, dass diese Mitglieder mindestens eln Viertel 
der in dem Rat vertretenen Lander darstellen. 

Abs.3. Eine Versammlung des OeschaftsfUhrenden Aussehusses 
1st besehlussfahig, wenn fUnf seiner Mitglieder', von 
denen mlndestens drel Vorstandsmitglieder sein miissen, 
anwesend sind. 

ARTIKEL XII. SATZUNGSAENDERUNGEN . . 
Abs. 1. Ole Satzungen der Verelnlgung konnen mit zwei Drittel 

Mehrheit der anwesenden Mitglieder einer Oeneral
versammlung verAndert oder erganzt werden, deren 
Tagesordnung die Vorsehliige fur die beabsichtigten 
Aenderungen oder Zusatze enthalten hat. 
Bel Abstimmung iiber die formulierung von Satzungen, 
von Satzungszusatzen oder Satzungslinderungen und 
bel der Wahl des Vorstandes hat jedes Mitglied eine 
Stlmme bis zur Hochstzahl von 10 Slimmen fiir jedes 
Land. Sind mehr als zehn Mitglieder eines Landes 
anwesend, so bilden sie eine besondere Oruppe, die das 
Recht auf zehn SUmmen hat. Bel jedem Punkt, iiber 
den abgestimmt werden muss, slimmen slimtliche MiI

. glieder der Oruppe. Das Resultat wird hlerauf pro
porlionell auf 10 Slimmen ausgerecbnet und der Ver
sammlunll eingerelcht. 

JuU 1028. 399 
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