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CHAPTER I
INTRODUCTION

Both business men and school administrators have recognized for sev-
eral years that the difference between what business education courses are
offering in high schools and junior colleges and what the business man
feels he nust demand of beginning employees is far too wide.

In discussing this condition, Gordon F. Culver says:

Awareness of such differences has, generally, brought about a
desire on the part of school administrators and business men to

cooperate with one another, and, through mutual efforts, to ascer-
tain how these differences might be reconciled. In the past a

method frequently used in attempting to remedy such problems has
been first, to determine what business required of its beginning
employees, and second, to adjust the school curriculum so that
graduates would more nearly meet those reaguirements. From fol-
lowing such a procedure, much progress has been made in drawing
business and the school into closer cooperation. In many in-
stances, this cooperation has resulted in the setting up of
rational standards--standards which were acceptable to both
school and business. In all instances, however, it has indi- 1
cated that the two were endeavoring to settle their differences.

Since this difference does exist, it poses a problem which demands a
solution.

The present study endeavors to find what differences exist between
school standards and employment standards for two special groups of stu-
dents--those who are training to become salespersons and those who are
training to become buyers for department stores.

More specifically, the study seeks to determine how the high schools

and junior colleges may, through their Distributive Education Classes, and

1 Gordon ¥. Culver, A Survey of Selected 0il Companies in Oklahoma to
Determine Minimum Employment Standards Required of “Beginning Secretaries
and Stenographers, Unpublished NMaster's Thesis, Oklahoma Agricultural and
Mechanical College, Stillwater, Oklahoma, 1949.




similar classes, most effectively train students to meet employment stand-
ards required by department stores, both chain and independent.

Statement of Problem. The purpose of this study is to gather data

pertaining to the minimum employment standards required of beginning sales-
persons and buyers for department stores, and to interpret these data in
such a manner that the conclusions may be helpful to instructors of junior
college and high school clasgses of distributive education. Specifiecally,
the study seeks to answer the following questions:

1. Does the instruction and training given by junior colleges and high
schools adequately prepare students to enter employment with department
stores as salespersons or buyers? If not, in what area is the training
inadeauate?

2. What special training, if any, that is peculiar only to department
stores should be given to prospective salespersons and buyers by high
schools and junior colleges?

3. Do department stores employ a sufficient number of new salespersons
and buyers each year to justify special instructions being included in the
business courses of junior colleges and high schools?

Y. What are minimum education qualifications required of new sales-
persons and buyers?

5. What experience qualifications, if any, are required of new sales-
persons and buyers?

6. What duties are performed by beginning salespersons and buyer
employeesi

7. Are salespersons and buyer vacancies filled by new employees or
are they filled from other store personnel on a promotion basis?

€. What methods are followed in hiring new salespersons and buyers?



9. Vhat is the employer's reaction to distributive education courses
if he has had experience with them?

Scope and Limitations. The data used in this study were obtained

through personal interviews with personnel directors of twenty department
stores, of which eleven were chain department stores and nine were inde-
pendent department stores located in Dallas, Texas, and Corsicana, Texas.
The stores are considered by the investigator to be a representative cross
section of typical department stores in which beginning employees would be

likely to find employment.

Geographic locations of the department stores in this survey are as

follows:
Humber of Stores
Surveyed Location
16 Corsicana
_ b Dallas
Total 20

Information obtained from the personnel managers during the interviews
pertained only to salespersons and buyers. This limitation in the scope
of the study was decided upon after a number of discussions with person-
nel managers who affiﬁsd that the securing of suitable salespersons and
buyers was by far their most difficult personnel problem. This conclusion
was also substantiated by surveying Nystrom's "Retail Store Operation';
Reichert's "Retailing Principles and Practices"; and Walters, Wingate and
Rouse, "Retail Merchandising." In surveying this literature it was found
that the securing of salespersons and buyers was given more consideration
than the securing of personnel for other positions in the department store
for which a beginner might qualify. Since these two groups, salespersons

and buyers, are sufficiently distinctive to be considered by personnel



managers as a separate problem, other groups were eliminated. The study
was then confined to the employment standards required of beginning sales-
persons and buyers,

Data obtained in the study are limited to the opinions of the person-
nel directors interviewed. Since the personal interview was used for
gathering the data, no attempt was made to ascertain from the salespersons
and buyers what they considered to be shortcomings in their own pre-
employment training. It was recognized that the opinions of these people
are valuable; however, the time which would have been required to conduct
personal interviews with a representative number of employees was con-
sidered to be so great as to make such sn undertaking impracticable. Too,
the employee's viewpoint would be very likely to change if he were ever
put in the place of personnel manager.

No attempt was made in this study to set up or define any particular
methods for teaching ssles work or marketing, since the needs of different
commnities will vary greatly and teachers can secure best results by using
the many materials already available and by adapting them to his or her
everyday needs.

Definitions. The definitions for salesperson and buyer given in the
Dictionary of Occupational Titles were found to be all-inclusive and,
therefore, were used verbatim in this study to identify the two job glaas—

ifications.

Salesperson. One who displays, explains and sells merchandise to
customer on sales floor. First, ascertains make, type, size, or
design and quantity of merchandise ordered by customer and the
approximate price customer is willing to pay; second, displays
merchandise and assists customer in making a selection by sugges-
tions and explanations, may emphasize the chief selling point of
the article, be it quality, style, durability, popularity, utility,
taste, appearance, freshness or price, may tell or show the cus-
tomer how to use the article. Third, writes out sales slip or
fills out sales contract for the customer's signature, if such



is used. Fourth, receives payment or secures credit authorization,
and gives wrapped article to customer or arranges for its delivery.
Pifth, cares for stock on the sales floor; places new merchandise
on shelves, racks, or stands; keeps stock orderly and dusted dur-
ing the day: requisitions replacements from the stockroom as
necessary or informs buyer or department head of shortages as they
occur. Covers stock or removes it from the counter at night.
Sixth, writes out accommodation slips when customer returns mer-
chandise for alteration or repair, indicates disposition of the
merchandise. Seventh, takes periodic inventories of stock.?

Buyer. One who purchases merchandise within budgetary limita-
tions in sufficient quantities and with sufficient appeal to war-
rant ite rapid and profitable sale. Second, =mssigns selling price
to merchandise; third, initiates procedure, such as price reduc-
tions and special sales, to promote the sale of surplus or slow-
moving goods. He is specifically designated according to type of
merchandise bought. Merchandise purchased is regold and is not
processed, consumed or used in the organization.)

Department Store. Department stores are retail organizations which
carry several lines of merchendise such as women's wear and acces-
gories, men's and boys' clothing, piece goods, small wares, and
home furnishings, and which are organized into separate departments
for the purpose of promotion, service, accounting and control.
Departmental organization distinguishes them from the general
store. Addﬁtional distinction is their common emphasis upon shop-

ping lines.

New Salesperson. A new salesperson is considered as any addition to

present sales force and would include both replacements and added.

Beginning Worker. The beginning worker is considered to be a person

who is employed in a particular store for the first time.

Importance of the Study. It is evident that large numbers of people

are employed as buyers and salespersons in department stores. It then
follows that a study of employment requirements is of great importance.

As support of this importance, the United States Department of Labor

2 Dictionary of Occupational Titles, Division of Standards and
Research, United States Government, Jume, 1939, p. T78.

3 mvid., p. 122.

4 Harold H. Maynard and Theodore N. Beckman, Principles of Marketing,
Prentice-Hall, New York, 1939, p. 146.




Bulletin 940 states:

Fetall and wholesale trade have more than eight million employees
and, in addition, provide a living to well over a million propri-
etors. Salesmen and saleswomen constitute the largest group of
employeaaj

The United States Government estimated the 1948 working population as
sixty million people, which would give sixteen per cent engaged in the

Retall and Wholesale sales field. "One out of every eight retail employees

works in a department at.ora."e

Since salesmen and saleswomen constitute the largest group of whole-
sale and retail employees, it may be advisable for many high schools and
Junior colleges to provide training in their currieulum for this field.
With such a large number of employees represented, a thorough study is
indicated.

Since employment opportunities in different communities vary, some
provisions should be made for such differences. B. F. Kyker writes of the
necessity for a close relation between the number of trained and the kinds
of training and the employment opportunities in the community:

If graduates of vocational business programs are to secure employ-
ment, the kinds of vocational business training offered in any
school should be determined by the kinds of business occupations
in the school service areas that are open to graduates of the age
and educationsl levels of those being trained. In other words, it
is necessary that there be a close relation between the number of
trained and the kinds of training and the employment opportunities
in the community. Moreover, the subject matter should be continu-
ously adjusted, through job analyses, to the particular occupations
for which training is being given. If wvocational business gradu-
ates are to render satisfactory service in the initial job, the
training standards in terms of knowledges, skills, attitudes and

5 Qccupational Outlook Handbook, Bulletin 940. United States De-
partment of Labor, 1949, U. S. Printing Office, Washington, D. C., p. 23.

6 Harold H. Maynard and Theodore N. Beckman, Principles of Market-
ing, Prentice-Hall, New York, 1939, p. 1M7.




personal qualifications should be based on gatisfactory employment
requirements in government sand in business./

In view of the fact that many of the graduates from the high schools
and junior colleges secure employment with department stores, the problems
of determining employment standards required of beginning salespersons and
of buyers and the opportunities available for such employment are con-

sidered of sufficient importance to warrant making this study. McKee Fisk
stresses the need for close cooperation between schools and business if

training objectives are to be achieved:

Business education must accept the viewpoint of business. The ab-
stract objectives of book learning must be superseded by actual
buginess practice in the training program. The curriculum must be
modified and adjusted to meet the actual situations in which pre-
paring for initial employment is the chief objective of vocational
training. Keeping in touch with business, cooperating with employ-
ment mansgere, discovering marketable standards of achievement are
measures which business education l&st follow leading toward the
accomplishment of their objectives.

Sources of Data. The interview method of normative-survey research

was utilized in gathering data pertaining to employment standards required
by department storee of beginning salespersons and buyers.

An interview schedule, in the form of a questionnaire, was prepared
for use in the personal interviews. In each instance, the interview was
conducted with the personnel director of the Department store.

Other data were obtained from literature and research studies in the

field of business education.

T B. Frank Kyker, "Factors That Contribute to the Achievement of
Standards in Vocational Business Training," The National Busginess Tducation
Quarterly, XII (March 1944), p. 6.

8 Koo Fisk, The National Business Education Outlook, Ninth Year
Book, 1943, p. 223.




Method of Research. The interview method of normative-survey research
wag selected as being the most appropriate for gathering data necessary
for the study.

Carter V. Good, A, S. Barr, and Douglas E. Scates say: "Normative-
survey research is designed to secure information on conditions of prac-
tices as they exist."d Of the interview procedure for gathering data, they
say':

By means of the interview it is possible to secure many data that
cannot be obtained through the less personal procedures of dis-
tributing a reply blank....Again, the interview permits the inter-
viewer to gain an impression of the person who is giving the facts,

to form some judgment of the truth in the facts, and to 'read be-
tween the lines,' things that are not said.l0

Leonard V. Koos in his book, The Questionnaire in Education, gives as

one of his recommendations for using the questionnaire in research:
"Wherever possible, it is preferable to use the oral questionnaire, that
is, the interview, to the written questionnaire. "1l

Tact and good judgment must be used when approaching and interviewing
business men. In commenting on this point, Cecil C. DeHaven writes:

In general, most business people are interested in business educa-

tion and are willing to help out, in fact, are a little flattered

to be interviewed if one goes at it in the right way and at the
right time.l2

Procedure. The purpose for which this study was made was to learn of

the employment standards required for beginning salespersons and buyers by

9 Carter V. Good, A. S. Barr, and Douglas ®. Scates, The Methodology
of Educational Research, p. 373.

10 1pig., p. 378.

11 1eonard V. Koos, The Questionnaire in Education, p. 161.

12 geeil C. DeHaven, "Commercial Surveys--Are They Worth While?"
Review of Commercial Edueation, Volume 37 (July 1940), p. 13.




a cross section of department stores, and, in the light of such findings,
to determine whether or not special training should be included in junior
colleges and high schools to prepare students for these specific jobs.

After the questions to be answered by the study had been specifically
outlined, related theses and other pertinent literature were studied, and,
with assistance from these materials, an interview schedule was drafted.
An interview schedule used by Gordon F. Culverl) was found to be of par-
ticular help, and liberal use was made of many parts of his questionnaire,
since the study by him is very similar.

A tentative interview schedule was prepared. The schedule was dis-
cussed with several persommel directors of the larger stores as to cover-
age and as to thoroughness of details. After this had been done, the re-
vised form of the schedule was submitted to the chairman of the thesis
comnittee for criticism. The interview schedule was approved. A copy of
this schedule is included in the Appendix.

Since this study wished to consider a cross-section of department
stores, three small department stores, six medium to large department
stores, and eleven chain department stores were chosen for the study as
most nearly typical.

The writer conducted all interviews. In each company, the writer
asked to see the personnel director, and that title will be used through-
out the study. In most cases, the interview was granted at once. However,
if the personnel director was not available during the initial visit, an

appointment was made to see him at a later date. The interviews were

13 Gordon F. Culver, A Survey of Selected 0il Co% anies in Oklahoma
to Determine Minipum M Standards Required of Beginning Secretaries
and Stenographers, Unpublished Master's Thesis, Oklahoma Agricultural and
Mechanical College, Stillwater, Oklahoma, 1949.
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conducted at various dates in the monthe of July and Avgust, 1949, TFach
interview was approximately forty minutes in length,

After all the infoimation had been secured, the interview schedules
were sorted and the dats treated through various categories in sn sttempt
to find answers or partial answers to the questions presented in the inter-

view schedule.
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CEAPTER II

SURVEY OF BAELATED LITERATURE

In zn effort to find information that would help to answer some of
the questions raised in Chapter I, related literature was surveyed, in-
cluding relsted information appearing in textbooks, articles in business
education megazines, state courses of study in Distributive Bducation, and
completed reseasrch studies. Since merchondising courses demand modeyn and
current information, no boolke publighed earlier than 1928 were considered.
ALl magazines containing merchandising information were limited to 1937 or
later editions, The Oklshoma snd Texas State Course of Study for Distrib-
utive Tdueation, 1946, 1947, and 1948, were exsmined. The following ma-
terisls consider the importsnce, placement in the curriculum, and content
of courses for training in department store employment as salespersons and
buyers,

Grode Placement of Courses in the Curriculum. A merchandising course,

regardlese of where it is offered in school, is a direet effort to prepare
the student for vocational efficiency. It may be offered in high school,
college, or business college: but it is intended for vocational prepsrs-—
tisn and is therefore offered immedistely before the student enters the
business world.

Determination of Course Content. Prom job analyses and occupstionsl

surveys come datzs about jobs which may be of much help in assisting stu-
dents to choose vocaztions. In this way o student may see how his gquali-
ficationg to perform a job compare with the guslifications required in
business, thus indicating what should be included in vocational courses.
8¢ far as business is concerned, the selaction procedures used in

finding sad hiring new salespersons snd buyers are designed primarily to
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provide business with effective employees.

Haturally business will select the best quslified persons svail-
able, Therefore, it is up to the schools to provide adequate cccu-
pation=l training which will enable the students to secure initisl
positions.tt

This csn be done only by finding what business needs, because busi-
nesses can i1l afford to have a continual turnover of employses. John J. ¥,
Neuner and Benjamin R. Haynes in commenting say:

then all factors are considered, the cost of employing a new worker
may be gqulte considerable, If this worker does not f£it into the
Job for which he was selected and must be ftrsnsferred or elimin-
ated, much of this money is lost, Along with the costly delays
resulting from mistakes or from insufficient number of workers.

1%, therefore, becomes an important problem of management to se-
lect correectly the best qualified persons. 8o the schoolg must
help in this prepsration.

In its 1947 Course of Study for Distributive Rducation, the coordin-
atorg of Oklahoms say:
The units of this course of study are the outgrowth of the com-
bined thiaking of the Distridbutive Educsbion Te&cher—coordln rtors,
after an analysis of the specific job duties and responsibilities

of part-tire students in a cooperastive program.

Qualitieg Common Among Selegpersong., In the Oklahoms State Course of

Study for Distributive Tducation for 1947, the following quelities wore

5
found to be common among salespersons:

1 Gordon F. Culver, A Survey of Selected 071 Companies in Oklahoma to
Deternine Minimum Eg@loyment Stonderds Reguired of Beginning § Secretaries
and Stenographers. Unpubliched HMaster's Thesis, “Bklahoms. Agricul tural and
Kechanical College, Stillwater, Oklshoma, 1949,

2 Joha J. ¥. Wewer and Benjemin R, Haynes, O0ffice Monsgsement and
Practices, 1947. .

3 Oklshoma Distributive Dduestion Department Course of Study,
Stillwater, Oklshoms, 1947, foreword.

¥ 1pia., pp. 14-29,
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(1) Proper personsl appearsnce
{a) clothing
(b} grooming
(c) health
(d) mennerisms
(2} tental and moral at
(2) dependability
(b} honesty
loyalty
(d) zbility to meet customers
(e} customer spproach
(£) tact in finding customer needs
{g) truthfulness
es and regulations
(a) smoking
(b) sttitude towsrd friends
(¢) use of telephone
(d) use anmd care of equipment
() handling funds and money
(f) store services
(g) voice and speech
(n) enthusiasm
Job intelligence
Alertnegss
initiative
Courtesy
Co~operation
Industricusness
Professionzlism
Knowledge of Herchsndise
Learning your cusitomers
Knowing gales procedurs
Enowing types of customers and recommended
ways of handling them
Hesourecefulness

o
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Common Dutlies Performed by Salespersons. The most frequently per-

~

formed duties of salespersons were found to be:5
3

(1) Stocking

{(2) Selling

(%) Building customer list

) Study of current litersture
(5) Building good will

)} Store housekeeping

Y} Demonstrating

Traiaing Foond to be Mosgt Helpful., The trainiag found to be most

6

i

elpiul inclunded:
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(1) A sound educationsl backsround
(2) A& study of szlesmenship, marketing,
sdverticing, fashion trends.
The larger stores require 2t lesst a high school education for a

salegperson, and many prefer college gradustes for inexperienced beginning

salespersons.

Traits Fouad to be Most Helpful ond Hecessary. The traits most helpful

—— cont

snd necesssry in department store sales and buying were found to be:7

{12) Cheerfulness
{13) Honesty

(14) Thoroughness
Intelligence (15) Memory
Courtesy (16} Willingness
Adsptability (17) Promptness

L T L L N R R R L N
B = O OO =8 ONWJT G TG
Pt O S N e e e AL N T

Industriousness (18) Interest in work
Judgumen t {19} Organization sbility
Aggressiveness . {20} Ambition

} Testness (21} Guick Thinking

} Loyslty (22} Poise

[

Abilities Heeded by Salespersons. Some needed abilities are:®

) Good judgment, aversge intelligence

) Good venmanship

) %o be able to work under pressure

} Accursey in the fundsmental srithmeticsl processes
)

)

It

Good speech ability
Ability to think fast
Good spelling ability

As an incentvive to do good work, the salesperson can expect to be
- .

promoted to Agsistent Buyer or Junlor ETxecutive

Buyer Qualifications as to Training, Responsibilities, snd Duties. A

study was made of a nuwber of published texts in order to determine buyer

gualifications e to training, responsibilities, and duties.

7 Ibid., pp. 14-29.

8 Ivid., pp. 14-29.
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Technical Qualifications of Buyers. Paul H. Nystrom, in his "Retail

Store Operations," Roland Press, 1947, briefly summarizes technical duali-

fications needed:

A Duyer's technical qualities are: Pirst, he must be an expert on
the technical guslities as well as on the useg of the merchsndize
he buys. Second, he rust be thoroughly familiar with the plant
operations, its opportunities snd its limitations. Third, he mst
be sure in his observations and sound in his interpretations of
the trends of consumer demands. Fourth, he must understand and
keep informed on economic trends likely to affect the supply and
demand and the price changes in his lines of goods. He must be
particularly aslert to all changes likely to affeet the purchasing
power of his prospective customer.

Respongibilities of Buyers. Buyers, in addition, have very heavy

responsibilities. It naturslly follows, then, that great care should be
utilized in determining buyers to De certain that they can assume responsi-
bilities with dependsbility. Discussing buyers?! respongibilities, Tystrom
says:

The buyer handles gooda valued at large sums of money. It is his
respongibility to handle these assets ss a banker would funds for
gafe lkeeping snd investments. A buyer must mske his investments

in merchandise stocks in guch a way as to conserve capital, produce
gszles, bulld good will and make 2 satisfactory net profit for the
employer.

It is the duty of the buyer to fully maintain the purchasing and
merchandising policies of hie smployer.

Good buying regardless of the itype of merchandies fequires careful
planning. It is the function of good buying to plan thoroushly.
...and then thoroughly work the plang.

The buyer must constantly keep informed on what the market affords
in his lines. He mast keep in touch both with what is new and
coming into use as well as wlth lines passing out. He must kmow
market values of the goods he is Lo buy. He must buy as cheaply
as hig elircumstances will permit. He must, of course, know what
his buying limits are, not only as to total purchased, but also as
to deteils. There iz sound reason for confining nurchases to few
resourees but there is every reason for knowing what is available
elgsevhere.

9 9. 1. Wystrom, Retail Store Operstions, 1948, p. 108,
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Obtaining prices and other conditions of purchase favorsble to the
plant is a part of the trading functions. Rven under conditions of
standardized prices, which prevail in many lines of goods, a good
trader can usually gain special advantages, such as selling helps,
improvements in delivery of what-not which have values eguivalent
to price differentials. Good trading has always characterized good
buying snd probably always will.

One of the necessary functions of 200d retail buying is ko find and
to work with those resources thsat not only offer the best prices,
but also the best condition of supply and service for the store.

The retail buyer who knows definitely what his customers want, can,
and should, aid and encoursge his resources in moking improvements
in the design, quality and usefulness of the goods he is buying....

The buyer will find it advantageous to accord falr treatment to all
gsellers whether he buys from them or not. In the interests of pos-
sible futurs purchases, he should see as many lines, representing
ag many Gifferent resources, a3 possible. On the other hand, in
order that hig purchases may be interesting and worth-while to the
seller, he should concentrste them, so far as practicable, among a
few resources....

The buyer functions vary from store to store, and even from buyer

to buyer within stores, depending upon the stores, and its policies
of operation. In some stores, and particularly in chain storss and
other group orgenizations having central buying offices, the fune-
tions of the buyer are almost entirely centered around the selection
and purchase of goods with very little direct responsibility for
their sale or other store operations.l0

Duties of Buyers. The buyer also has duties %o perform in addition
to his knowledge of merchandise, and the sbove-named responsibilities.
Nystrom enumerates these duties in detail as follows:

A, General Duties

1. To plan the activities of his department with

good judgment .
2. To observe and maintain the merchsndising policies
of the store.
To be responsible for all stock invesiments in his
department or departments.
To increase sales, build goodwill and make a satis-
factory net profit.

g

10p, =, Wystrom, Retail Store Operations, pp. 87~90.
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5. To be responsible for the direction, supervision,
training, and efficiency of the szles and stock
people employed in his department.

6. To keep informed on all conditions and trends
perteining to success of department by constant
use of such sources of informstion as:

Store records and reports.
Shopping reports.

Want slips.

Faghion reports.

Resident office reports.
Prade papers.

Style publications.
Salesgmen.

Competitors.

Genersl business coanditions.
Visits to retsil stores.

Buying

1. Subjeet to the instruction of the Merchsndisze
Manager =nd Controller to prepare = semi-anaual
nerchandising budget for the department.

2. To plan all specific buying in advance, submit
such plans to the Merchandise Mesnager for approvel
and then execute accordingly.

3. To make out a detsiled buying plan for every trip
to market and work in aeccordsnce therewith.

4. Subjeet to the policies of the store to:

Seleet resources.

Select merchandise in line with
store standards on quality, style,
price snd merkup. Make out and
place the necessary orders or con-
tracte for guch purchases.

5. "o discover and develop new and better resources
guch as:

Tholesalers, jobbers, brokers,
Producers--open, exclusive agency.
Specialty.

Job lot.

Cooperatives.

Other retailers.

Trading .

6. To ereate and develop new merchandising
possibilities.

7. To maintain zn open and friendly attitude toward

all sellers.
To accord falr treatment to 2ll salesmen.
To see as many lines of samples as
possible,
To maintain abgsolutely independent rela-
tions with all gellers.
To accept no personal favors, presents, or
other attentions that might lead to
favoritism,
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To use resident buying office services provided
by the store and cooperate with the activities of
such offices so far as possible and profiteble
for the employer.
Methods of buying:
C. 0. D., Open account.
Congignment, Drop Shipment.
Planned buying:
Careful preparation o
plang.
Coordination of buyineg with a budget.
Buying for special sales.
Plan in advance.
Include only wanted merchandise.
Use of regular lines with care.
Time and timeliness.
Secure concessions, but only on
regular termg.
Advertise honestly.
Technical informstion buyer should have.
Yhat hie customer wants now.
What they will probably want.
Vhat he has in stock.
Competiticn.
Customers' complaints.
Merchandise guslities, uses, defects, ete.
Merchondise sources.
Market conditions and prices.
How much cszn be spent.
Common errors in wmerchandising to be checked and
corrected.
Reductions delayed or taken reluctently.
Fajilure to reorder promptly snd enough.
Orders not issued from house promptly.
Slow deliveries.
Assortments too broad--duplications.
Consolidations of stock.
Buying without reference to experience =znd
facts.
Advice from salesmen taken too freely.
Too nuch emphasis on what is not.
Selling ond not encugh on sellers.
Danger in tinming.
Not trying to find out what customers think.

5

trip buying

Stockroom Duaties

To inspect all goods received.

To set the retail prices.

To approve the invoices for payment and for
marking the priees on the goods,

To ingpect stockroom daily and see that merchendise
is kept in good order and clesn condition.
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5. To cheek the haandling of stoek sc as to insure
the department cgainst loss.

6. To work with the receiving and marking department
closely, s0 &s to permit the »nrompt movement of
goods in stock.

D. Supervise Stock Control, Inventory, Turnover and Margins.
B. Selling Duties

1. To be responsible for the sale of the goods
purchansed.

2. As a part of the semi-snnusl budget, to prepare
a sales budget and selling calendar to be sub-
mitted for spproval to the Merchsndige Monsger,
to serve gs a guide in the selling sctivities

of the department.

3., To produce the planned sales with sstisfactory
results. ‘

To see that the goods obitain the
necessary display, selling pressure,
and advertising.

Y, To train ssles people on the merchendising side
of their sctivities.

To inspire salespeople with econfidence

in thelr goods and work.

To be a lesder of the galagpeonle by being
a salesperson himself.

To know and to be able to use salegpeople
mowledge of goods in selling.

o acquaint salespeogple with new goods,

To show sslespeople how to sell.

To inspire spirit of helpfulness to all
customers.

5. To guggest and plan sales promotion methods and
work in cooperation with the Publielty Division
on:

ndow ané store displays.

spaper advertising.
ct efforts,

ol

-

31 events.
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Uith these heavy responsibilities snd duties, i% is wnderstandsble

why most stores require in-service experience %o hecome a buyer.

e m. Hystrom, Retail Store Operations, pp. 90-94.




Chapter II1 suwwmarizes dats gathered by the investigator in. his inter-
views with personnel directors of twenty department stores. The dats per-
tain to the status and requirements of salesperson and buyer positions in
the denaritment stores.

Distribution of Tuployees in Department Stores Surveyed. The twenty

department stores included in the study employ a total of 3,267 salespersons
and buyers. Of that namber, %,096 are salespersons and 171 are buyers.
0f the 3,096 salespersons, 868 are men; 87 of the 171 buyers are men. OFf
the 3,@96 salespersons, 2,228 are women:; 84 of the 171 buyers are women.

1

[0}

o

Table I shows the number of buyers and sslespersons in each city
surveyed.

The four stores contacted in Dallas employ 2,867 salespersons and 106
buyerss the sixteen stores contscted in Corsicana employ 229 salespersons
snd 64 buyers. According to statements made by the chain store personnel
managers interviewed by the writer, the general employment standards used
by chsin gtore personnel directors of this study algso apply to several

thousand other chain gtores.

Mininum Age at which Bmployees will be Hired. Of the twenty personnel

a2

directors interviewed, nineteen indicate they do not use new employees for
buyers: four say new-employee buyers have been itried and found wmsatis-
factory: nine report sll buyers are hired from store employees. Sixteen
slso report no age limit for buyers, and one store indicates s minimunm sge
of 28. Primarily, buyer vacancies are filled by vresent employees and, in
geneval ,

e is not an important factor in employing buyers.

o
ag



TABLE 1

GEOGRAPHICAL DISTRIBUTION OF
SALESPERSON AND BUYER EMPLOYERS
IN 20 DEPARTMENT STORES IN
DATLAS AWD COBSICANA, TRYAS

Nunber Number of Employess

of Stores Buyers Salespersong
Loecation Surveyved Yen Women Men Vomen Total
Dsllas U Ly 63 800 2,067 2,974
Corsicana 16 43 21 68 161 293
o tal 20 87 sl 868 2,228 3,267

This teble should be read ag follows: Four department stores
in Dsllas employ a total of 2,9TU sslespersons and buyers. OF
this total, U4 men snd 63 women are buyers; 800 men and 2,067
women are salespersons.

21



AL1 personnel directors also indica%e that sex is not consgidered in
enploying or promoting to burers.

As will be shown later, these dats would seem to indicate that the
graduste of neither high school nor junior college csn expect to be =
buyer at graduation, or until he has segquired brrad experience.

Dighteen persomnel directors sny the minimum age requirement for be-

ginning sslespersons in their organization is sixteen, the Texas atate

minimam sge Limit; two personnel directors indicate » minimum age lim

e

t of
eighteen. The average minimum age for beglnning salespersons is 17 years.

Thege dats would seem to indicate that, as far ss age

£y
gl

i~te

g concerned,
high school gradustes would be eligible for sslespersons.
Table II summsrizes the minimum zge requirement data.

Previcus experience Reauirement. Experience is required of zll buyers

by all twenty personnel directors interviewed, as is shown in Table ITI.
Only one personnel director indicates a willingness to consider experience
outside their own organization as sufficient o gquslify a buyer. Wineteen

personnel directors reguvire in-service experienced buyers.

'

Fourteen of the twenty personnel directors express a willingness to
hire inexperienced salespersons oubtside their own ocvganization.
Fourtesen personnel directors also indiecate a willingnegs to promote

0 salesperson sn employee who has had no saleg experience if the employee

B k)

seemingly has good gales pogsibilities.

Nine persounel directors prefer hiring inexperienced salespersons
from Distributive Hducstion trainees, where pogsible. One personnel
director does not want Distributive Hducsiion trainees,

From these data, it would appear that previous seles and buyer experi-

ence are required of buyers for department stores. Therefore, it may be
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AS RTEE “ETSi . DL C”Whu
OF 20 THEPARTWIR g ’T\') EES
Ken (Aze in Yeprs) Homen (Lze in Years)
No No
Require- Raquire~
16 17 18 19 20 25 28 ments Averoge hge 1b 18 20 22 2l 265 28 ments Averaze Age

Buyere 1 19 Ingefinite 20 Indefinite
Szlespersons 18 2 17 i8 2 17
This table should be vead as follows: ALl of the twenty & ep rtment stores will employ women buyers. One

store requires a minimum age of 28,
Average minimum szge is indefinite.

Nineteen stores o not

1
consider minimum age as 2 buyer requirement,



TABLE IIZ

PREVIOUS EXPERIFNCE REQUIREMENTS FOR
BRGINNING SALESPERSOHS AWD BUYTRS

Nurber of Personnel Dirsctors
Reporting Nxperience Renuirement

Type of Hmplovee Feguired FPrefarvred Imneterial
Buyers 18] &
Salegpersons 6 240 o]

This tadle should be read ag follows: Twenty nerson-
vel dirzotors report that experience is veguirved for
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assumed that this ares offers slight employment opportunity for high school
or junior college graduates without experience.

waever, sales positions do sppear to offer sm ares of employment for
high school or junior college gradustes, especially so if they have worked
gt this type of work part-time while in school. Part-time work while in
school satisfies & portion of the experience requirement for selespersons.

Marital Stetus Preferred. In Table IV a1l data concerning marital

status are shown. One department store persomnel director indicstes that
married men are preferred o salegpersons and buyers; however, he stotes

it is not a reguirement. &1Ll others indicate marital status ig immaterial.

Minimun Bduecation Requirements. Information concerning minimum edu-

cation requirements is summarized in Toble V. Seventeen personnel dirsctors
interviewed say that no minimum education reguirements are get as 2 pre-
requisite to employwent. However, sll of them indicate that high school
graduates are preferred., Two perscunsl directors state that employees
covld not meet other sslesperson requirements, such as personal hygiene,
good Englich, and mauners, unlegs they have st least cowpleted high school.
Three stores reguire that inexperienced salespersons be st lesst high
school grodustes. Also, no minimm educsational resuirements as such are
set up, for buyers can be met only by & college education or years of
training under competent buyers, or both.
Yhile ao wininum education reguirements are found, any one with less

than = high school eduecation would be unable to meet the department store's
genersl employment requirements.

Distribution of New Sslespersons and Buyers Employed During s Wormal

Business Year. The twenty depariment stores hire approximately 1,278 new

salespersons and buyers during & normael business yesr. Of that number, 29
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TABLE IV

MARITAL STATUS PREFERRAD
FOR BEGINWING SALFSPRRSONS AMD BUYHERS

Humber of

Personnel Men, Homen

Directors

Reporting g M I 8 M 1
Buyers . 20 o 1 19 o 1 19
Salespersons 20 6 1 19 g 1 19

*Abvbreviations: S-Single: M-Married: I-Immaterial

This table should be read as follows: One Person-
nel Director indicated he preferred married men or
married women for buyers.



MINIMON EDUCATIONAL REQUIRWIE

WPS FOR MPLOYVENT

Number of

Nunber of Personnel Directors Reguiring

Pergonnel Less Than
Directors Hizgh School High School College -
_Pogition Reporting Graduate Graduste Graduste
Buyers 20 20
Salesperson 20 17 3

This table should be read as follows
a willingness to hire buyers with le

i st sas e

Twenty personnel directors expressed
than & high school edusstion.

.
:
Sg
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are buyers snd the other 1,249 are salespersons,

Six personnel directors indicate they will need no new buyers in the
next five years, while ten persoannel directors in Corsicana expect to need
six buyers per year in the next five years.

The geographical distribution of new salespersons snd buyers employed
by the twenty department stores is shown in Table VI.

During the next five years the sixteen Corsicena depsrtment stores
expect to use 32 new buyers and 339 new salespersons.

The four department stores in Dallas expect to use 230 new buyers
and 5,710 new regular salespersons for the same period, See Teble VII for
these data.

Two reasons were given for the expected incresse. Any depsrtment
store of modern size hasg a normal loss over a five~year period which will
require replacements., The second reason is expected expansion, which is
particularly true of the chain stores. In the case of chain stores, even
if the local situation remsins static, expansion of the system might well
cauge a promotion in some local personnel.

How Vacancles are Filled. Five of the stores included in this study

meintain fully established personnel offices. One of the duties of these
offices is to recruit salegpersons asnd buyers snd determine their quali-
ficationsg, and to assign them to the place they are to occupy in the orgen-
ization. In one store included in the study, the agsistant monager assumes
the duties of the persomnel director along with other duties, In the

other fourteen stores, the manager or owner assumes the personnel dutiss
along with the other duties. It appears that the mansger-personnel type

of director is perhaps better qualified to judge performance and needs of

buyers and salespersons thsn any other because he not only determines job



TABLE VI

GROGRAPHICAL DISTRIBUTION OF
APPROXIMATE NUMBER OF HREW BUYERS AND SALESFRRSONS
BPLOYED DURING A NORMAL BUSINESS YVAR

Fumber
of Stores Approximate Wumber of Wewly Employed
Location Reporting Buyers Salegpersong Total
Dallas 4 23 1,181 1,204
Corsicana 16 6 68 74
Total 20 29 1,249 1,278

This teble should be read as follows: During s normsl business year
four department stores located in Dallas employ spproximately 23 new
buyers and 1,181 salespersons.

29
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TABLE VII

EXPECTED STATUS QF SALRSPERSON AND BUYER POSITIONS
DURING THE WRXT FIVE YEARS
AS ERPORTED BY PERSONNEL DIRECTORS
OF TWENTY DEPARTHENT STORES

——

Number Wamber of Newly Employed Bach Year
of Buyers Salespersons
Stores Ko Chenges Increase Wo Changes Incresse
Location Surveyed Expected  Bxpected Bxpected  Expected
Dallas oy 0 4 0 L
Corsicans 16 6 10 0 16
Total 20 6 1k 0 20

This table should be resd as follows: 0f the four personnel directors
interviewed in Dallas., none indicate they expect sny changes in buyers
and four report they expect increases. TFour also expect an incresse
in salespersons.
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needs but is also responsible for coordinsting these duties with the whole
system's needs. The personnel directors of 2ll the stores studied depend
on the Iriends and relatives of sstisfactory employees as their first
source of supply for store personnel needs.

Four of the stores use private employment agencies as 2 second source
of supplying their needs. Six depend on United States Fmployment Service
as o second source of supply. Sixteen stores actually notify school bureasus
of vacancles, and if the schools have anyone to recommend, the store will
consider him as far as possible,.

Ten of the stores report they use newspsper azdvertising, if needed,
to secure sultable personnel. However, the methods used to secure employees
vary to such a degree that no single classification of methods would apply.

None of the stores studied depends on tests of any kind to select
salespereons or buyers. Two personnel directors state testing hag heen
tried and has proven unsatisfactory.

One personnel director asks for recommendstions on tests. She also
states she has unsuccessfully tried to uwse the Kuder Preference Tests,

Another personnel director reports they have tried having spplicents
tested by two commercial testing firms and that the recommendations of both
firms are contrary to the performence of the applicants on the job.

Personnel managers of the twenty. department stores were asked to indi-
cate vhether vacancies are filled by new employess, present employees on a
promotional basis, or by both. The personnel directors were also asked to
indicate the order of procedure for filling the vacancies.

Where possible, all stores fill buyer vacancies by promotion from
either assistant buyers or salespersons. Two stores in Dallas and two in

Corsicana indicate that if no one of the organization esn be found to fill
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the buyer need, each of several other buyers are asked to accept & portion
of the load until the store can train someone slready within the organi-
gzation.

One personnel director of » Corsicsna independent store prefers buyers
trained outside hie own store, provided the prospective buyer has been
trained in snd has had experience with a larger independent store.

Salesperson vacancles are filled by bhoth new employees and by pro-
motion in all stores. All personnel directors interviewed state that the
percentage of people suitable for sslespersons is go low in positions other
than ssles that hiring new salespersons is = necessity.

Summarization of dats showing how salespersons and buyers are hired

ig given in Table VIII.

Promotional Poseibilities. Table IX iz used to show from which store

poaition buyers are promoted. The sales force ie the only source of supply

the twenty persomnel directors consider for buying personnel, although
. 7/
heads of stock with sales experience moy be conside . A salesperson ig

usually required to be an assistant buyer before becoming a fully respon-
gible buyer.

b

Salegpersons are recruited from various positions in the store, the
personnel directors of the stores indicate. Data on this topic are sum-
marized in Table X,

The data pertaining to the possibilities of promoting salespersons
snd buyers to other positions in the independent store sre summarized in
Table XI 2ad Wable XII, based on infomation furmished by personnel direc-
vors of the twenty depariment stores.

Ten of the twenty stores offer promotional possibilities to buyers.
0f thece, four stores promote & buyer to Merchandise Mans

oer: two promote

4153

.
¥
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TABLE VIII

YAYS IN WHICH TWENTY DEPARTMENT STORES FILL
BUYER AND SALMSPEESON VACAWCIRS

Second Prefersnce
Firet Preference Specisl Training
Present New of Present New
Vacancy Tmployees  Employees Employees Employees
Buyers 19 1 19 1
3alespersons 20 20

This teble shounld be read as follows: When filling buyer wvacancies, nine-~
teen of the twenty department stores glve first preference to present em-
ployees. One of the twenty department stores prefers an experienced buyer
from snother organization: also, nineteen department stores prefer giving
specizl training and then promocting present employes to hiring new em-
ployees for buyers. One department store prefers a new employee.



TABLE IX

DEPARTHENT STORE POSITIONS
FROM WHICH BUYEHS ARE PROMOTED
A5 RPUPORTED BY TWENTY PERSOWNEL DIRECTORS

Store Posgitions Number of Storss Reporting
Assistant Buyors 7
Snlespersong 13

Head of Stock

=

This table should be read ag follows: Seven personnel direc-
tors report that sssistant buyers in their organization are
promoted to buyers.

Note: Some stores reported promotions from several different
positions. A store is counted once for each possible pro-
motion,
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TABLE X

STORE POSITIONS FEOM WHICH SALESPERSONS ARR PROMOTED
AS RXPORTED BY TWN PERSONSEL DIRECTOES

Store Positions Number of Stores Reporting

3tock Clerks

N

Elevator Uperator

Cashiers 4
Delivery Boy )
Heceptionist 3

THpper L
Haokkesper 8
Secretaries or Stenograsphers 8

This table should be rend as follows: Ten stores promote
present employees to salespersons. Personnel directors of
gix of these stores report stock clerks are promoted 4o
salegpersons.

Note: Some stores reported promotions from seversl dif-
ferent positiong. A store is counted once for each pos-
sible promotion.
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TABLE XI

STORE POSIVIONS
PO OWHICH BUYHERE MAY BE PROMOTED
AS RFPORTED BY TEN PERSONNEL DIRECTOERS

Store Position Humber of Stores Reporiing

Assistant lsnsger 2
Merchandise Monager L
Floor Menager 3
Jmmior Bxecutive 2

This table should be resd as follows: Personnel direc~
tors of ten department slores rerort buyer: cromoted.
Two stores report buyers are pPromo

Managers.

Note: Two stores promote to more than one position.
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TABLE XII

STORE POSITIONS
ALESPERSONS MAY BE PROVOTED

AS REPORTED BY FOURTEEN PYRSONNEL DIRECTORS

Store Position

Wumber of Stores Reporting

Head of Siock
Aseistant Buyers
Buyers

Junior BExecubive
Supervigor

Hone

\J7 = ny

[0

This %able should be read as follows: Personnel directors of
fourteen department stores report salespersons are promoted
to other store positions. Four stores report promoting to

Head of Stock.

Hote: A store ig counted each time a different position ig

lis ted.
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buyers to Assistant Managers, and three promote buyers to Floor Managers,

One chain store personnel director indicates no promotional posgi-
bilities for buyers, and two stores promote buyers to Jinior Bxecutives.
Two stores use more than one type of promotion,

Media Used in Locating New Employees. Seven methods of locating

prospective employees are listed on the questiomnaire used in interviewing
personnel directors, who were invited to indicate the means used most fre-
guently by them for locating new employees.

Sixteen stores indicate their first mesns of locating salespersons
and buyers is through friends and relatives of present employees. These
stores also indicate they may use varying medis as second choice.

8ix indicate U. 8. Bmployment Agencies as second choice, while four
indicate private employment agencies as second choice.,

All indicate a willingness to co-operats with high school and college
smployment programs, but indicate this is not considered a dependable
source of supply because employees are freguently not available, and in
many cases honrs of employsbility did not fit store's needs.

One personnel director of a large Dallas store states she depends
gsolely on the applications-on-file and the Digtributive Bducation Program
‘for employees. Thig personnel director states the spplications-for-
employment file has always been sufficient to furnish any employees needed.

The personnel director of one of the larger independent stores in
Corsicana reports he tries to keep tab on good salespersons in the other
stores and when he needs salespersons he first invites any desirable person
he knows to apply. If this means does not succeed, he then uses the means
which seems next best and which varies acecording to the type of person

needed. See Table XIII for a summary of these data.
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TABLE XIIT
MEDIA USED IN LOCATING PROSPECTIVE BUYRRS AND SALESPRRSONS

AS IWDICATED BY PERSONNEL DIRWCTORS
O THENTT DEPARTMENT STORES

A

Medis First Medium Second Medium

Personal fAcquaintonces, Friends
or Relatives of BEmployees 16

College and/or High School

Fmployment Bureau O 10

Private Employment Agencies 3 h

Application on File 1

United States Employment Agencies L _ 6
Total 20 20

This table should be read as follows: Sixteen personnel directors report
the Tirst medium used by each of them to locate prospective store em-
ployees is through scquaintances, friends or relatives of present em-
ployees.
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In light of these data, it would seem that persons desiring employ-

ment as salespersons and/or buyers will do well to file applications

|

the desired positions in the personnel office of the stores of his choice:
also, thot college and/or high school employment burezns cen be of material
zssistance in placing persons in depsriment store sales jobs. An aequaint-
ance with department store personnel cen be helpful in many cases.

Status and Wature of Employment Tests. None of the department-store

personnel directors has s definite testing program for possible ssles and
buyer employees. One personnel director indicates that her store has made

some use of tests for filling gsales positions but that the effort is not

o

satisfactory nor indicative of sales ability to any apoprecisble degree.

e

Training Requirements for Beginning Sslegpersons and Buyers. All

pergsonnel directors agree on

bS]

sale having severzl principal parts and
sgree that the seven following titles and divisiong are scceptable:

(1) Pre~spproach; (2) Approach; (3) Opening the sale; (&) Determining the

customer's wants; (5) Presentation of the goods; (b) Answering objections

=3

s

(7) Closing the information is summarized in Table XIV.

J)
[
»
l,_l
>
=
I
l—l v
2

s

£11 of the personnel directors indicate szn experienced and trained

supervisor is given the regponsibility of checking on beglnning employees
to determine if the salesperson is efficlient in the administration of

these parts of & sale. Sslesmenship courses are especisally valusble for

trainin

0'?
fte

n these aress. They olso expect & salesporson to be familiar
with the leading trade journals of his psrticular line, and four personnel
directors indicate fomiliarity with some of the recognized books on sell-
ing is noted and apprecisted.

iine of the personnel directors indicste Distributive Wducation

trainees are their most progressive employees. Six personnel directors



TABLE XIV

SEVEN QUALIFICATIONS
OF BEGINFING SALFSPERSONS
ACCEPTABLR TO FERSCHNYI. DIRTCGTORS
OF TWENTY DEPARTMENT STORES

b1

Title of Sale Part

Pre-spproach

Approach

Opening the Sale

Determining the Customer's Wants
Pregentation of the Goods
Angswering Objections

Closing the Sale

Term Acceptable
to Personnel Directors

Stores
Reporting Yes
20 19
20 20
20 20
20 20
20 20
20 20
20 20

Yo

1

This table should be read as follows:

Qf the twenty personnel directors
reporting for department stores, Pre-aprroach is scceptable to nineteen as
preparation for sale; unasccesptable to one.
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require an employee to talke 2 pre-sales training course before he is per-
mitted to sell on the floor, while two personnel directors require a sales-
person to understudy a designated salesperson from one to five days before
attempting to sell.

All stores require familiarity with the particulsr lines or brands
hendled, and fourteen of the stores use visual aids in preparing employess
for sales work.

All stores encoursge salegspersons to take 211 possible sales courses
offered by the State Department of Vocational Tducation in conjuaction with
the Texas University's Distributive Bducation Program.

Buyers are renuired to meet technical requirements of buyers., The
personnel directors of this study set up standsrde for a buyer ss indicated
in the following psragraphs.

All directors say = buyer must be an expert on the technical gqualities
as well as on the uses of merchandise he buys. He must be able to make
logical decisions quickly and must be able to think clearly under stress.
He must be sure in hig observations and sound in his judgments snd inter-
pretations of the demands of the times. He must be alert to all chsnges
likely to affect the purchasing power of his prospective customer.

The buyer is reguired to keep constantly informed on what the market
affords in hig line. He must know what is new asnd vhat is cowming in. He
must be o good trader. Buyers sre expected to be on friendly terms with
all sellers, although eighteen stores indicate they expect s buyer in
general to concentrate on a few sources of supply. These datas are shown
in Table XV.

General Responsibilities of a Buyer. Dats pertaining to genersl

responsibilities of buyers are shown in Table XVI.



TABLE XV

TRATINING DATA
AS RRQUIFED BY PRRSONYEL DIRRCTORS

OF THENTY DFEPARTHHNT STORDS

-~

Type of Training Required

Supervision of beginners by
trained persgonnel

Familiarity of trade journals
by salespcrson

Knowledge of line and brasnd
Familisrity of

of recognized bhooks
on selling desire

d

Pre-gszle training course reguired

(=

Store uses visusl aids in training
Adult Distributive Bduestion courses

reconmended by store

Humber of Humber Tho

Stores Using Do Wot
Thig Training Use

=
l‘,..!
o

6 14

20

Thiz table chould be resd as follows:

Twenty stores have a trained or

experienced supsrvisor to help beginning salespersons.



TABLE XVI

GHENERAL FESPONSIBILITIES
AS RFEPORTYED BY PERSONVEL
OF TVENTY DEPARTMERT

by

0F A BUYER
DIR

570

TOTORS

TS

Title of Hegpongibll:

[

ty

Sales Volume

Direct Sales

Select Hesources
Selection of ierchsndlse
Selection of Quslity
Price and Markup

Becelive Goods

Stock Gontrol

Digplay

Swonit Semi-enunual Budeget

Distribution of Duties
of Buyers by Humber of Storesg
Joint--
Herchandise Msnager
snd Buyer

17 3
18

Buyer

no

ot
xR
na

This table should be read os follows: Seventeen stores expect the buyer
to be responsible for ssles volume. Three stores expect buyer and mer-

k}

chandize mansger to be jointly responsible for sales volume.
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All personnel directors indicate a buyer is expected to be responsible
for planned activitieg of his department and that all actions be in line
with store policies.

Seventeen persoﬁnel directors hold the buyer responsible for ssles
volume. Eighteen personnel directors interviewed expect s buyer to direct
and to supervise gales, to see that all pertinent information be available
to sales people. Two stores expsct the buyer and merchandise manager to
be jointly responsible for ithese duties.

All personnel directors expect the buyers, subject to the store poliey,

to

W

elzct resources snd merchandise in line with the standards on guality,
style, price, and mark-up, snd to buy in line with movable wolume. Algo,
the buyer:is expected to develop, if possible, new and better sources of
supply. All stores require the buyer to receive and inspect all goods for
hig department, set the retail price, and spprove the invoice for payment
or reject the invoice by detailing reasons for non-acceptance.

Buyers are also held responsible for stock control, inventory, turn-
over, and margins. Buyers are required by twelve of the twenty stores
gtudied to submit & semi-annual budget and selling calendar to serve as a
guide in the sales of the department. These same stores also expect the
buyer to see that the goods receive the necessary display, selling pres-
sure, and.advertisi

Duties Performed by Salespersons and Buyers. All personnel directors

sgree that the definitions of salesperson given on page 1 of the Interview
Schedule and reproduced in Chapter I are all-inclusive. All indicate the
definition given of a buyer can be expanded but that for a general state-

ment of duties the definition is sufficient.
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Special Training. Seven of the twenty personnel directors interviewed

are of the oplnion that there is special training peculiar only to depart-
ment stores that should be included in classes prepering students for mer-
chandising. This information is summarized in Tabls XVII.

Four of the seven persomnel direetors suggest gradustes coming to
them need more training in personality. and three personnel directors indi-
cate & need in human relations.

All twenty persommel directors want more training in salesgmenship,
and two suggest o study of actusl selling situstions snd how to male a
successful sale in esch situation,

The personnel directors in two of the large independent department
storas sugegest college gradustes should be given training in elements of
job opportunities. These two personnel directors comment that very few
college gradnstes know what it tskes to succeed on a job: neither can they
thinlk through on a proposition. They depend too much on theory and not
enough on practical solutions to business problems.

Twelve of the twenty personnel directors indiecate that no new train-

i

&

» courses are needed in the high school or colleges for merchsndising
gtudents. Une persomnel director states that he has been impressed with
hovw zeh faster yovnger peorle learn new facts and new sales points when

compared with his older salegpersons.

Personnel directors of 211 the twenty stores indicate they depsnd more

(=13

on experience than on iraining $o insure successful salespersons. All
express the opinion that training cannot replsce experience as training

for selling.

[ 1

Training

s not considered by any of the personnel directors as suf-
ficient for a buyer. A& buyer, all of them indicate, must have broad ex-

perience and heavy technical knowledge to be successful.



TABLE XVII

SPECIAL TRAIWING
WHICH PERSOIHEL DIRRCTORS BYLITWE SHEOULD BE GIVEN
IN MERCHANDISING COURSES

Humber of Personnel Directors

Special Trsining Suggested

Vo Believe This Trgining
Should Be Given

More Salesmanship 20
Cage Study Selling 2
Elements of Job Opportunities 2
Personality Courses b
Humsn Relations 20
Package VWrspping g
Simple Lettering 11

This teble showld be read as follows:

Twenty personnel directors

beliesve that students in merchsndising courses should have more

courses in selesmenship.

by



TABL® XVIII

NUMBRR OF STORES UILLING TO USH
DISTRIBUTIVE EDUCATION PROGRAM AS A TREAINING DEVICE
AND THEIR RATING OF THE PROGRAM AS T ITS VALUE

Humber of Stores Wurber of Stores
Number of Stores Willing to Use Rating the Progrem as
Reportiag the Program RBxecellent Good Poor
20 19 9 5 8]

This toble should be read z¢ follows: Of twenty storss re-
porting on Distributive Education Programs, nineteen stores are
willing to use the progrom.

48
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In eight stores where galespersons are required to wrap packages,
additional training in package wrapping is suggested.

Fleven stores indicate salespersons need training in some form of
simple, fast 2nd effective lettering so as to be z2ble to make counter
cards and signs for thelr own department. Personnel directors for two
large sftores suggest the case method of teaching selling, to he based on
typical selling situstions in department siores.

Personnel directors in all twenty stores report some form of a train-
ing set-up for new salespersons. In thirteen stores they indicate 2 trained
salesperson or depariment manager is appointed to supervise a begzinning
galesperson, Four personnel directors report pre-ssleg course of up to
two weeks. Sixteen stores reguire sslespergons to keep posted on sales
trends snd hints by reading =211 accessible current literature, such as
store trade journals =nd hints snd information furnished by the manufac-
turer. Kighteen personnel directors report their stores cooperate in
either = high school and/or & college and/or both training programs in sn
effort to seeure betiter smployees. Also, twelve stores use visuasl aids in
their training programs for salespersons.

Four stores indicate they have no replacement requirements established
for buyers becsuse the buying is done by the owner or a member of the firm
and no increase is contemplated; therefore, no regquirements have been
established.

Personnel managers of the other sixbteen stores all asgree the buyer
pust first of 2ll be an outstanding salesperson: he mast have good jJundgment;
be an expert on technical gualities; understand economie trends; and be
well informed at all times. FHe must be sble to understsnd and to analyze

store reports; he must know suppliers; he must be able to train salespersons
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on the merchandising side of their sctivities; he must be able to suggest
and plan sales promotion, window and store displays, newapaper advertising,
and special events.

Ten personnel directors say no one is promoted to buyer except from
assistant buyer, and nine of these ten do not hire buyers from outside
their organization.

Personnel directors of all twenty stores indicate they employ the con-
ference as an initial correction of careless work, followed by probation
if necessary, and discharge as a last resort. Seven of the twenty indi-
cate careless work is a minor factor, while five say they have to consider
it seriously; and eight say it is important in their organization. The
same numerical distribution is found on bad menners, employee differences,
and tardiness. FEight personnel directors report no trouble with careless
personsl appearance, and twelve report a conference is generally sll that
is necegsary when any measures are needed. TFor dishonesty, nineteen of
the twenty personnel directors indicate digcharge is the only asction con-
sidered in most caseg, while one small chain store system indicateg an
attempt is made to find the cause of the dishonesty and at lesst one at-
tempt is made to get the employee again on dependable status. A summary
ig given in Table XIX,

Nineteen personnel directors indicate the interview sheet thoroughly
covers all phases of selecting znd judging salesperson employees, but each
personmel director states buyer's quslifications are so broad and his
dutises so flexible that no definition would be gatisfactory.

thile the twenty personnel directors believe an education is an asset
in merchandising, they unanimously agree it cannot replace expesrience:
however, they do agree that a sslesperson who slso has at least a high

school education is preferred to one with experience only.



TABLE XIX

MEASURES USED TO CORRECT STORE ATTITUDES

Number
Directors Action Taken™
Attitude Considered Reporting C T P g

Careless work 20 20 1y 6
Bad lisnners 20 20 1l 6
Imployee Difference 20 16 2 I
Tardiness 20 18 2
Careless Personal Appesrance 1l 1k
Bad Attitude 20 16 4
Dishonesty 20 1 19
* C-Conference  P-Transfer P-Probation - D-Discharge

Thig table chould be read as follows:

the first sction for careless work 1

s 8. conference.

fourteen dirsctors place employee on probation snd six discharge.

Twenty personnel directors report
For second offense,
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CHAPTRER IV
TVALUATION OF THR TRAIVING OF
BEGININING SALWSPERSONS AND BUYERS

In order to determine whether or not the merchondising training pro-
vided in high schools and junior colleges in the past has satisfactorily
prepared students for employment with department stores as szlespersons
and buyers, personnel directors were asgked to indicate whether, in their
opinion, the training of these beginning salespeople and buyers has been
adequste or inadeduste in: mechines common to sslespsrsons and buyers:
subject matter; store duties; and personal traits. Since only fourteen
stores were willing %o hire inexperienced salespersong, only the dats se-
cured from thesge fourteen stores were snalyzed.

When answering this section of the interview schedule, personnel

directors were asked to consider the quality of work dome by the majority

Q®

of beginning ¢sl

spergons and buyers in their stores in the psst. The
guestions were to be angswered in relation to these considerations,

Personnel Directorsg' Opiniong Regarding Mschines Common to York of

Salespersons snd Buyers of Department Stores. Of the two stores employing

new buyers, personnel directors report that beginning buyers zre not re-
quired to use sny of the machines listed in Table ; but these same gtores
also indicnte that the a2bility to use mechines would likely meske the buyer
more valusble. The two personnel directors report that new buyers are
adequately trained in using this equipment.

The personnel directors of seven stores indicate that neither buyers
nor salespersons are expected o use any of the machines. Seven stores

wont additional training in the use of the cagh registers, sdding machines,

(==



TABLE XX

STORE MACHINES USED
AND OPINIOFS AS TO ADEQUACY OF WACHINE TRAINING
OF BRGINWING BUIRRS AND SALRSPERSONS
AS REPORTED BY TWENTY PERSOWNEL DIBRECTORS

Number of Personnsel Directors Xeporting That

Buyers Do Training in Operation Salespersons Training in Oparation
Not Use ~ of Mschine ig: Do Not of Machine is:

Store Machines Hachines Adeguate Inmaterial Use Machines Adeguste Insdeguate
Marking Machines 8 2 10 5 2 1
Adding Machines 8 2 10 5 2 7
Calewlating Machines 8 2 10 12 2
Duplicating Hachines 8 2 10 10 U
Cash Registers 2 18 11 2 71

This table should be resad as follows: In the twenty stores, sight buyers do not use a merking

machine; two persomnel directors rate buyers as adequate in the operation of this machine, and ten
stores do not require buyers to operate this machine.

Out of fourteen personnel directors reporting on salespersons, five do not use a merking machine;
two personnel dirscters report training adequate; seven personnel directors report training in mark-
ing machine inadequate.

¢4
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end marking mechines. In general, the larger, wore select stores expect
no mazchine work while the chain and smeller stores expect some machine
operation practice.

Pergonnel Directors' Opinions Regnrdins Subject lMztter Attoinments

Common to Hork of Salegpersons and Buyers of Deparitment Stores. Table XXI

—

preseats data perbaining to subject matiter in which personnel directors
indicste beginningz salespersons are adeguate or inadeguate.
e

Bight of the personnel directors willing to hire inexperienced aales-—

persons say employees' knowledge of grammsr is adeguate, while six ssy be-

-Jl

ginning salespersons sre inadequate in grammatical ability.

Of the fourteen personnel directors willing fo hire inexperienced
salespersons, asll fourteen asgree that beginning salespersons are very.
very inadegustely trained in gpelling sas well as in word distinction.

One personnel director reports knowledge of arithmetie is ade@uate,
while thirtcen ssy it is very inadegquate.

Twe of the fourteen personnel directors indicate penmanship is sde-

gquste for beginning sslespersons, end twelve report it is inadequate, es-

o

pecislly in figures. In voice control and speech training, two personnel

directors rewort training adeguate and twelve indicate training 1s ine

{'J

e~
quate. Only one of the fourteen personnel directors believes training in

personslity is adequate, while thirteen report that it is inadaguate.

A1l fourteen persomnel directors feel that training in humen relations
is inadequste.
ght of the fourteen perscnnel dirsctors have no package wrapping
done by sslespersons. The other six indicate a desire for s course in

package wrapping.

Six of the fourteen personnel directors indicate training in lettering



TABLE ¥XI

SUBJECY

HATTRR
TEL LIRRCTORS IHDICATE
SALFSPERSOWS AWE ADEQUATRE OF INADRQUATEH

55

Iten of Treining

Grommar
Spelling
Arithmetic
Penmanship
Yoice

Speech

Human Relations
Package Vrzpping

Lettering

famber of Personnel Directors
Heporting Trainine ssg:

Wot Used Adeocuate Inndequate

3 6
1k

1 13

V]
o
no

]

[

Note: Since only one of fourteen stores hires new buyers, the dala are

omitted.



56

is insdeguate. TRight personnel directors do not have salespersons do

lettering.

Training of Beginning Salespersons snd Buyers in the Performance of

Store Duties, Teble XXII presents datn pertaining to training in the per-

formsnce of store duties of beginning sslespersong that is regarded by
fourteen personnel directors ag adequate or inadequate.

Thyee of the fourieen personnel directors suthorized to hire new
salespersons bhelieve that the training of beginning sslespersons is ade-
quate in bullding » cusbtomer ligh, and eleven believe that the training is
inadequate in regpect to this duby. Four of the fourteen personnel direc-
tors report btraining in respect to store policy ig adequate, and ten re-

port training in this area ig inadequate.
Two of the fourteen persoanel mansgers report the training in stock-

ing for beginning salespersons is adequate, and twelve indicate it

[N

23

v

(>
i

adequste.

FPive of fourteen personnel directors report that training for begin-
ning sslespersons in Filing is sdequste:; nine repert that such training is
inadequstes.

A1l fourteen persomnel directors report that willingness to take

training i adeguste.

w

One personnel director reports beginning salesperson

W
23

are inadeaustely

621

trained in how %o study new gelling mterials and suggestions, while
thirteen personnel directors gtate training of beginning salespersons in

3 adeguate.

e
b

ge of work

ct=

-
)
e
1 £]
7
g

Tyo versonnel dirvectors report training in how to study merchsndise
trends is insdecuste, and twelve personnel directors report training in

study of wmerchandise breads is sdeguate.
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TABLE XXIX

TRAINING IN 'FIE PHRFORMANCE OF
STORW DUTINS OF BIGINHING SALTSPERSOWS
THAT IS REGARDED BY FOURTHEY PYESOWSFL DIRRCTORS
AS ADEQUATE OR INADBGUATR

Wumber of Personnel Directors
Reporting Training as:

Store Duties Adequate Insdequate

Ways of building a customer list 3 11
Respect for store policy I el
Stocking 2 12
Willingness to take training ik

Filing (simple) 5 9
Study of new selling materinls and suggestions 1 13
Herchandise Trends - Study 2 12
Composing routine business letters 6 8
Remembering customers and customers' names 10 i
Good socizl judgment (outside) 12 2
¥illingness to adopt good store habits b

Freedon from personal mannerisms 2 iz
Checuing 1 12

This table should be read as follows: Three of the fourteen personnel
directors employing beginning salespersons report beginning salespersons
sre sdeguately trained in building a customer list, Eleven of the stores
employing beginning sslespersong find training in thig ares inadequate.
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8ix of the fourteen personnel directors indicate beginning salesper-
sons are adequately trained in composing business letters of 2 routine
nature, while eight indicate beginning salespersons are inadequately trained
in composing business letters of = routine nature.

Four persommel directors state beginning salespersons are insdequately
trained in the importance of remembering customers and customers' names,
while ten personnel directors report beginning sslespersons are adequately
trained in the importance of remembering customers and customerg’ names;

Only two personnel directors report inadequate training in good social
Judgments as affecting working habits, while eightesn report training ade-
quste in social Judgments as relates to socizl contacts and habits outside
business hours.

411 twenty personnel directors interviewed agree that heginning sales-
persons are willing to adopt good store habits.

Of the fourteen personnel directors who are willing to employ begin-—
ning salespersons, two indicste trsining in avoiding personal maanerisms
is adequate and twelve indicate that training is inadequate in thisg area,

Bitin

]

U

g nails, faecial contortions, extending tongue when exerting uvnmugusl
efforts, or other vigible =igns of nervousness should be avoided.

One persomnnel director states training in checking by beginning salesg-
persong is inadeguate: however, thirteen personnel directors state training
in checking by beginning salespersons is adequate.

A1l personnel directors state that buyers are adequately trained in
all these store duties or they would never have been promoted to a buyer.
It is clearly indicated by this unanimous opinion thst sny sslegperson who
aspires to become a buyer must be adequately trained in 2ll duties listed

in the questionnsire in order to be considered for promotion to zassistant

buyer.
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Personal Tralts of Beginning Salegpersons. Wine personnel directors

willing to employ beginning salespersons indicate that training in the
trait of paying attention to details is insdequate. Five personnel diree-
tors believe training is adecuste in the trait of paying attention to
detalls.

In the orgsnization of dutisg, eleven personnel directors rate the
ability of beginning salespersons as insdequate snd three rate it as ade-
quate. ‘

Three personnel directors report that beginning salesgpersons are in-
adegquate in ability to follow instructions, snd eleven indicate that they
are adeguate in this ability.

Two persoﬁnel directors indicate that beginning selespersons are in-
adequately trained in the trait of getting slong with people, and thirteen
reportvthey are sdegquately trsined in this ability.

Also, four persomnel directors are of the opinion that beginning sales-
persons are_trained inadequately in thevtrait of grooming, while ten report
adequate training on thig trait.

In discussing tact, eleven persomnel directors indicate that the
training of the beginning salesperson is inadequate in this important
trait, while three indieate it 1s adequate.

Three personnel directors report begiming salespersons are inade-
gquately trained in honesty, and eleven indiecate that they are adequately
trained in this trait.

Only four personnel directors object to the dependability of the be-
ginning salespersons by indicating insdequacy of training of this trait.
Ten rate the beginning salesperson os having adeguate trainiﬁg in this

ares.



Four personnel directors wers uncertain as to whether or not

@
feat

aleg-
persons were adequately trained in the trait of ambition. The remsining
ten of the fourteen persomnel directors willing to hire beginning sales-
pergons rate training in this trait as adecuste.

Training in aleriness on the part of beginning salespersons is rated
as inadequate by twelve persommel directors and as adeguaste by two.

Training in the trait of industry on the part of beginning ezlesper
sons is rated inadequate by four personnel directors, while ten personnel
directors rate such training as adecuate.

Of the fourteen personnel directors willing to hire beginning ssles-

persong, eleven rate training in sccuracy in beginning salespersons ss in-

n

adequate, while three report training in thie trait as adequate.

Seven of the pergonnel direectors reporting on the loyalty of begin-
ning salegpersong indicate that training in this trait is inadsqusate, and
geven report training as adequate.

Eleven of the fourteen personnel directors rate training of bheginnin
salegpersons as inadequate in courtesy, =2nd three rate the training as
adeguate.

Also, in regard to initiative, eleven of the personnel directors ra-
port trasining in this trait sg inadequate, and three report training as
adequate.

It appears to the investigator in interpresing the above data that
the development of personal traite in merchandising courses should rseceive
more emphasis. The personnel directors rate salespersons as adJ,ugtely
trained in several of the listed traits. Howevsr, courses stressing the

development of the traits not rated as adequate and the importance of those

traits to the beginning ssleeperson should be given greater emphasis.



Personsl traits that should receive additional emphasis in merchen-
dising courses ore listed as follows, in the order of their fremuency of
mention by personnel directors., Twelve of the fourteen personnel directors
rate slertness in beginning salespersons as inadequate. Tleven personnel
directors rate begimning salespersons inadequate in all of the following
traits and sbilities: orgsnization of duties; tact; sccuracy: courtesy
ond initiztive. WHine personnel directors list the trait of paying stten-
tion %o detalls ax insdsguate, and five indicate it 28 adequate. On loyalty,
geven personnel directors rate beginning salespersons as adeguate, and
seven slso vote inadequate on it.

Since these personal trzits are highest on the inadecuste list, greater
stress should be placed on them. However, none of the traits listed ig
wmanimously asccepted, thereby indicating a uneed for more gtress on each of

hem, Data are summaerized in Tsble XXIII,

0f fourteen stores reporting experience with Distributive RBducation,
thirteen rate the work done by these students os execellent, and nine stores
report Distributive Hducation students as their best and most promotsble
employees. Table XXIV s ﬁmm%rlzeq these facts.

In view of these findings, it would appear thet Digtributive Bdluecation
programs should be especially encoursged in larger cities amd surveyed for

possibilities in smeller cities.



TRAINING IN PERSONAL TRAITS

TABLE XXITI

OF BRGIWIING SALESPRRSONVS
HAT IS REGARDED BY FOURTEENY PYRSOHTEL DIRRCTORS
AS ADEQUATE OR INADEQUATE

N
%)

Perscnal Traits

Ambition

Getting along with people
Following instructions
Dependability

Grooming

Honesgty

Industry

Loyalty

Paying attention to details
Accuracy

Courtesy

Initiative

Organization of duties
Tact

Alertness

Wumber of Persnunzl Directors
Reportinge Training as:

Uncertain Adeguate Inadequate
4 10

12 2
11 3
10 h
10 4
10 L
10 Y

7

9
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This tuble should be read ss follows:

Four of the fourteen personnel

directors are uncertain, and ten rate smbition zs sdequste in heginning

salespersons,
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TABLE XXIV

DT AA

BHACTIOHN: TWDICATED 90 DISTRIBUTIVE
IDUCATION PROGRAMS AS 10 PROHOTIOWAL POSSIBILITIES

Number Number of Stores

of Stores LEating of Program Promoting Digtributive
Position Reporting Poor Good Xicellent Bducation Students
Salesperson 14 1 13 12
Buyer 1k ik 6

This table should be read as follows: Of fourteen stores particlpating in
Distributive Tducation, fourteen use salegpersons: one rates salespersong!
work as good, znd thirteen rate their work as execellent. Twelve stores

have vromoted Distributive Tducation students to more responsible jobs.
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CHAPTER V

SUMMARY OF FINDINGS, COWCLUSIONS, AND RECOMMENDATIONS

The purpose of this study, as set forth in Chapter I, is to gather
data peritaining to the minimum employment standards required of beginning
salespersons and buyers employed in twenty selected department stores in
Dellas, Texas, and Corsicana, Texas, and to interpret these data in such a
manner that they may be helpiul to instructoré of junior college and high
sehool merchandising courses,

Data were collected through personal interviews with personﬁel direc-
tors of twenty department stores located in two Texas cities. The inter-
views were held during the months of July and Avgust, 1949, Data obtained
through the interviews are presented in Chapters III and IV.

Summary of Findings. The findings are summasrized ss answers to the

specific questions that are listed in the statement of the problem in
Chapter I, The same procedure is followed in presenting the conclusions.

1. Does the instruction and training given by State Colleges and

high schools adequstely prepare students to enter employment with depart-

ment stores as salespersons or buyers? If not, in what sreas is the

training insdequste?

The section of the interview schedule which wzs designed to yield in-
formation answering the sbove questions reveals that the store machines
training of beginning salespersons is, on the whole, adequate except in
the use of cash registers snd marking mechines. On these two machines,
the stores that use them say the trsining is inadequate, and two personnel
directors indicate need for additional training in wmeking and comnting

change and feel that schools could remedy this defect by training in schools.
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Beginning salespersons and buyers are found to be very inadequstely
trained in spelling, penmsnship, lettering, arithmetic, speech, personality,
ond humen relations. These data reveal a need for remedisl training in
spelling, arithmetic, penmanship, and speech, snd for further training in
simple lettering, personslity, humsn relations, and attitude.

Beginning salespersons espeecially need additional training in ways of
building a customer list and its importance, respect for store poliecy, im-
portance of good stocking, and in remembering customers' nsmes and faces.
Beginning selespersons need varying degrees of additional training in the
importance of studying new selling materials, in composing routine busi-
ness letters, studying merchandise trends, in the importance of social
habits outside working hours, =nd in the importance of avoiding displeasing
personal mamnerisms. Buyers need additional training in merchandising
details and tests; of market practices and trading points; of applied
econonies; and buying halanced stocks within the allocated budget.

The personal traits of beginning salesgpersons snd buyers which per-
sonnel directors believe need ndditionsl attention are, in the descending
order of their frequency of mention: accuracy, initiative, organization
of doties, attention to details, industry, loyalty, alertness, tszct, cour-
tegy, ambition, dependability, ability to follow instructions, honesty,
and grooming.

2. Hhat special training, if any, that 1s peculiar only to depart-

ment stores should be given to prospective department store employees by

high schools and by junior colleges? FEleven of the twenty personnel

directors are of the o?inion that special training peculiar only to de-
partment stores should be given in high schools and junior colleges. Of

these eleven personnel directors, only three sgree on the type of training
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to be given. These courses are practical salesmanship, personslity, snd
cash register operations; while twelve personnel directors suggest o sim-
plified lettering course based on handwriting characteristics: that is,
slanted letters as in penmenship, so that writing movements already mas-
tered could be adapted to lettering.

"Suggestive Selling," "Psychology," "Customer Approach,” "Store
Courtesy," and "Beonomics" are suggested by personnel directors as courses
needed, Xach of these suggestions is made by only one personnel director.
Bight pergonnel directors say nelther salegpersons nor buyers are expected
to do lettering in their stores. ZEach personnel director says no smount
of training slone will cuslify a person as s buyer in his or her store,
certain experience being a 'must' for buyers.

3. Do department stores employ & sufficient number of sslespersons

ond buyers each year to justify special instruction being included in high

schools and junior colleges of this area? The twenty department stores

ineluded in this study employ = total of 3,267 sslespersons and buyers.
Table 1, page 21, shows the geograsphic distribution of these employees,
Personnel directors of the twenty stores estimate that at least 1,278
vacancies occur during a normsl business year, for which new employees are
hired.

Twenty-nine of this 1,278 sre estimsted to be buyers, and 1,249 are
salespersons, Geographic distribution of these new employees is shown in
Table VI, page 29. TFourteen personnel directors indicate that the number
of buyers used by their store is expected to incresse within the next five
years; eighteen personnel directors indicate that the number of salesper-—
song newly employed Dy their store each year is expected to incresse within

the next five years. These increases are expected as a result of plans of
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stores to expand, thereby necessiteting an increase of new employees. Wo
store expects to decresse the buyer-sslesperson persomnel,

Y. What sre the minimum educstionsl gualifications required of new

buyers and salespersons? WNone of the fourteen stores require high school

graduation. One company requires college graduation or selling experience:
another prefers college graduates.

Three of the twenty stores require college gradustion plus experience
for new buyers, while seventeen expect results from buyers and set no
definite education or experience requirements., However, sll personnel
directors indicate that education is an asset and would be greatly to the
enployee'’s advaniage.

Eleven storesg want sslespersons to be able to operate cash registers
and make change. Also, eleven stores expect 2 galesperson to be able to
do practicel package wrappling.

One store requires salespersons to write sales sglips in sceript writing
of good quality. Four stores require salespersons to be able to use an
adding machine, and six require use of marking machines by salespersons.

- All stores expect a salesperson to know how to take inventory.

5. Khet experience qualificstions, if any, are required of new buyers

and salegpersons? Previcus experience ig mandatory for persons desiring

employment with depsrtment stores as buyers; however, salesperson poasitiong
with depasriment stores do offer an area of employment to the person who

can apply ths saven parts of g sale affectively, even if inexperiencsd.

All twently depsrtment stores require experience of thelr buyers in addi-

k4

tion to technical qualificstions. Ho store has a definite experience or
training requirement set-up for buyers. Fifteen of the stores merely re-

guire a buyer to be able to do hig job effectively.
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Six of the twenty stores reguire that beginning salespersons have
previous selling experience. These are the smallest stores included in
the study. The larger chain stores are quite liberal toward beginning
salespersons as are the larger independent stores.

The average minimum age for beginning sslespersons is 17 years. No
age requirement is found for buyers.

6. What duties are performed by beginning buyers snd salespersons?

The duties performed by buyers--given on the interview schedule as a
definition of a buyer--are reported to be generslly acceptable to all
gstores, but no store is willing to set up a definite definition for s
buyer if the store is to be bound by that definition in hiring buyers.
The buyer's duties vary, and his responsibilities shift to meet changing
conditions,

The definition for a salesperson is aceeptable to all twenty stores,

a2s stated in the interview schedule and reproduced in Chapter I.

7. Are buyer znd salesperson vacencieg filled by new employees or

are they filled from other store personnel on 5 promotionsl bagis? All

buyer vacancleg in nineteen of the twenty department stores are filléd.hj
promoting qualified and in-service trained employees. One store either
promotes present employees or hires new buyers.
Personnel directors of sall twenty stores report thet a buyer must
algo be an outstanding szlesperson, that no one can ever be s buyer in
these stores unlesgs he has first been an outstanding salesgperson.
All the stores contacted fill salesperson vacencies with present em-
ployees as a first preférence and. with new employees as s second preference.
Some of the job classifications furnishing the stores with salesper~

sone are delivery boy, bookkeepers, secretaries, stenographers, elevator



operators, clerical employees, stock clerks, and cashiers.

8. l{hat methods are followed in hiring new buyers and salespersons?

Five of the stores included in this study maintain fully established per-
gonnel offices. One of the duties of thege offices is to reecruit sales-
persong and buyers end determine their quslifications, and to assign them
to the place they are to occupy in the organization. In one store included
in the study, the assistant manasger assumes the duties of the personmnel
director, along with other duties. In the other fourteen stores, the
nansger or owner assumes the personnel duties slong with the other duties.
It appesars that the msnsger-personnel type of director is perhaps better
qualified to judge performence and needg of buyers and salespersons than
any other, because he not only determines job needs but is also respons-
ible for coordinating these duties with the whole system's needs. The per-
sonnel directors of 211 the stores gtudied depend on the friends and rela-
tives of sstisfactory employees as their first source of supply for store
personnel needs.

Pour of the storesg use private employment asgencies as s second source
of supplying their needs. 8Six depend on United States Employment Service
a8 a second source of supply. Sixteen stores actuslly notify school
bureaus of vacencies, and if the schoole have snyone to recommend, the
store will consider him,

Ten of the stores report they use newsgpaper advértising, if needed,
to secure suitable personnel. However, the methods used to secure em-—
ployees vary to such a degree that no single classification of methods
would apply.

Hone of the stores studied depends on tests of sny kind to select

salespersons or buyers. Two personnel directors state testing hss been
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tried snd has proved umsatisfactory.
Cne persomnel director asgks for recommendations on tests. She also
states she bhss unsuccessTully tried to use the Kuder Preference Tests.
Another personnel director reports they have tried having applicants
tested by two commercisl testing firms snd that the recommendations of
both firms are entirely contrary to the performence of the applicants on
the job.

9. ¥hat is employer's reaction to Distrivutive Bducsation, if he has

had experience with 1%7 All employers, with one exception, are enthusisstic

about the regults obtained by the Distributive Tducation program. One em-
ployer states that some of the store’s best employees, both sales and exec-
utives, have been Distridutive Hducation students. One employer reports
dissatisfaction with the students he has used.

On the basis of facts secured in the study, it ie believed that the

following conclusions are Justified:

CONCLUSIONS

Beginning salespersons snd buyers sre rated by the majority of the
twenty personnel directors as being insdegquate in their training in knowl-
edge of grammar, spelling, penmenship, voice, speech, personality, and
humen relations.

Store machines in which Teginning salespersons and buyers need further
training are, in descending order, ag mentioned by the personnel directors:
cash registers, warking mechines, and adding machines,

Beginning salespersons and buyers need to develop the following per-—
gonsl traits: slertness, tact, organization of duties, initiative, cour-

tesy, sccuracy, poying sttention to details, and loyalty.
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Store duties in which beginning buyers and salespersons are inade-
quate are: checking, freedom from personal mennerisms, study of new mater-
ials end selling suggestions, study of merchandise trends, stocking, simple
filiag, vespect for store policy, and composing routine business letters.

2. Special training recommended by personnel directors for this
vicinity includes sdditional salesmenship training, case-study selling,
elements of job opportunities, courses in personality development, courses
in hvman relations, package wrepping, and simple form of lettering based
on heandwriting fundamentsls.

%, The number of new buyers snd salespersons newly employed by de-
partuent stores each year is believed large enough to justify high schools
and junior colleges ol thig section providing the students who anticipate
employment with depzrtment stores as buyers and szlespersons with the
gpecial instruction suggested above. This special training is helieved
to be further justified by its practical nature in that much of it would
be usable in filling other jobs as well as the ones situdied.

L, No educational qualifications are set up for buyers., Rather,
they are expected to get results., A large percentage of the twenty per-
sonnel directors arxe of the opinion that their buyers are high school
gradustes, but this is not a specified requirement. All personnel diresc-
tors prefer high school graduates for sslespersons, and five stores re-
gquire high school gradustion for beginning salespersons.

5. Previous buyer experience of equal or greater magnitude then
pregent position reguires is required of all new buyers, as well as out-
standing experience azg a salesperson.

Frevious experience of a nature similar to present position is pre-

ferred by =1l stores snd is required by six of the twenty. Distributive
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HBducation experience is acceptsble by four of the six stores as qualifying
experience. One store requires five years' full-time experience, which ig

more than Distributive Bducation offers. .
6., Beginning buyers perform regular buyer duties which include:

Purchases merchandise within budgetary limitotions.
Assigng gelling price.

Initiates price reduction.

Initiates advertising =nd displays.

Knows sources of supply.

Dbserves store policy on buying.

Keeps informed on economiec trends.

Obtoine special advantages where possible.

Is a good trader.

Supervises sales.

Keeps sales force informed on merits of new merchandise.
Reeceives goods.

Is responsible for mark-up and mark-downs.

Beginning selespersons perform all or some of the following duties:
Displays, explains and selle merchandise to the customer.
Ascertasing kind of merchandise desired.

Pointe out chief gelling point of the article.

Writes out sslesg olip.

Receives payment or credit suthorization.

Oares for stock on sales floor by attending to restocking.,

Authorizeg alterations where necegsary.

Takes peviodic inventory.

Does store housekeeping.

The duties of depsriment sitore buyers =nd salespersons are in mzn
T o P ¥

ways peculiar to depsrtment store requirements and require thought znd
constant slertness on the part of each employee.

7. Buyer wvacsncies in department stores are filled by promoting
present salespersons or assistant buyers who are guslified to do buying.
‘Personnel directors of all twenty stores report thiz ng the procedure in
use. Only one store will accept a buyer not slready = part of the store
personnel .

Salespersonsg are promoted from a number of other store positions.

However, the general resction of personnel directors is "if he is or can



be a good sslesperson, that ig where we want him." A1l stores hire new
alespersons if promotion from within is not deemed advisable.

. The first source of supply for department stores is friends or
relatives of present employees, School employment srograms are used but
are nnt considered to be a dependable source since many times schools do
not have gualified people available. Four stores depend on privste em-
ployment agencles zs = second means. Other mesns sre used when necessary.

The stores of this study have found no testing program of sny sreat
help in selecting employees for buyers and salespersons.

9. Reporis of employers who have had experience with Distributive
Bdocation sre enthusiastically for it in every case except one, One per-

sonnel director reports only fair results from Distributive Bducation stu-

dents are indicated. Other employses will be given preference, A1l other

personnel directors who have had experience with this program report very

good results.

RECOMMENDATIONS

In view of the findings of the study, 2nd on the basig of the con-

-

clusions drawm therefrom, the following recommendations are made:
1. That provisions be made in merchondising courses of high schools

and junior colleges for programs of remedisl instruction in apelling

iy

g, pen-

menship, lettering, arithwetic, and speech; if possible, a study be nmade

s

to determine if » wethod con be evolved for tesching spelling in & more

=

x

meaningful manner to students who are in the grades. Since 511l studies
made find a woeful lack of apelling ability, the recommendation for a

study regerding methods of teaching spelling seems justifiable.

i)

2. That more attention be given to teaching cash register operations,

=

and that some attention be given to training in opersting marking uzachine

<

¢t
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3. Phs, b instruction be included in merchandising courses for ways of
building a customer 1list, importance of proper stocking habits in sales-
persons, importance of respect for store policy, snd importance of remem-
bering customers snd customers' names,

4. That sctivities be provided and meterials be mede available for
developing the following trzits in merchsndising students: slertness,
accuracy, tact, orgsaization of duties, initistive, courtesy, and paying
attention to details.

5. That the following store attitudes be emphssized in merchendising
courses: importance of svoiding careless work; bad manners; employee
difference; tsrdiness; bad attitude; dishonesty.

6. That junior colleges and high schools of this section include in
their merchandising curriculums at least a unit on personslity development,
and &t least one unit in humen relations, That the possibility of evolving
and teaching a unit or course in simple lettering based on handwriting
fundamentals, that is, slanting letters of approximetely 60° slant, be
investigated and tried as a means to better and easier simple store signs,
without student being required to learn an entirely new process as it is
now.

7. That students aspiring to be buyers be offered more technical sub-~
Jects in which they plan to specislize pertaining to the particular line
of merchandising and that, if possible, actual buying situations be pre-
sented s8 o part of their training rather than sll situstions on an idesl
bagis.

8. That stuwlents, high school or junior college, who sre pursuing
courses leading to department siore employment be advised to secure part-

time jobs in department stores in either work progrsms or on a cooperative
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part-time basis in order to quslify themselves better for employment re-
quirements in nerchendising fields.

9. That students or others desiring employment with department stores
as buyers or sslesgperscns be advised to apply directly st the store per-
sonnel office ia which employment is desirved and that students spply
through school plscement buresus if possible, or through Distributive
Bducation Programs where they are availsble.

10, That Distributive Education Programs be encouraged and enlaorged,
especially in larger cities where msny department sitores ares found, and
that smeller towns be surveyed where possible to determine training pos-
gibilities,

11. That additionzl stndies be made of the employment requirements
in other types of businesses employing buyers and salespersons to deter-
mine the needs there.

12, That s similer study be made in which the opinions of buyers and
gsalespersons in department stores are secured with regord to qualifications
neecessary to successfully perform the duties of buyers snd sslespsrsoms.
This type of study should be especially valusble when compared with opin-

ions of personnel directors as found in this study.
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Selesperson: Uisplays, explains zad sells merchandise to customer on sales
floor; (1) ascertains make, type, size, or design and gqusntity of werchondise
ordered by customer snd aspproximate price customer is willing to pay: (2) dis-
plays werchondise and asgsists customer in making a selection by guggestlong and
explanstions; emphosirzes the chiel selling p01nt of the article, be it gquality,
style, duersbility, popularity, uvility, tuste, appearsnce, froshnsss or price:
may tell or show the customer how to use the mrticLe" (3) writes out ssles slip
or £ills out & sales contract for the customerts signature, if such ig vsed.
(1) Receives psyment or gecures credit authorization, and gives wropned srticle
to customer or arrenges for its delivery; (5) cemres for stock on ssles floor,
placing new merchsndise on shelves, racks, or stands, keeping stock orderly snd
dusted during the day, requisitioning repleocements from the stock room as neces—
sary or informing buyer or depzriment besd of shortsges as they occur. Covering
stocl or removing it from the comter at night: (6) writes out acecommedation
sllpy when custemer returms rerchandise for slteration or repair, indicating dis-
osition of the merchondise: (7) takes periodic inventories of stock,

Buyer: Purchases merchsndise within budgetsry limitations in sufficient guan-
tity and with sufficient ﬁppezL o warrant its ropid snd profiteble sale; =zssigns
selling orice to merchondice:; initistes procedure, such as price reductions sand
specisl sales, to promote the ssle of qurﬁlus or slow-moving goods, Specifiecally
desien zted zecording te type of merchandise bought. Merchandise purchased is
s0ld omd s not processed, consumed or used in the organization.
INTERVIEY SCHEDULE
I. Persgsonal Guslificationsg;
Humber Mininun Age at Previous
of which employees Selling or] Harital Status
Imployesa] will be hired Buying Preference
Txperience
=i
4y}
q o
! = 5
Jype of o @ g
o 1o s« =i " +
& ¥ } & = 5 H =4 ;.
Q L) ! =]
= = = = = £ lmoelsdsl=zids |
T 4 I
\ s
4 | -
Salespereon 1 ) | 4
i : |-
[ PRI ! -
Buyer . | 1 4
g 1 i
T1., Riuvecationsl Quelifications:
Minimum Tducational Gualifications Reauired
Type of Lens than Hig H £h School Business Gollege] College
Store Brployee |School G Ldua el CGraduate Groduste Graduate
4 i i W M i o i
Salesperson
Buyer

*PDefinitiong taken from Dictionary of Occupational Titles, U. $. Department of
Labor.
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III. During s normal business year, what is the approximste number of new
employees hired to £ill the following positions:

1. Salespersonsg 2. Buyers

Do you, for any reason, expect this number to change within the next five years?

Yos Ho

If the snswer is yes, do you expect the number of salespersons to be inecreased?
or decreased ?
Do you expect the number of buyers to be increased? or decreased ?

IV, Are sslespersons snd buyers vacancies filled by new employees or sre they
f£illed by present employees on a promotionsl basis?

Szlegpersons Buyers
#illed bys
2. New Brnployees _ . Wew HEmployees
b. Present Employees b. Present Employees
¢, Boih ¢. Both

If £filled by promotion of present employees, from which store positions are the
new szlespersons znd buyers promoted? (Plesse give specific job titles ss
fgtock clerk! snd in the order of Ffrequency.)

1. Salespersons (promoted from)

B 2.
b. b.
c. c.
d. d.

To what positions are pregent szlespersons and buyers promoted?

Szlespersons (promoted to) Buyers (Promoted $0)
a. 8.
b. b.

V. Which of the following media are used in locating prospeective salespersons
and buyer personnel. (Plesse indicate the order of frequency in which the
sgoncies are used.)

5. College and/or High 3chool

1. Company Brployment Burean Employment Bureaus
] 6. Personal acquaintances,
2. Private Employment Agencies friends or relstives
7. Other

3. U. 8. Bmployment Agencies
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VI. Are employment tests given to progpective salespersons znd buyer personnel?
Yes Ko

If #Yes," vhat is the nature of the tests? (Such as Detroit Selling Tests,
Intelligence tests, apbitude tests, personelity tests, Voeation Interest Tests,
and go forth). Iwa1cwte af ter e"ch test whether it is 5 commercially prepsred
test, (indicate Dy "AY) or o compsny prepsred test (indieate by "BY).

1. Tests given to prospective salegpersons 2. Tests givea to prospoctive

boyers
&. 2,
b, .
c. e.
d. d.
VIi. Training Qualifications of the Beginning Sslespersons and Buyer Persomael.

A, Since the seven parts of s sele are ususlly divided into: Pre-opproach, ap-

proach, opening the sale, determining customer's wants, presentation of the J
goods, snswering objections and ¢losing the gsle, what policy does your store
follow in training beginning sslespersons for the different paris? FPlesse
number as many ag apply and in order of your estimste of importance.

1., Prespproach: ( ) depend on the employee's initiative, { ) appoint trained
salasperson to supervise begiuner, ( ) offer pre-ssles courses, { ) suggest
troining courses beginner should take, ( ) require beginner to read = specified
number of ssles books endfor sales magazines, ( ) work with high school or col-
lege in o cooperabive s chool-work progrsm to train salsspeople, ( ) visusl aids.
2. Approsch: { ) depend on the employes's initiative, ( ) appoint trained
salesperson to supervise begimner, ( ) offer pre-ssles courses, ( ) suggest
training courses beginner should teke, ( ) require begluner to resd 2 specified
number of soles books and/or sales magagines, ( ) work with high school or col-
lege in =z cooperstive school-work program to trzin salespeople, { ) visual 2ids,
3, Opeaing the Ssle: ( ) depend on the employee's imitiative, ( ) appoint
trained *aleSperqOE to supervige beginner, { ) offer pre-sales courses, { } sug-
gest treining courses beginners should tske, { ) require beginner to read
specified nuamber of %ﬂl@c books and/or sales megazines, ( )} work with aign.school
or college in a cooperative school-work program to trjln salespeople, ( ) visusl
zidg.

L, Determining customer's wants: () dep@ad ont the smployeetls initistive,

{ ) sppoint troined solosperson to supervise begimner, ( ) coffer pre-sales
courses, ( ) suggest itralning courses bevinner should take, ( ) rGQLITe begin-
ner to Ib&d s specified nurber of sales books and/or sales megazines, ( ) work
s1th high school or college in a cooperative school-work program to train sales-
people, ( ) visuol aids.

. Presentation of zoods: ( ) depend on the employee's initiative, ( ) sppoint
rained salesperson to supervise beginner, ( ) offer pre-salees courses, { ) sug-
regt troining eourses beginner shonld take, ( ) require beginner tc read s spec-
jed number of sales books and/or sales mabazvne ( Y worle with high school or
llegb in = cooperative school-work program to traln aslespeaple, ( Y visusl
vids

. Answering objections: ( ) depend on the employee's initiative, ( ) sppoint
trained sslesperson to superviee bveginner, ( ) offer pre-sales courses () suz-
gest training courses beginner should take, ( ) requi beginner %o remd 8 speci-
fied mumber of ssles boolks and/or soles magszines, ( 3 work with high school or
college in o cooperative school-work program to trsin salespeople, ( ) visual

aids,
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7. Gloging tJe S2le: () depend on your employee's ‘ait’ , ) appoin
-

e ive

trained sslesperson to supervise Legimner ( ) offer szles ﬁourqss, (
suggeat courses beginner ~huu]d take, ( ) reguire beginner to read = specified
nunber of seles hooks snd/or megazines, ( ) work with high school or colleze in
& cooPeratLve gchool-work program to train sslespeople, ( } visual alds. )

£~1 Nt d-

n

e P e - o dvend .

B. Are bsginning buyers reyuired to: { ) take any training eourses, () study
b o A . > s - .

eurrent litersture or lines, ( ) turn in a suggested list of purported purchsses,

( ) make one or more supervised shopping trips with snother znd seasoned buyer,

( ) other reguirements

I

I. BStore Attitudes.

et actlon is taken to correct the following:

NONG | CONFRRENCE| TRANSFER| PROBATION| DISCHART

a, Careless work . . . . . . . .

b, Bad Monners . . ¢ « « ¢« « o

¢, ZEmployee Differences . . . .

e. QCaveleuss Personasl Spvenrmace,

f. Bad Abtitude. . . . . .« .« .o

g. Dishonesty. . R - .
hat duties, other than those included in the definitions of & sslesperson and
s huyer given at the beginning of this questiomnaire, are performed by begin-
ning salespersons and buyers employed by your company?
1. Salesperson's Duties: 2. Buyer's Duties:

Is there specidl treining, peculiar only to the Department Stores, vhich is
not usually given in hig h school and/or college courses, but which should be
included in such courges? TYes , Yo

I "Yes," of what should such training consist?

> s
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After considering the guslity of work done by beginning snlespersons and buyers
in your company in the past, complete the following guestionnsire which is an
effort to determine whether or not the high school and/or college braining of
the employees has been adeduate in preparing students for such work in your
company. (Answer in terms of duties that beginning salespersons ond buyers sre
gxpected to be zble 1o perform. “henever s comment doesz not apply bo both
typves of employees, indicate by writing "ecales® for salespersons and "buy" for
buyer in the appropriste blank,)

Fields of Instruntion
and Trainiag Adeqguste]| Insdequate

S
Operating the following mschines:

. larking Machines . . . . . . . . . .

b, Adding Machines . . « ¢ v 6 ¢« o s v v e e w6 s
¢. Calculating Machines . . . « v . . + « . o o o .
d. Duplicating Machines . . . . + v o « v o & o .
g. Cagh Registers « . « « . « « v « « v o o o e e
f. Other

Subject Hstter.
S, GPommar. o ¢ o o v« s e s e 4 s o6 6 e e e a4 a4 & s

b. Punchustion . . . . . . . . .
I T 1 e T
4, Arithmetle . . . . . « « o o« « o
. Penmansghip . . « . . « .« « « .« .
f. Bpeech:

(1) Wenner of DeliveTy. « v v o o « o o o o o

(2) Tone of Volce . « « v v v v o v o o« &

(3) Bnunciation o « v v v v o a0 e e e e
. Persomality. . .+ ¢« o 0 0 o e v e 0w w e e s
, Humon RelabionS. . + « ¢ « v v o ¢ o a4 4 e e e s
. Package Wrapping « .+ . « < o o 0 v 0 e e e .
, Lettering. © v v v v v 0 v e o e e e e e e s e
L Other L. 0 . s e e e e e e e e e e e e e e s e

Store Tutics
Vizys of building a cusbtomer ligt . . . . . . < .
Respect for store poligy . .« o ¢ o ¢ 0 o 0 0.
SEOCKING o v v o 4 e e s e e e e e e e e e e e
FilIng + v v« v v s e s e e e e e e a s e e s e
Willing to teke training . . . . . . 0 e . o e .
Study of new selling materials and suggestions . .
Study of merchandise trends. . . . .« « + o v v o
Composing business letters of a routine nature . .
Nemembering customer and customer's name . . . . .
Good socizl judgments, i.e., social contascts

and hebite outside business hours., . . . . + .«

@
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. {Continued)

Fields of Instruction
and Training

Adegunte | Tnadequate

Office Duties {Continued)
k. ¥illinzness to adopt good store habits . .

1. Personsl Mennerisms (biting n=ils, ete.) . . . . . .
m. Checking Invoices, ete. . . . . . . . .. . . . . ..
Personal Traits:

a. Attention to details . . . « & . . . v 0w v ..
b. Organization of duties . . . . « v « v v v 4 v . . o,

Ability to follow ingtructions . . . . . . . .
Ability to get 2long with other pesople . . . . . . .
Grooming « . © . v v o v v w e e e e .
Tact + v ¢ 0 v v e e e e e e e e e e e e
Homesty .« ¢ ¢ v v o v s vt e e e e e e e e e e
Dependsbility . . . . . . . o v 0 00 0.
Anbition « L - o Lo 0 0w e e e e e e e e e e e
AlertRess ¢ o L v e e v v s e e e e e e e e
Industry . v v« ¢ v e e e e e e e e e e e e e e
ACCUPACY © v v ¢ 4 v o v e e e e e e e e s e e e e
Loyalty .+ o ¢ 0 v v v i e e h e e e e e e e e
n, Courtesy . - ¢ v ¢ 0 v v s e e e e e e e s
o. ITnitiative . . . . v v ¢ v ¢ v e e e e v e

. ° . . -
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you nave had Distributive Rducation experience, what

are your reazctions to

Suggestions:
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SPHECIAL BUYER QUALIPICATIONS

Do you require buyers to have (1) expert (2) goo: (3) fair
___technicel knowledge of merchandise he buys?

Do you require a buyer to be familiar with the store in which he is buying,
or would similar experience in another store gualify?

Is buyer expected to lmow esconomic trends? Yes o

Do huysrs operate on & budget plan? Yes No

Are your buyers expected to develop or recommend sources of supply?
ies No

Are your buyers held responsible for purchases? Yes _ o

Are your buyers , department heads , or floor managers
responsible for training snd informing salespersons?

Do you usge: HMonthly , annual , or semi-annusl hodget?
Are buyers required to secure sdvance approvsl on buying expeditions?

Are buyers , department hesds , or floor msnagers responsible
for mark-up procedures?

Are dbuyers , department hesads , or floor manzgers responsible
for receiving the goods?

Merchandise calendar used? by whom preparsdl

Buyers , Qepartment henads , and/or floor manager are/is
responsible for publieity and/or promotion?

Buyers are scceptzble who have had no salesg experience
experience | | outstending sales experience .

, some sales



Typiseh:

Harold A. Coonrad





