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CHAPTER I 

INTRODUCTION 

Both business men and sclx>ol administrators have recognized for sev-

eral years that the difference between what business education courses are 

offering in high schools d junior colleges d what the business man 

feels he nrust demand of beginning employ es is far too wide. 

In discussing this condition, Gordon F . Culver says: 

.wareness of such differences h s, generally, brought about a 
desire on the part of school administrators and business men to 
cooperate with one other, and. through mutual efforts, to ascer­
tain how these differences might be reconciled . In the past 
method fre~uently used in a ttempting to remedy such problems has 
been first. to determine what business required of its beginning 
employees, and second, to adjus t the school curriculum so that 
graduates would more nearly meet those reouirements . From fol­
lowing such a procedure, much progress has been made in dr wing 
business and the school in to closer cooperation . In many in­
stances, this cooperation has resulted in the setting up of 
rational standards--sta.ndards which were acceptable to both 
school and business . In all instances, however, it has indi- 1 
cated that the two ere endeavoring to settle their differences. 

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

solution. 

The present study endeavors to find what differences exist between 

school standards and employment stnnda.rds for t o speci 1 groups of stu-

dente--those who are training to become salespersons and those who are 

training to become beyers for department tores. 

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

and junior colleges !D8¥, through their Distributive ,due tion Cl sses, d 

1 Gordon F . Culver, ~ Survey of Selected Oil Co panies .!!! Okl oma. to 
Determine inimum Employment Standards Required of Beginning Secret~ries 
~ Stenographers, Unpublished ster' s Thesis , Oklahoma Agricultural nd 

ec 'cal. College, Stillwater, Oklahoma, 1949. 
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similar classes , most effectively t rain students to mee t employment s t and­

ards required by department stor es, both chain and independent . 

Statement of Pr oblem . The purpose of this study is to gather da.ta 

pertaining to the minimum empl oyment standards required of beginning sales­

persons and buyers for department stores, and to interpret these data in 

such a manner that the conclusions ma.y be helpful to instructors of junior 

college and high school cla sses of distributive education . Specifically, 

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 a rea is the t raining 

inadeaua te? 

2. V7ha.t 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 s tores employ a sufficient number of new salespersons 

and beyers each year to justify special instructions being included in the 

business courses of junior colleges :m.n high schools? 

4. Vlha.t are minimum educ~tion qualifications required of new sales­

persons and buyers? 

5. VTba.t experience qualifica tions, i f any, are required of new sales-

per sons and buyers? 

6. VIMt duties a re :performed by beginning salespersons and buyer 

employees1 

7. Are salespersons and buyer vacancies filled by new employees or 

are they filled from othe r store personnel on a promotion basis? 

S . Vlhat methods are followed in hiring new salesper sons and beyers? 
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9. Ylhat is the employer' reaction to distributive eduction courses 

if he bas had experience with them? 

Scope and Limitations. Theda used in th·s study ere obtained 

through perso 1 interviews 1th personnel directors of twenty d pPrtm nt 

stores, of ~hich eleven were chain department stores and nine w r inde-

pendent department stores located in Dall s, Texas, and Corsic , Tex s. 

The stores are considered by the investig tor to b a repr sentative cross 

section of typical department stores in which beginning employees ould be 

likely to find employment. 

Geographic locations of the department stores in this survey are as 

follows: 

umber of Stores 
Surveyed 

16 

4 

Total 20 

Location 

Corsicana 

Information obtained from the personnel man98ers during the intgrvie s 

pertained only to lespersons nd bu;yers. his limit tion in the scope 

of the study w s decided on after number of di cussions with p~rson-

nel an.agers who affirmed t t the securing of suit hle s espersons d 

buyers ias by far their most difficult personnel problem . Thi conclusion 

was so substantiated by surveying ystrom's II tJ\il Store per tion": 

Beichert' s "Retailing Principles and Practiees11 ; nd a.l ters, ingi:tte and 

Rouse, "Retail erchandising . 11 In surve ill€ this 11 te ture it ~a. found 

that the ecuring of lespersona and buyers w s given more con ider tion 

than the securing of personnel for other positio sin the dep, rtm0 nt store 

for whidl beginner might qualify. Si.nee these two group s, s esperson 

and buyers, are sufficiently distinctive to be c n idered by p rsonnel 



4 

managers as a separate p r obl em , other groups wer e eliminated . The study 

was then confined to the employment standar ds required of beginning sales-

persons and b~ers. 

Dat a ob t ained in the study are limited to the opinions of t he person-

nel directors interviewed . Since the pP.rsonal intervie~, was used for 

gatherin,g the dat 11 , no a ttemp t was ma.de t o a.scerta.in from the salesper ~ons 

and b~ers what they considered to be sho rtcomings in thei r own pr e-

employment training. It was r ecogni~ed tha t t hP opinions of th~se people 

a r e vaJ.uable; however, the time which would have been required to conduct 

personal interviews wi t h a representative number of employees was con-

sidered to be so great as to make such an undertl'lking impr c1.ct 'lcable . Too, 

the employee's viewpoint would be very likely to change if he wer e ever 

put in t he place of personnel manager. 

No attempt was ma.de in this study t o set up or define any particular 

me thods for t e~ching soles work or lll8 rketing, since the needs of different 

communities will vary gr eatly end tea chers can secure best results by using 

the many materials already available and by adapting t hem t o bis or her 

everyd!q needs. 

Definitions. The definiti ons for salesperson and buyer given in the 

Dictionary of Occupationa.l Titles were found t o be all-inclu~ive and, 

therefore, wer e used verba tim in this study to identify the two job class-

ifications. 

Salesperson. One who displays, expl a ins and sells merchandise to 
customer on sales floo r. First, ascert ~ins make , type, size, or 
design and quanti ty of merchandise ordered by customer and the 
approximate price customer is willing to psty; second, displ~s 
merchandise and assist~ customer in ma.kl~ a selection by sugges­
tions and expl anations , may emphasize the chief selling point of 
the article, be it quality, style , durability, popula.rity. 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 contra.ct for the customer's signature, if such 



is used. Fourth, receives payment or secures credit authoriz tion, 
d gives wrapped article to customer or a rranges for its delivery. 

Fifth, cares for stock on the s es floor; place new merchandise 
on shelves, racks, or st ds; keeps stock orderly and dusted dur­
ing the day: requisitions replacements from the stockroom as 
necessary or informs buyer or department head of shortage as they 
occur. Covers stock or removes it from the counter t night. 
Sixth , writes out accommodations ips when customer returns mer­
chandise for alter, tion or r pair, indic tea disposition of the 
erchandise. Seventh take periodic inventories of stock.2 

~. One who pure ses merchn...nd ise within budgeta ry limi t a -
t ions in sufficient quantities and with sufficient appeal tow r­
rant its r apid and profitable sale. Second , assigns selling price 
to merchandise; third, initia tes procedure, such s price reduc­
tions and special ales, to promote the sale of urplus or slow­
moving goods. He is specifically designa ted according to type of 
merchandise bought. ercbandise purchased is resold and is not 
processed, consumed or used in the org izction.3 

Department Store. Departm nt stores are retail organizations whi ch 
carry several lines of me re dise such as women's we rand acces­
sories, men's and boys' clothing , piece goods, small wares, and 
hote furnishings, and which re org1U1ized into sep ra te departments 
for the purpo se of promotion. service, a ccounting and control. 
Departmental organization distinguishes them from the general 
s tore. Add~tional distinction is their common emphasi upon shop­
ping lines . 

...!:.! Salesperson. A new salesperson is consi d.ered s any adrli tion to 

present sales force d ould include both repl acements and dded. 

5 

Beginning Worker . The beginning wo rker i s considered to be person 

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

Import ce E!._ ~ Study. It i evident that large numbers of people 

are employed as buyers a.nd salespersons in department stores. It then 

follows that a study of employment requirements is of great importance. 

As support of this importance, the United St tes Department of L bor 

2 Dictionary of Occupational Titles, Division of Standnrds d 
Research, United States Government, June, 1939, p. 778. 

3 .!EM, , p . 122. 

4 Harold H. Maynard a.nd Theodore N. Beckman, Principles of 
Prentice-Hall, ew Yorlc, 1939 , p. 146. 

rketiDg , 



Bulletin 94o states: 

Retail and wholesale trade have more than eight million employees 
and, in addition, provide a living to well over a million propri­
etors . Sales 1en and saleswomen constitute the l arge t group of 
employeee.5 

6 

The United St tea Government estima ted the 191~8 'PIOrki , populAtion as 

sixty million people, which ould give sixteen per cent engaged in th 

Retail and Vlholesale sales field. "One out of every eight retail employe s 

works in a department store. 11 6 

Since salesmen and saJ.eswomen constitute the largest group of whole-

sale and retail employe s, it may be advisable for many high schools d 

junior colleges to provide tr ining in t hei r curriculum for this .field. 

ith such a large number of employees represented, thorough tudy is 

ind.ica ted. 

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 tr ined and the kinds 

of traini and the employment opportunities in the comnruni ty: 

If graduates of vocational business programs a re to secure employ­
ment, the kinds of voca tional business tr ining offer din~ 
school should be determined by the kinds of business occupations 
in the school service areas t ha t are open to gr duate of th age 
and educational levels of those bei trained. In other words, it 
is necessary that there be a close rel tion bet,teen the ntunb r of 
trained and the kinds of traiping d the employment opportuni ti s 
in the community. Mo reover, the subject matter should be continu­
ously adjusted, through job anal sea, to the particul r occ ations 
for which training is being given. If vocetiona.l business gradu­
a tes are to render satisfactory service in the in t i.a,l job, t e 
t ining standards in terms of lmo ledges, skills, e.tti tudes nd 

5 Occupational Outlook II dbook, Bulletin 940. United St.cites De­
partmen t of Labor, 1949, U.S. Printing Office , shington, D. C., p. 23. 

6 Harold H, Mayn d and Theodore . Beclonan, Principles of 
ing Prentice-Hsll, New York, 1939, p. 147. 

rket-



personal. qualifi tions should be baaed on sA.tisf ctory employment 
requirements in government nd in busin ss.7 

In view of the fact th~t many of the gradu tes from th igh schools 

7 

d junior colleges secure mploym nt wi th depn.rtm nt stor s, th robl ms 

of determining employment tand~rds requ rd of b ginning al sp rsons and 

of buyers and the opportunities av il hl for such employm nt are con-

sidered of suffic·ent i orta.nce tow .rr t making thi~ study. cKee Fisk 

stresses the need for clo coopAra.tion betw~en school and bu in ss if 

tr ining objectives ar to b chieved: 

Business education must a c pt the viewpoint of busin s. The ab­
stract objectives of book le, mi must be superseded by actual 
business practice in the training progr The curriculum must be 
modified and adjusted to meet the actllEl.l situations in which pre­
paring for initial employment i th chief objective of voe tional 
training. Keeping in touch with business, cooper ti with employ­
ment managere. discoveri marketable st dards of chiev m nt re 
measures hich business educa tion lil}t t follow l ding to a.rd the 
accomplishment of their ob ectives. 

Sources of~- The interview method of normative-survey re e rch 

was utilized in gathering data. pert ining to employment st rds required 

by department stores of beginning sale pe rsons and buyers. 

An interview schedule, in the form of a que tionn ire . s prep red 

for use in the personal interviews. In e h instance, the int rv:i.P.w was 

conducted with the personnel director of th Department store. 

Other da.t were obt ined fro literature and r search studi sin the 

f"eld of busine s edue,q,tion. 

7 l3. Frank Kyker, 11 Factors That Contribute 
Standards in Vocational l3usiness Training," The 
Quarterly, XII (March 1941+), p. 6. - ---'-'--'--

8 cKee Fisk, The ational Busin ss Education Outlook, [inth~ 
~. 1943, p. 223.~ 



Method of Research. The interview method of normative-survey r ese rch 

was selected as being the most appropriate for gathering da.t necessary 

for the stuey. 

Carter V. Good, A. S. B rr, and Douglas • Scates say: 11 ormative-

survey rese rcb is designed to secure information on conditions of prac­

tices as they exist. 11 9 Of the interview procedure for g therlng data., they 

sey: 

By means of the interview it is possible to secure many dat 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 f cts, 
to form some judgment of the truth in the facts, and to 'read be­
tween the lines,• things that are not said.10 

Leonard V. Koos in hie book, The Questionnaire _!!! Educ tion, gives s 

one of his recommendations for using the questionnaire in research: 

"Wherever possible, it is preferable to use the oral uestionnair , that 

is, the interview, to the written questionnaire. 11 11 

Tact and good judgment must be used when appro ching and interviewing 

business men. In commenting on this point, Cecil C. DeHaven wri tea: 

In general, most business people are interested in business educa­
tion and are willing to help out, in f a ct, are a little flattered 
to be interviewed if one goes a t it in the right way and at the 
right time , 12 

Procedure. The purpose for which this e tudy was made s to lea rn of 

the employment standards required for beginning saJ.espersons and buyers by 

9 C rter V. Good, A. S. Barr, and Dou.gl e . Scates, The Methodology 
of ,ducational Research, p. 373. 

l O Ibid., p. 378. 

11 Leonard V. Koos, .'.!'.!:! Questionnaire !!! ,duca tion, p . 161. 

12 Cecil C. DeHaven, "CommerciaJ. Surveys--Are They orth While?" 
Review of Commercial Education, Volume 37 (July 194o), p. 13. 
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a cross section of department stores, and, in the light of such findings, 

to determine whether or not speci t ining should be included in Junior 

colleges end high schools to prep re students for these specific .jobs , 

After the questions to be answered by the study had been specifically 

outlined, related theses d other pertinent literature were studied, and, 

with assist ce from these materials, an interview schedule w s d fted, 

An interview schedule used by Gordon F. Culve:r13 was found to be of par-

ticular help , and liber 1 u e w s ma.de of many parts of his questionnaire, 

since the study by him is very simila r. 

A tentative interview schedule s prepared. The schedule ~s dis-

cus sed 1th several personnel directors of the larger tores as to cover-

age and as to thoroughness of det Us. After this had been done, the re-

vised form of the schedule was submitted to the chairman of th thesis 

committee for criticism. The interview schedule w s approved. A copy of 

this chedul.e is included in the Appendix. 

Since this study wished to consider a cross-section of departm nt 

stores, t hree small department stores, six medium to large departm nt 

stores, and eleven chain department stores were chosen for the stuccy s 

most nearly typical. 

The writer conducted all interviews. In each company, the writer 

asked to see the personnel director, and t ha t title will be used through-

out the study. In most cases, the interview was granted at once. Ho ever, 

if the personnel director was not ilable during the initi 1 visit, an 

appointment as made to see him at a later date. The intervie s were 

13 Gordon F . Culver, ~ Survey .2f_ Selected Oil Comp ies in Oklahoma 
~ Determine Minimum 'Employment Standards Required of Beginning Secretaries 
and Stenographers, Unpublished Master's Thesis. Okl home. Agricultural d 
Mechanic College, Stillw ter, Oklahoma, 1949. 
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cona_u.cted at various d . .-::i,tes in the months of July and August, 1949, Ea.ch 

interview was a,pp:roximately forty minutes in length. 

After all the infomation h~1.d been secu.red, the ::i.nterv5-8W i::checlules 

1i,ere sorted and the d.2,te. tre"i,tea_ through various categorie r, 5.n 1.:m c.ttempt 

to find answers or pnrtiB,l unswers to the questions presented in the inter­

view schedule. 
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CRAPTF.R I I 

sunv.mr OJ? BEI,ATED LI"fERATURrn 

In sn effort to find information that would help to an~wAr some of 

the questions ra,ised in Chapter I, related literature was surveyed, in­

cluding rela.ted information a.y;pearing tn textbooks, articles in business 

educ0,tion magazines, state courses of study in Distributive 1ilducl'l.tion, and 

completed research studies. Since :merchDndising courses demand. modern a.n,1 

current info1•.mation, no 1)ooke published earlier than 1928 were considered. 

All magazines conta.ining merchandising information were limited to 1937 or 

later eaJ.tions. The Okl,s.hom.-'1. and Texas State Course of Study for Distrib­

utive IT.lducation, 191+6, 1947, and 1948, were ex-9,mined. The following ma­

teriDls consider the importance, placement in the curriculum, and content 

of co1U'ses for training in department store employment as salespersons ~,nd 

buyers. 

Gra.de Placement 2f Courses in .!~ Curriculum. A merchandising course, 

regardless of where it is offered in school, is a direct 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 preparo,­

ti::in snd is therefore offered immediately before the student enters the 

business world .. 

Determination of Course Content. From job analyses and. occu:po.tional 

surveys come do.ta about jobs which may be of much help in D,ssisting stu­

dents to choose voc~ttions. In this way a student m:c1.y see how his qUD.li­

fica tions to perform a job compe,re with the qw.lifica tions required in 

business, thus indicating what should be included in vocational courses. 

So :far ~ts business is concerned., the selection. procedures used in 

finding a,nd. hiring new salespersons and buJ"ers a.re deslgaefr primarily to 

\ 



provide business with effective employees. 

Naturally business will select the best qualified persons avail­
able. The ref ore, it is up to the schools to provide adequate occu­
pations.l training whi.ch will enable the students to secure initial 
positions. 11 1 

This can be done only by finding what business needs, bec&use bu.si-

12 

nesses can ill afford to ha.ve a continual turn.over of employees. John J. W. 

Neuner an.cl :Benjamin R. Haynes in commenting s~: 

When all factors are- considered, the cost of employing a new worker 
m.:>."3 be quite considerable. If this worker do~s not fit into the 
job for ·which ·he was selected and must be tro.n!Jferred o:r elimin­
ated., much of this money is lost, along with the costly delays 
resulting from mistakes or f.rom insufficient number of workers. 
It, therefore, becomes an important problem of management to se­
lect correctly the best ~alified persons. So the schools raust 
help in this prepa:ration.2 

In its 1947 Course of Study for Distributive Education, the coordin-

ators of Oklahoma se,y: 

The units of this course of study are the outgrowth of the com­
bined thinking of the Distributive Edu.cation 'l'eti,cher-Coordin;9.tors, 
after an anaJ.irsis of the specific job a.uties and responsibilities 
of part-time students in a cooperative program.3 · 

Qua1i ties Common Am.OJ¥ Salespersons. In the Oklahoma State CourGe of 

Stuey for Distributive 1.!lducation for 1947, the following qus1itieo were 

found to be common among salespersons:4 

l Gordon F. Culver, h_ Survey 2£ Selected .Q2.! Conroa.nies .!!! Oklahoma ,!2. 
Determine Minimum ;mme1oyment Standard$ ~'luired . .2f Beginning Secreta.ries 
~ Stenogra.phers. Unpublished Master's Thesis, Oklahoma. Agricultural and 
Mechanical College, Stilliimter, Oklahoma, 1949. 

2 John. J. '?l. Neun.er and :Benjamin R. Haynes, ~ Pfo.na,i,-o:ement and 
Practices, 1947. 

3 Okl8.homa Distributive Educa,tion Department Course of Study, 
Stillwater, Oklahoma., 1947. :foreword. -

4 ~., pp. 14-29. 



( 1) J?:ro_per persom:.,1 01Jpearance 
c~i.) clothing 
(b) grooming 
( c) health 
(d) mennerisms 

( 2) Men t,oi.l a.n d mo r.al at t itud.e s 
( a) de1)endabili ty 
(b) honesty 
( C) J. oy;,3,l ty 
( d) ttbili ty to meet customers 
(e) customer Dpproach 
(f) tact in finding customer needs 
(g) truthfulness 

(3) Rules ;:;i.ncl regulations 
(a) smoking 
(b) atti tud.e toward friends 
(c) use of telephone 
(d.) UM an:3 C1.'l.re of equ:ipment 
( e) h:'l.ndl ing f1.m.d.H nna. money 
(f) store services 
(g) voice a.nd sr,eech 
(h) enthui~insm 

(1~) Job intl'llligence 
(5) Alertness 
( 6) Initio, ti ve 
(7) Gourtesy 
(S) Co-operation 
( 9) Industriousness 
(10) Professiona,Usm 
(11) Knowledge of l.1erch'3ltdise 
(12) Learning your customers 
(13) Knowing sales procedure 
(14) Kn.owing -cy-pes of <mstomers ,:li'ld recommend.ed 

ways of handling them 
(15) Resourcefulness 

.Q.ommo~ P-_L1.tJe.s !:_~forme.9: ]?x Sales,:eer_sons. The most frequently- per­

formed duties of salespersons were found to be:5 

( l) Stocking 
(2) Selling 
(3) :BuilcJing customer list 
(l+) S tu.1Jy of curre1:1t 1.i t er2,, ture 
(5) Building good. will 
(G) Store housekeeping 
(7) JJemonstra.ting 

.'.£rai~ Found. 1£ 'be ~ Helpf¥. The tr2dni1J€~ found to be most 

he1pfo.l includ.ed: 6 

pp. 14-29. 

pp. 14-29. 
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(1) A sound ecluc,"l.tional hJ.ckgro1.md 
(2) A study of sEi.lesmn.nship, marketing, 

advertising, f2shion trends. 

'.I'he larger stores require e,t les.st a high school ed.uc8.tion for 2. 
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sa.les:person, rmd nu:,ny prefer college graduates for i:n.experienced l)eginning 

sc::,.le:;persons. 

Tr.s::.Hs Found to be l::::2,§.!,_ Helpfu1: !'L'tld Wecessa?J:_·. The traits most helpful 

tind necess~;,ry :i.11 dep;:.trtment store s,:i.les and bu.;y-ing Yrnre found to be: 7 

(1) 
(2) 
(3) 
( l~) 
(5) 
(6) 
(7) 
(S) 
(9) 
(10) 
(11) 

Accuracy 
:Depe'i1ci.E),bili ty­
Ini tir:ttive 
Ini;ellig ence 
Courtesy 
Adaptability 
Indus tri ousne ss 
Jud.gmen. t 
Aggressiveness 
:N"eatness 
Loy,?1 ty 

(12) 
(13) 
(1)-1.) 
(15) 
(16) 
(17) 
(18) 
(191 
(20) 
(21) 
(22) 

Ch..ee:rfulness 
Honesty 
Thorough,.".1.ess 
Memory 
f!illingness 
J?rompt11e ss 
Interest in work 
Oreanizat:1.on nbil:i t:,, 
Ambition 
C?,u:i.ck Thinkiri..g 
Poise 

s Some needed rtbilities are: 

(1) Good. juo.gment, average intelligence 
( 2) Good penmnnship 
( 3) 11:'o be t'lble to work under pressure 
(4) Accur9.cy in the fundr:;.men tsi,l e,:ri thmetica.l }JTOCeMes 

(5) Good speech a.bilii'lf 
(6) l1.bilit;v to think fa.st 
(7) Good spelling ability 

,;s BXl incentive to do good work, the sn,le sperson c:c1n expect to be 

promoted to As:::dst&nt Buyer or Junior Executive 

stud¥ w2.s· m9,cle of :J, number of publisled. texts in order to determine buyer 

qm:i.l:i.ficntions ic.s to t:ca.in.ing, res-pons:ibili ties, (..nd. duties. 

7 Ibtj. , pp. 14-29. 

s -, . d 
.:!:.E:!:.....·' pp. 14-29 . 
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11echnical Q.ualific~ticns of Beyers. Paul H. N~ystrom, in his "Retail 

Store Operations, 11 Roland Press, 1947, briefly summarizes technical quali-

fications needed: 

A beyer's technical. qualities are: First, he must be an expert on 
the technical qu.a.J.i ties as well e.s on the uses of' the merchimdise 
he b~s. Second, he ranst be thoroughly f'amiliar with the plant 
operations, its opportunities .snd its limitations. Third, be must 
be sure in his observat:"i.onH and sound in his interpretations of 
the trends of consumer demands. Fourth, he must understand a.na. 
keep informed on economic trend.s lik~ly to affect the supply and 
demand and the price cl:1:'lnges in his lines of goods. He must be 
:particularly alert to all oh .. ti,nges likely to a.ff ect the purch':1,sing 
power of his prospective customer.9 

Responsibilities of' :Beyers. :Beyers, in addition, have very hea,vy 

responsibilities. It naturally follows, then, that great care should be 

utilized in determining beyers to 1Je certain that they can a.ssume respons·i-

bilities with depende,bility. Discussing buyers 1 res1,onsibili ties, ";\ystrom 

says: 

The bcyer handles goods valued at large sums of money. It is his 
responsibility to handle these.assets as a ba.nker would funds for 
safe keeping s.nd investments. A buyer must make his investments 
in. mercli.E,ndise stocks in such a way as to conserve eapi tal, produce 
sales~ build good will and make a, satisfactory net profit for the 
employer. 

It is the duty of the buyer to fully maintain the purchasing 1:md_ 
merchandi.sing policies of his employer. 

Good buying regardless of the type of mercha..11d.isa requires carefl'll 
planning. It is the function of good beying to plan thoroughly • 
• . . and then thoroughly work the plans. 

The bui}ter mu.st constantly keep informed on wha,t the market afford.s 
in his lines. He nms'l; keep in touch both with wha.t is new s;ad 
coming into use as well a.s I'.d.thlines passing out. He must know 
market values of the good.s he is to b~. He mu.st buy as cheaply 
as his circumstances will permit. He must, of course. know what 
his buying limits are, not only as to total purchased, but also a.s 
to d.efa.ils. There is sound. rea,son for confining purchases to fe.w 
resources but there is every reason for kn.01.'ving what is available 
elsewhere. 

9 P. H. N'ystrom, Retail Store Opera,tions, 1948, p. 108. 



Obta,ining pric!;ls and other con.di tions of :purchase fa.vors,ble to the 
plant is a part of the trading functions. Even under conditions of 
standa.rdized prices, which prevail in many lines of goods, a good 
tra.der can usually gain special advant~.ges, such e,s selling helps, 
improvements in delivel"J of wm,t-11ot which have V15',lues eouiva.lent 
to price dif:f'erenti81s. Good t:r.a,d.ing ha.s always char~wterized good 
buying and probably always will. 

One of the necessa,ry functions of good retail buying is to find. and 
to work with those resources the,t not only offer the best prices, 
but a.lso the best cond.i tion of supply and. service for the store, 

The retail buyer who knows a.efini tely wha.t his customers want, can, 
and should, aid and. encourage his resources in me.king improvements 
in the design., quality and usefulness of the goods he is buying ••.• 

The buyer will find it advan ta.geous to accord fair treatment to all 
sellers whe·ther he buys from them or not. In the interests' of pos­
sible future purch.1:1.ses, he should see as many lines, representing 
as many different resources, as possible. On the other he..nd, in 
order tha,t his purch.."'l.ses ms.y be interesting and worth-while to the 
seller, he should concen t:ra te them, so far a.s p:rac ti cable, among a 
few resources ...• 

The buyer functions ve:ry from store to store, and even from buyer 
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to buyer within stores, depending upon the stores, and it.s policies 
of oper,9,tion. In some stores, and :particularly in chain stores and. 
other group orga.nize,tions ha.ving central buying offices, the func­
tions of the buyer are almost entirely centered arou:ad the selection 
and :purche,se of goods with very little direct responsibility for 
their sale or other store operations,10 

Duties .£!. B::2;,rers. The beye:r also has du ties to perform in a,ddi tion 

to his knowledge of merchandise, end the above-named responsibil:i. ties. 

Nystrom enumerates these duties in d.etail a,s follows: 

A. Genera.l Duties 

1. To plan the a.ctivi ties of his depa.rtraent with 
good judgment • 

2. To observe e.nd main ta.in the merchandising policies 
of the store. 

3. To be responsible for all ,:,tock investments in his 
department or departments. 

4. To increase sales, build goodwill and make a satis­
factory net profit. 

10 P. H. Hystrom, Retail Store ,Qpera.tions, pp. 87-90, 



5. 

6. 

To be responsible for the direction, supervision, 
tra,ining, and efficiency of the sales and. stock 
people employed in his department. 
To keep informed on all conditions ano. trends 
perte,ining to success of department by constant 
use of such sources of information a,s: 

Store records and. reports. 
Shopping reports. 
Want slips. 
Fashion reports. 
Resident office reports. 
Trade papers. 
Style publications. 
s~,lesmen. 
Competitors. 
General business conditions. 
Visits to retail stores. 

J3. Buying 

1. Subject to the instruction of the T1lerchamlise 
Me.nager a..rid Controller to prepare s. semi-annual 
merc...h.andi sing bud.get for the a.e:partment. 

2. To plan all specific buying in advance, submit 
such pl:3ns to the Merchandise Manager for approve,l 
and then execute accordingly. 

3. To me,ke out a detailed buying plan for every trip 
to rnarket and work in accordance therewith. 

4. Subject to the policies of the store to: 
Select resources. 
Select merch~.n.8-ise in line with 
store standards on quaJ.i ty, style, 
price tmd markup. Make out and 
place the necessary orders or con­
tra,cts fo:r such purch~ses. 

5. To discover and. develop new a,ncl better resources 
such as: 

Wholesalers, jobbers, brokers. 
Producers--open, exclusive agency. 
Specit,,l ty. 
J'ob lot. 
Coopera,tives. 
Other retailers. 
Trading. 

6. :Co create and develop new merchandising 
:possibilities. 

7. To maintain an open. and friendly s,tti tude tmmrd. 
all sellers. 

1.ro accord, fa.ir treatment to all salesmen. 
To see 8,s maey lines of saJllples ~-s 
possible. 
To maintain a,bsolutely independent rela­
tions with all sellers. 
'J:o accept no personeJ. favors, presents, or 
other attentions that might lead to 
fa:vori ti sm. 
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8. To uee resictent ·buying offiee services provided. 
by the store e.nd cooperate with the activities of 
such offices so for as possible and profitable 
for the employer. 

9. Method.s of buying: 
C. 0. D., Open e.ccount. 
Consignment, Drop Shipment. 

10. Plennea. bu;sring: 
Careful prepB.ration of tri:p buying 
plf.JllS. 

Coordination of buying with a budget. 
11. :Buying for speciaJ. sa.les. 

Pl[-m in e,dvance. 
Include only wanted me::cclw.uclise. 
Use of regular lines with care. 
Time and timeliness. 
Secure concessions, but only on 
regular terms. 
Advertise honestly. 

12. Technical information buyer should have. 
Wha.t his customer wants now. 
What they will probably want. 
1i'Jha,t he h::;i.s in stock. 
Competition. 
Customers' complaints. 
Merch;:mdise q_ui::iJ.i ties, u~es, defects, etc. 
Merchi:.1,ndise sources. 
MD.rket conditions and prices. 
How much can be spent. 

13. Common error·fJ in merchandising to be checked a.nd 
corrected. 

Hed.uctions delayed or taken relucta.ntly. 
Failure to reorder promptly and enough. 
Orders not issued from house promptly. 
Slov: deliveries. 
Assortments too broe,d--duplications. 
Consolidations of stock. 
Buying without reference to experience and 
facts. 
Advice from salesmen taken too freely. 
Too rauch emphasis on wh1.tt is not. 
Selling and not enough on sellers. 
Danger in timing. 
lfot trying to find out whe,t customers think. 

C. Stockroom Duties 

1. To inspect a.11 goods received. 
2. To set the retail prices. 
3. To a.p-prove the invoices for payment and for 

marking the prices on the goods. 
4. To inspect stockroom daily ,,md see that merchandise 

is kept in good order and clean cono.ition. 

lS 



5. 

6. 

To check the handling of stock so as to insure 
the department against loss. 
To work with the receiving and. !ll8,rking dept:1.rtment 
closely, so a.s to permit the prompt movement of 
goods in stock. 

D. Supervise Stock Oontr·ol, Inventor-,r, Turnover and Ma.rgins. 

E. Selling Duties 

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

2 . .As a part of the semi-annual budget, to pre:pare 
a sa.les budget and selling calendar to be sub­
mitted. :for approval to the Merchandise Menager, 
to serve as a. guid1:i i11 the selling activities 
of the department. 

3. To produce the planned. sales with S:3,tisfa.ctory 
results. 

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

~-. To tr.,;.in sales people 011 the me :r.ehE.nd.ising side 
of their activities. 

To inspire salespeople with confidence 
in their goods and work. 
To be a leader of the salespeople by being 
a salesperson himself. 
To know and to be able to use salespeople 
knowledge of goods, in selling. 
To acquaint sa.lespeople with new goods. 
To show salespeople how to sell. 
To inspire spirit of helpfuJ.ness to all 
cu.s tome rs. 

5. To suggest and plan sales promotion method.s and 
work in cooper0.tion with the Publicity Division 
on: 

l'Jindov1 and. store di s1)h1.ys . 
Newspaper advertising. 
Direct efforts. 
Specia.l events. 11 

With these heaVIJ responsibilities and duties, it is understandable 

why most stores require in-service experience to become a buyer. 

11 · - R. • 1 S - - 0 t· 9" 9'' :P. H. Nystrom, ... eta1 - to1·e pera ions. pp. u- '+. 
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CIIAP'l1Ttln III 

Chapter III summarizes ,l:c\to. gathered by the imrestig,<i.tor in his inter­

Yiews vd th personnel directors of twenty a.epartment stores. The d0.ta per­

ts.in to the ste,tus and requirements of salesperson D.nd buyer positions in 

the department stores. 

Distr~ of J~n1:2.loyees in Deu8.rtment Store~ ~. The twenty 

dep8.r'l;ment stores includea. in the study employ c:;.., total of 3,267 £1.<"1,les:9ersons 

e,nd bu;yers. Of th& t number, 3,096 are tlalespersons and 171 are ·buyers, 

Of the 3,096 salespersons, 86B s,re men; S7 of the 171 buyers are rnen. Of 

the 3 , 096 saJ. e spe rsons , 2 , 228 a,re women; Sl+ of the 1 71 buyers are women. 

Table I shows the :nu.z::1ber of buyers and salespersons in each city 

surveyed. 

~Che four stores contactecl in DalL':1,S employ 2,367 sa.lespersons and 106 

b~rers; the sixteen stores conts,cted in Corsicrma employ 229 salespersons 

a..nd 61+ buyers. Accorfiln,g to ::itatements made by the che,in store personnel 

m,':l!wgers interviewed by the writer, the general employment ste,ncl8,rds usea. 

by chnin store personnel directors of thin stud.,v also 1::1:pply to severr-d 

'l;housand. other chain stores. 

Minimum Age at Frhich F.mployee~ will be Hired. Of the trrenty 1")0reo11nel 

di rectors interviewed, nineteen indicate they do not use neu emplo;veefl for 

1n .. i:yers; four say new-employee beyers have been tried and found U!lM,tis­

fa.ctory; nine report aJ.l buyers are hired from store emploJrees. Sixteen 

Blso report r10 ::,,ge limit for buyers, D.nd one store indicates a minimum ~,ge 

of 2s. Primarily. buyer w,cancies are filled b;y present employees and, :i.n 

gener;;il, age is not a ... n import?mt factor il1 em:ployiug buyers. 



~at ion 

Dn,lle,s 

Corsicena 

Total 

TABLE I 

GEOGRAPHIC.AL DIS~eRIBUTION' OF 
SALESPERSON AN'D :BUYER EMPLOYEES 

IN' 20 DEPARr.rtIEJ.'lT STORES IN 
DALLAS .AWD COPSICANw.\, TEXAS 

Nu.mber Number of Employees 
of Stores Buyers Salespersons 
Surveyed Men V!omen Men Women 

4 44 63 800 2,067 

16 ~ 21 6s 161 

20 87 84 868 2,228 

Total --
2,974 

292 

3,267 

This table should be read as follows: Four department stores 
in D,"'J. J.as employ a total of 2. 974 salespersons a.nd buyers • Of 
this total, 44 men and 63 women are beyers. 800 men a,nd 2,067 
women s.re salespersons. 
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All personnel rlirectors also in{Jica,~e th':'1.t sex is not considered in 

employing or :promoti~g t'.'.l b'l.lyere. 

As will "oe shown later, these datr;. would seem to indicc1.te th..'l t the 

graduate of neither high school nor junior college c~1n expect to be a 

buyer at gra,du.ation, or uuti 1 he hc:1,s acquired br,nd ex-_perience. 

Dighteen personnel directors se,,y the minimum age requirement for be-

ginning sa.lespersons in their org0.nization is sixteen, the Texc:,,e st,tte 

mini1rrum limit; t,10 personnel dll:·,::tctors indicate s, mininrnm age limit of 

eighteen. 'I1he EWer9,ge minimuJ!l a,ge for beginning saleepe rsons is 17 ye2rs. 

These data would seem to inclicrite that, as far .s,s age is concern.ea_, 

high school grn,dut:,.tes would be eligible for salespersons. 

1\c>.ble II sumrtlfJ,rizes the minimum i,,ge requirement dri.ta. 

Previous experience R.equi:remen.t. Tr]xperience is required of 13.ll buyers 

by all twenty personnel clirectors interviewect, as is shown in rrable III. 

Only one personnel director inclic8.tes a willingn.ess to consider experience 

outside their onn ore;::mization as sufficient to qu:J.lify a buyer. 'N'ineteen 

perso1mel a_irectors require in-service exJ?erienced bu~vers. 

:E'ourteen of the twenty 1iersonn.el directors ex_prei'.rn a willingness to 

hire in.e:rper-ienced. sales1Jersons outside their ovm organize, tion. 

]'ourteen 1Jersonnel directors also ina_icate a willingness to promote 

to st,.lcs1:,erson a.n em1)lo~ree ,1ho h;,,s had no sales experience if the employee 

seemingly has good sD.les :possibilities. 

iane personnel directors prefer hiring inexperienced salespersons 

from Dlstributi ve Bducf'l.tion trnJ.nees, where possible. One personnel 

director does not ,,ant Di stri bu.ti ve Education trainees. 

:E'rom these dc1,ta, it would. appee.r that previous s2,les a.nd buyer experi-

ence are required of buyers for department stores. Therefore, it may be 



:::==================:;;.;:;::::=::::::::::;;..:::::: 

.Buyer~ 

Salespersons 16 2 

TABLE II 

MINIMUM TI1:H,OYM}Ji:,J'.i: .AGE RFlQ,UIRl""CD 
OF SALJ:SPJ1JBS0lifS .AWD BUrI:JRS 

.il.s RTJ1FORT1W :BY PEFSOWliJ'F.L DI HECTORS 
O.ll" 20 DEPAR'.1_1r.f:TITNT ST.OPES 

Men C~e in Yea.r .... s) 
No 
Require-

~€:.~- 16 18 20 22 ~?l+ 26 28 ----~·--·---· 
l 19 Indefinite 

17 lS 2 

R:~quire­
!!lents 

20 Indefinite 

17 
==:;=========,=====---·~-...:="'-===========-==-:::~=--:=:-====="'..::··=·=-=-== 
This table should be rea,c1 as follovrn: ~Ul of the twenty d,epa.rtm<?nt stor0G will em.ploy women buyc~.rs. One 
store :requires a rainir:mm age of ?g. Nineteen s to:ces do not consider minimum G .. ge ~J,s a buy8r :requirement. 
Average minimum e,ge is ind.efini te. 



TABLE III 

PREVIOUS EXPJ£RIE1:TCF. HEQUIREH-ml\TTS FOR 
BIDINFfIN"G SllLESPF.RS0HS _A}1!D BUYBRS 

Type of Enmloyee 

Sr:le sper.sons 

11!-ru!iber nf l>ersonnel Dirsctors 
Ileportinf~ J3xperience Benuirement 
Required. Preferred Imm2.terial 

20 

6 20 0 

Th1.s tai)le should be read a.s follows: Twenty l)erson­
nel cliractars report thn.t experience is required_ for 
buy-ers. 
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assu~11ed that this a,:rea offers slight enrployment o:pportunity for high school 

or junior college gr2.duAtes without experience. 

However, sales positions do a.r1pear to offer an area of employment for 

high school or junior college graduates, especial1y so if they h.....:·we worked 

at this tv:pe of work pa.rt-time while in school. Part-time norlr while in 

school s::,,tisfies a :portion of the experience requirement for s111espersons. 

Marital S tHtus Preferred.. In 'l1able IV oJ.l a_a.ta concerning marital 

sta:t;u.s are shown. One department store personnel director indice.tes that 

married men are pre:ferreo_ .'.'i.s salespersons and buyers; however, he sts.tes 

it is not a requirement. All others indic2',te marito,l status is immateria.l. 

Minimum Education Requirements. Inform0.tio11 concerning minimurn e(lu-­

ce,tion requirements is sun1E1r-1.rizea. in Tfl,ble V. Sevr:mteen personnel (Urectors 

inte1·viewed say tht1,t no mininmm education requirements are set c1.s e. pre­

requisite to employment. However, eJ_J. of them indicate that high school 

graduates are preferred. Two personnel clirectors state that employees 

couJ.o_ not meet other salesperson requirements, such l'!.s :personal hygiene, 

good. 1Unglish, and mt?,nners, unless they have a.t lei1,st completed high school. 

'fhree stores require thnt inexperienced salespersons be at lerist high 

school gruduates. Also, no minimum educo.tiona.l requi rt'3men ts as such are 

set up, for buyers can be met only by a. college edUCfJ.tion or years of 

trsJ.ning under competent buyers, or both. 

1·1hile no minimum education requirements are found, a:ny oue with less 

thtu1 0, high school education would be umi.ble to meet the <lepartmen t store I s 

genere.l employment requirements. 

Dit1tribution of lfow s.a.lespersons e.nd Buvers Rmplo;yed During .:: 1\formal 

J3usin~ Year. The ti:-1enty d_epartment stores hire appro::dmately 1,278 new 

salespersons a,nd bn,y-ers rluring a nonne.l business ye>?,r. Of th ... at n1...u:n1)er, 29 



TABLE IV 

MARITAL STATUS PRJilli"':EP.RF:D 
FOR BEG OOHNG SALESP:NJFSONS Ai.ID B'OYEF-5 

N"umber of 
Personnel Men Women 
Directors 
Reporting s H I s Th1 I 

Beyers 20 0 1 19 0 1 19 

Salespersons 20 0 1 19 0 l 19 

"'Abbrevia ti on.s: S-SLa.gle; M-Married; I-I:mm<:1. ter-ial 

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

26 
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-·--- _.._._. ____________ ,. ----···--=' _____ ...... ___ ,. __ ..,...,,_ 

Position 

:Buyers 

Sr:i.lesperson 

Nu.mber of 
Personnel 
Directors 
~port_i~g 

20 

20 

27 

TABLE V 

=======--·---- --c---------
_ Number_ of _Personnel~r~to~eq_ui:ring_ 

Less ~l1h;::i,n 
High School 

Gre,a_wi te 

20 

17 

High School 
C+rndu:1.te ·-

3 

College· 
Grao_mte 

•J~his table shoulcl be read r::i.s follows: T1'len ty perP.onnel directors expressed 
a. willingness to hire buyers with less than B, high school ed.uea.tion. 
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are buyers and the other 1, 2~-9 a.re salespersons. 

Six personnel d_irectors indicate they will need no new buyers in the 

next five ye,9,rs, r:hile ten personnel directors in Corsicana. expect to need 

six buyers per yea.r in the next five y·ears. 

1l1he geographical distri1rntion of ne1u salespersons ::md buyers employed 

by the twenty department stores is shown in Table VI. 

During the next five years the sixteen Gorsica.na depa.rtment stores 

expect to use 32 new buyers and 339 new salespersons. 

The four department stores in Dalle,s expect to use 230 new buyers 

and 5,710 new regular salespersons for the same period. ;')ee Table VII for 

these da.ta. 

1:wo reasons were given for the expected incre;:,se. Any depa.rtment 

store of modern size ho>,s a, normal loss over a, five-yea,r perioa_ which will 

require replacements. The second rec),son is expected expansion, which is 

particularly true of the chain stores. In the case of ch~dn stores, even 

if the local situation remains ste.tic, expcJ.nsion of the system might well 

cause a promotion in some local personnel. 

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

m.sdntain fully established personnel offices. One of the duties of these 

offices is to recruit salespersons and buyers and d.etermine their quali­

fications, and to assign them to the place they flre to occupy in the organ­

ization. In one store included in the study, the assistant manager e.ssU.."'lEHl 

the duties of the personnel director along i"ii th other d.uties. In the 

other fourteen stores, the m.3.nager or owner assumes the personnel duties 

along with the other a.uties. It appears that the rnrm~ger-personnel type 

of director is perhaps better quaJ.ified to judge performance and needs of 

bu,yers and salespersons th.s.n any other because he not only determines job 



TABLE VI 

GlWG·RAPHICAL DISTRIBUTION OF 
APPROXIMA'l'E NUMBER OF NF.VT BUYERS AND SAtESPlllRSONS 

]}!PLOYED DURING A NORMAL BUSmss Y~.AR 

Number 
of Stores A;e:eroximate Number of New!z Emploied 

Loc~.tion Re;E?orti~ :Beyers Se,les:eersons Total 

DB.llas 4 23 1,181 1,204 

Corsicana 16 6 68 74 

Tota.l 20 29 1,21~9 1,.278 

This table should be read as follows: Du.ring~ normal business year 
four department stores located in Dallas en~loy approximately 23 new 
buyers and 1,181 salespersons. 
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TABLE VII 

EXPECTED STATUS OF S.l\!JESPERSON AND BUYER POSITIONS 
Dt.JP.ING· THE NEXT FIVE YEABS 

AS REPORTED BY PERS0liiN1ilt DIRECTORS 
OF TWllTff DEPll.RTr.f.IDNT STOR'ES 

30 

Nuruber Number of Newl;[ Emplozed Each Year 
of B:sy:ers Sales12ersons 

Stores No Changes Increase No Changes Inerease 
Location Surveyed Expected E;pected Expected 1sP.eeted 

Dallas 4 0 4 0 4 

Corsicana 16 6 ...!Q 0 16 -
Total 20 6 14 0 20 

This table shouJ..d be read as follows: Of the four personnel directors 
interviewed in Dallas, none indicate they expect any changes in bu..vers · 
and four report they expect increa.ses. Four also expect an increase 
in salespersons. 
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needs but is also responsible for coordinating these duties with the whole 

system's needs. The personnel directors of all the stores studied depend 

on the friends and relatives of ss.tisfo,ctory employees as their first 

source of supply for store personnel needs. 

J!'our of the stores use private employment agencies as a second source 

of supplying their needs. Six depend on United Ste.tes 1ilrnployment Service 

as a. second source of supply. Sixteen sto:res actu'9.lly notify school bureaus 

of vacencies, A,nd if the schools have anyone to recommend, the store will 

consider him as far as possible. 

Ten of the stores report they use newspaper advertising, if needed, 

to secure suitable personnel. However, the methods used to secure employees 

vary to such a degree thB.t no single cb.nsificc:tion of methods would :'1,pply. 

None of the stores studied depena.s on tests of an;y kind to select 

salespersons or buyers. Two personnel directors st,s.te testing has been 

tried_ a:.fl.d h.a.s proven uns.e,tisfactory. 

One personnel director asks for recommendations on tests. She also 

states she has unsucces:;fully tried to uEie the Kuder Preference Tests . 

. Another ]Jersonnel director reports they have tried. having ecpplican ts 

tested by two commercia.l testing firms and that the recommendations of both 

firms are contracy to the performB.nce of the applicants on the ,iob. 

J?ersonnel m2nagers of the twenty clepa.rtment stores were 8,sked. to indi­

cate 1Jhother va.cancies are filled by new employees, present employees on a 

:promotioni\l basis, or by both. The personnel d.irectors were also asked. to 

indicate the order of procedure for filling the ve,cnncies. 

\!fu.ere possible, all stores fill buyer V<'.l.cancies by promotion from 

either assistant buyers or salespersons. Two stores in Dall[~.s and two in 

Corsicana ind.icate tha,t if no one of the orgt"l.nization ce.n be found to fill 
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the buyer need, each of several other buyers are asked to o.ccept a :portion 

of the load until the store ce.n train someone a.lre&d,,V vrithin the org'?ni­

zation. 

One personnel director of ,\ Corsicr3.n'1. independent store prefers buyers 

tra.ined outside his ow!1. store, provided_ the prospective buyer has been 

trained. in anc,_ h.e,s had experience vrith a l::i,rger independent store. 

Sales1Jerso:n. vacc:mcies a.re filled by both new employees rmd by pro·­

mo ti on in all stores. ,\1:L :personnel directors interviewed state th<::i.t the 

percen tl1.g;e of people suitable for salespersons is so low :rn positions other 

th.An s!.::tlos that hiring new salespersons is a. necessity. 

Summarization of dnt!i showing how salet1persons 2.nd buyers are hired 

is given in Table VIII. 

Promotional Posr,ibili ties. Te.ble IX is used to show from which store 

~position buyers Rre promoted.. The M,les force is the only source of supply 

the twenty pP rsor.mel directors consider for buying; personnel, al though 

hea.ds of stock with s&,les experience rn::;i,;y- be cons:td.ered. A s2lesp<?rson is 

usW.'.ll;y- required to be an assiste.nt buyer before becoming A, f1JJ.ly resron­

sible buyer. 

So,lespersons c,1,re recruited from va,rious 11ositions in the $\tore, the 

personnel di rectors of the stores :indicate. DatA. on th:ls topic are sum-

marized in Table X. 

1111e aatri. pertaining to the possibilities of promoting se.lespersons 

a.nrl ·buyers to other positions in the independent store are su.11m1;:i.rized. :i.n 

'.L1able XI and rrable XII, based. on infoniw.tion furnished by· personnel ctirec­

tors of the twenty department stores. 

1ren of the twent;y- stores offer promotionG.l possibilities to buyers. 

Of these, four stores promote a buyer to Merchandise lllrm2.ger; two promote 



Buyers 

Salespersons 

TABLE VIII 

HAYS IN VIHICH TVml'1"TY DEPARTMJi!N'T STOR11JS FILL 
:BUYER AN"D S~~L:1i1SPERSON VACAWCI:mS 

33 

Second Preference 
First Preference 

Present New 
·mmployees Em;eloyee~ 

19 l 

20 

Special Training 
of Present 

___!mpl,9_xee s 

19 

New 
Employees 
~ 

1 

20 

'11his table should be re,9.d as follows: When filling buyer vaca . .ncies, nine­
teen of the twenty deps,rtment stores give first preference to present em­
ployees. One of the twenty de1)1:1.rtment stores prefers Fin ex-per:l.enced bu;_ver 
from r,mother orga:nization; also, nineteen department stores :prefer giving 
specb,1 training and then ;promoting present emplo;fee to hiring new em­
ployees for buyers. One department store prefers a new employee. 



TABLE IX 

DllJ:P.~.B.Tl::[ENT STOBE POSITIONS 
FROM WHICH BUY"1IlES ABE PROMOrrED 

AS rrnPORTED BY TWTilN'TY PEBS0Wlrmt DIRBCTOBS 

Store Positions 

Assistant 13u.ycrs 

SaJ.espersons 

Head. of Stock 

Number of Stores Reporting 

7 

13 

4 

===----.. -===~---::..... ·==::..-:.=..:..:..=..~':""'"-==-·=====--
This table should be read as follows: Seven personnel clir8c­
tors report that f;.ssis ta.nt buyers in their orga.nization e.re 
promoted to buyers. 

Note: Some stores reported promotions from several a.ifferent 
posi Uons. A store is counted once for each posidble pro­
motion. 
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TABLE X 

STORE POSITI0 11TS Ji':P.OM vmICH SAI,~SPERSONS ARE PROMOTED 
AS BEPOR~"ED EY Tr.:N PF.f~OinIB1L DIRNCTORS 

Store Positions ---
Stock Clerks 

Cashiers 

De:1 ~. ve r·y Boy 

J1ece:ption:i..s t 

SecretD.ries or Stenogre.phers 

Number of Stores ReporUng 

6 

3 

4 

6 

3 

4 

g 

- ··- -======================= 
This table should_ be read ~,s follows: Ten stores promote 
:present employees to fialespersons. Personnel directors of 
six of these stores report stock clerks Bre promoted to 
salespersons. 

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

STORE POSITIONS 
~~ V!HIG1I l31Ti:B1RS HAY BE PBOTu!OTED 

AS RF.PORTED BY T:f31\T PJ~RSOlillifEL DIRECTOF.S 

Store Position Number of Stores Reporting 

Assistant Manager 2 

Merchandise Manager 4 

Floor M2,nager 3 

Jimio:r. Executive 2 

= ;; 
This to.ble should be read as follows: Person..nel d.irec-· 
tor:, of ten a.e:pD.rtmon.t stcres re1:crt buyers are :;::-ro:motea_. 
Two :;;tores re:port buyers ;:::,re promoted to Assistant 
ffanagers. 

i'fote: r.rwo stores promote to more than one position. 



TABLE XII 

STORE POSITIONS 
TO WRICH SAL'ESPRRSONS !,fAY BE P:OOMOTED 

AS REPORTED BY FOURTEF'.N PJi!RSONlifJilL DIRECTOR.$ 

Store Posi tio:n llr.u"!lber of Stores Reporting 

Hee,t'l of Stock 

l~ssistan. t Buyers 

Buyers 

Junior Executive 

Supe:rv:i. so r 

None 

4 

2 

4 

5 

6 

This table should be read as follows: Personnel directors of 
fourteen department stores report salespersons are promoted 
to other store positions. Four stores report promotil¥$ to 
m~a.(l of stock. 

Note:. A store is co·u.n.ted. each tims a different position is 
listed. 

37 
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buyers to Assistant Managers, e.nd three promote bu,_vers to Floor Managers. 

One chain store personnel director indicates no promotional possi­

bilities for buyers, and two stores promote buyers to JLmior Executives. 

Two stores use more than one type of promotion. 

Media Used in Locating ~ Ero.plo;yees. Seven methods of locating 

prospective emplo;y-ees are listed on the question..11.aire used in interviewing 

personnel directors, who were invited to ind.icate the means used most fre­

quently by them for locating new employees. 

Sixteen stores indicate their first means of locating se.lespersons 

and bcyers is through friends and relatives of present employees. These 

stores also indicate they may use varying media as second choice. 

Six indicate U. S. Employment Agencies as second. chofoe, while four 

indic0,te private employment agencies as second choice. 

All indicate a. willingness to co-01Jerate with high school an<l college 

employment programs, but ina_ica.te this is not considered a dependable 

source of supply because employees are frequently not available, and. in 

mP,JJ.y cases hours of employability did not fit store's needs. 

One personnel director of a large DalL<.l.s store states she depends 

solely on the applications-on-file and the Di stri buti ve Jilduca,tion Program 

for employees. This personnel director states the a;pplications-for­

emplo;yrnent file has always been su:fficient to furnish any employees needed. 

The personnel di rector of one of the larger ino.ependen t stores in 

Corsicana, reports he tries to keep tall on good sa.lespersons 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 mea.ns 

which seems next best ancl which varies according to the type of person 

needed. See Table XIII for a, summary of these data. 



TABLE XIII 

1TITIDIA USlTID D\f LOCATING PROSPECTIVE BUfRRS AliJ'D S11Ll~SP1i':RSOI'JS 
AS nrnICATBD BY P"fi:RSOlmEL DIB11)CTORS 

OF TVlffl'l'! DF.l?ARTHJfiliTT STORES 

3g 

Media First Medium Second Medium 

Personal Acquaintances, Friends 
or Relatives of Employees 

College &,nd/or High School 
Employment Bureau 

Private Employment Agencies 

Application on File 

United States Employment Agencies 

TotaJ. 

16 

0 10 

3 4 

1 

6 

20 20 

This table should be read as follows: Sixteen personnel directors report 
the first medium used by erwh of them to locate prospective store em­
ployees is through acquaintances, friencls or relatives of present em­
ployeGs. 
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In light of these d&,ta, it would seem that persons desiring employ­

ment as salespersons rmd./ or b1.wers will do well to file applications for 

the dedred positions in the personnel office of the stores of his choice: 

also, that college and/ or high school employment bure:.ius c8n be of material 

ass:i.stance in pl1ici:ag persons in department store sales jobs. An acq1.w.int­

once with department store personnel cs,n be helpful in l':18ny c.<:1.ses. 

Stat~ and N-0.ture of ~mployment 'l1ests. lfone of the department-store 

personnel cli:recto rs h-J.8 a definite testing progrrun for possible sc:1,les and. 

buye:c emplo;yees. One personnel director ind.icat;es th0i,t her store has rnD.de 

80me use of tests for filling sB.les positions but that the effort is not 

s2,tisf&.ctory nor ind.ica.tive of sf"1.les abi1it~r to any t::1,p:,,;ffec:b.ble degree. 

trra-ining Requirements for Beginning Salespersons .:::nd Buy~. All 

personnel <Erectors agree on a sale having sever2.l princi:p,0,l parts and 

'."i.gree th2,t the seven follovling titles z;i,ncl Ji visions Fi.re acceptable: 

(1) Pre-approach; (2) Appro2.ch; (3) Opening the sale; ()1.) Determining the 

customer 1 s rm.nts; (is) Presentation of the goods; (6) Jmswering o1J.jr"ctions; 

(7) Closing the sale. ~11"1is information :i.s summarized in 1rable XIV. 

All of the personn0)l di recto rs indicate an experienced and tr.:dned 

supervisor is given the responsibility of checking on beginning employees 

to determine if the sa1esperson is efficient in the ;3,cJrninie,tration of 

these parts of 2, sci.le. Sf-;J,esmE,nship courses ~1.re espec:i.e.lly- Ynlw\ble for 

tr.·,drdng in the 88 r-:i.reas. They nlso expect Et ~8.lesporson to be fimliliar 

rri th the lea.din~; trade J ourna.ls of his 11l'uti culi~.r 1 ine, 2.nd four personnel 

directors ind.1C[;,te frwlili::i.ri ty ,xi th some of the recognized_ books on sell­

ing is noted e.n.d ttppreciD,ted. 

LHne of the personnel directors indico.te Distributive 1clucl'-l,tion 

trainees are their most progressive employees. S:ix personneJ. directors 



TA13Lli.l XIV 

SEVEN' Q.U.ALU'ICA'l1IONS 
OF BEGINNING SA!,JilSPERSONS 

.ACCEPTABLE TO PEESOiUif!ID:., DIRECTORS 
OF TWENTY DF..PARTMENT STORES 

41 

Tarin Acceptable 
Stores to Personnel Directors 

~ of Sale Part Beporti¥; YGJ! No 

Pre-approach 20 19 1 

Approach 20 20 

Opening the Sale 20 20 

Determining the Customer's Wants 20 20 

Presenta.tion o-f the Goods 20 20 

Answering Objections 20 20 

Closing the Sale 20 20 

This table should be read as follows: Of the twenty personnel directors 
reporting for depa.rtment stores, Pre-approach is accepta.ble to nineteen. a.s 
preparation for sale; unacceptable to one. 



require an employee to ta.ke ::,., pre-sales trn,ining course before he is per­

mitted to sell on the floor, while two personnel directors require a sa.les­

person to understud;y a. designated. salesperson from one to five da;ys before 

attempting to sell. 

All stores require familia.ri ty with the particula.r lines or brands 

he:11dled, and fourteen of the stores use visua,l aids in preparing employees 

for sales work. 

All stores encourage salespersons to take all possible sales courses 

offered. by the St8.te Department of Vocational lTiducation in conjunction with 

the 'l1exa.s University's Distributive Education Progr8.m. 

:Buyers are required to meet technical requirements of buyers. The 

personnel directors of this study set up standards for a buyer a.s indicated 

in the following p0.ragraphs. 

All directors s:;:1y a buyer must be 1m expert on the technical qualities 

as well as on the uses of merchandise he buys. He must be able to ma,ke 

logica.l decisions quickly ancl must be a.ble to think clearly under stress. 

He must be sure in his observations a.nd sound in his judgments ancl inter­

pretations of the demands of the times. He must 'be alert to all chnnges 

likely to affect the purchasing po,,er of his prospective customer. 

The buyer is required to keep const:,mtly informed on what the ria,rket 

affords in his line. He must lmow what is new ~md what is coming in. He 

must be a good trader. Buyers are expected to be on friend.ly terms with 

all sellers, al though eighteen stores indica.te they expect a buyer in 

general to concentrate on a few sources of supply. These da.t:::i, s,re shown 

in 111.0,b 1 e XV • 

General Responsibilities 2f. ~ B:sver. Data. pertaining to geners,l 

responsibilities of bu;,vers are shovm in 'l\'1.ble XVI. 



fJ\D;,BLE XV 

rrRAIJ:JING DATA 
AS Rfi:Q,UIInm BY P'i1RS01Pf1ilL DIRfi]CTORS 

OF TVJENTY DFJ>AB.T:XffiWT ST.OR/TIS 

T;'lT>e of 1.Praining Required 

Supervision of beginners by 
trained. personnel 

]
12.milie,rity of trade journals 

b~/ se.les1)orson 

Knowledge of line and. br,md 

Familio,rity- of recogrdzed books 
on selling desired 

l:'re-svle training course requ:i.recl 

Store uses visw~.l aJd.s in training 

Adult Distributive Educa.tion courses 
recommemled by store 

Number of 
Stores Using 
:Phi~Train i l}g_._ 

20 

20 

4 

6 

14 

20 

l'Tumber 1qho 
Do Hot 

Use 

16 

6 

This table should be ree,d c,s follows: Twenty stores he.ve 2. trr:dnea. or 
ex:periencect supervisor to help beginning ,1aJ.espersons. 
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TABLE XVI 

G'ID.!]JRI\!, PESPUHSIBU,ITIF.S 01', A BUYT!JB 
AS RJi!PORTED BY PERSONtUfil., DIRF.CTORS 

O]' T','l'RN'i'J.'Y DEP.I\RTRiT STO:RF.S 

Title of Responsibilitl 

Sales Volume 

Direct Sales 

Select Resoul'ces 

Selection oi' M.ercl11.,ndise 

Selection of' Q,uality 

Price and. Markup 

Receive Goods 

Stock Control 

Display 

Submit Semi-:a.nnua.1 Budget 

--

Distribution of Duties 
of '.Buyers bl Wumber ~f. S ~ores 

Joint-­

Buyer 

17 

lS 

1g 

20 

20 

18 

20 

17 

12 

12 

Uercb:indise Ma,n~er 
and Beyer 

3 

2 

2 

2 

3 

This ta.ble should be rea.d e.s follows: Seventeen stores e>.."J)ect the buyer 
to be responsible £or sales volume. Three stores expect b1J¥er and mer­
chandfae I'lalcge:r to be jointly responsible for sales volume. 



All personnel directors indica.te a. buyer is expected. to be responsible 

for planned activities of his department and that all a.cti ons be in line 

with store policies. 

Seventeen personnel directors hold the buyer responsible for SA.les 

vollmie. Eighteen personnel directors interviewed expect e, buyer to a_irect 

and to supervise sales, to see that all pertinent informatfon be a.va.ilable 

to sales people. Two stores expect the btzyer ancl merchnnd.ise ma.nager to 

be jointly responsible for these duties . 

.All personnel directors expect the buyers, subject to the store policy, 

to select resources an<1 merchand.ise in line with the standards on qu.B,li ty, 

style, price, ;:i.nd ma.rk-up 1 D,na. to buy in line iiv:i.th mow.1.l)le volume. Also, 

the buyer is B).."J)ected. to 1:levelop 1 if possible, new and better sources of 

supply. AlJ. stores rea_uire the buyer to recebre a.nc'i inspect a.11 good.s for 

his a.epartmen t, set the retail price, and approve the invoice for pe,yment 

or reject the invoice by detailing reasons for non-accept&.nce. 

Buyers are also held responsible for stock control, inventory, turn­

over, and margins. :Buyers are required. by twelve of the twenty stores 

studied to submit e, semi-annual budget and selling calendar to serve gs a, 

guide in the sales of the department. These same stores 8,l<JO expect the 

bu:y-er to see that the good.s receive the necessary display, selling pres-

s1u·e, and ad.vertising. 

Duties Performed. }2x Salesperson~ ~'2-nd :1312:if~rs. All l'.lersonnel clirectors 

agree that the definitions of salesperson given on page l of the In.terview 

Schedule and. reproduced in Cha.pter I a.re all-inclusive. All ind:lca.te the 

definition given of a buyer crui be expt.i.na.ecl but that for 1,t general state­

ment of duties the definition is sufficttmt. 



Special Trahdng. Seven of the twenty personnel directors interviewed 

s;re of the opinion that there is specia.l tra:lning peculiar only to a.epa:rt­

rnen t stores th1:,t should be included in classe~ })re:paring students for mer­

chan(lising. ':Phis information is summartzed. in T1.:tble X.'VII. 

Four of the seven :personnel directors ~uggest gra.du1.tes coming to 

them need more tra.ining in rierso:n.alit;,r, .<i.ncl three personnel directors indi­

cate 1:,. need in human relations. 

All twenty personnel directors \m=mt more tr~,.ining tn SA.lE>sms.nship, 

and two suggest a study of actual celling s:l tuo,tions fi.nd how to m~q.ke a 

successful sa.le in each situation .. 

The personnel d.irectors in two of the l;:,.rge ind.epend.en t d_epe,rtmen t 

storM, sug,ges t college gre.dw:ites should be given training in elem0,n ts of 

job opportunities. These two pi?rson,'1.el directors comment tha.t very few 

colleg;e grn.dua.tes knovr what it tnkes to succeed. on a _job: neither c:::m they 

think through on a proposition. They depend too much on theory anc1 not 

enough on prnctical solutions to business problems. 

rrwelve of the twenty personnel directors indica,te that no new train­

ing cources are neecfoct in the high school or colleges for m2rchanclising 

rituclents. One personnel director states that he has been impressed with 

how :nu.ch fs,ster yo1,1n.Gn:r r)eorlA learn new f11.cts and new sales points when 

com1J,,.,rea_ w:i th his olcler salespersons . 

. Personnel directors of all th<~ twenty !';tores ind_ice,te they depencl more 

on experience than on tre.ining to insure succe1?:sful salespersons. All 

express the O}?inion that tr:J.ining r~ot replB,ce experience as trn.ining 

for sBlling. 

Trr:dning is not consictered. hy any of the :personnel directors as suf­

ficient for a buyer. A buyer, all of them indica.te, must he.ve broad ex­

perience a,nd heavy tecbnica,l knowledge to be successful. 



TABLE XVII 

SPECI.AJ~ '11RAINlNG 
WHICH PERSONNEL DIRECTORS mr:r.r Wlfil SHOULD BE GIVEN 

IN MERCHANDISING COURSES 

Special ~raining Suggested 

More Salesmanship 

Case Stuccy- Selling 

Elements of Job Opportunities 

Personality Courses 

Huma.n Relations 

Package Wra.pping 

Simple Lettering 

Number of Personnel Directors 
Who Believe This Training 

ShouJ.d Be Given 

20 

2 

2 

4 

20 

g 

11 

This ta,ble should be read as follows: Twenty personnel directors 
believe that stud.ents in merchandising eourses should lw.ve more 
courses in saJ.esmenship. 

lf.7 



TABLE XVIII 

NUMBER OF STORES t'lll,L HTG 'ID US'.m 
DISTRIBUTIVE EDUCATION PROGRAM AS A TF:AININ'TI- DEVICE 

AND THEIR RATING- OF THE PROGRAM AS 'ID ITS VALUE 

l'iumber of Stores 
Reporting 

20 

Nurnber of Stores 
Willing to Use 

the Program 

19 

Number of Stores 
Rating the Program a.s 
mxcellent Good Poor 

9 5 0 

rrhis table should be read as follows: Of twenty stores re­
porting on Distributive Education Progra111s, nineteen stores are 
willing to use the program. 

l+S 



In eight stores where salespersons a.re required to wrap packages, 

additional training in pe,ckage wrapping is suggested .. 

Eleven stores indicate salespersons need tr1:dning in some form of 

simple, fa.st and effective lettering so as to be able to make counter 

cards and signs for their own department. Personnel directors for two 

large stores suggest the case method. of teaching selling, to be based on 

typical selling sitw,tions in department stores. 
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Personnel directors in all twenty stores report some form of a train­

ing set-up for new salespersons. In thirteen stores they indicate a trained 

salesperson or clepartmen t manager is appointed to supervise a beginrling 

salesperson. Four personnel di rectors report pre-saJ.es co11.rse of up to 

tv,o weeks. Sixteen stores require salespersons to keep posted on sales 

trends 8,nd hints by reading 2.ll accessible current li tera.ture, such as 

store trade journals and hints a.nd information furnished by tht1 m21.nufac­

turer. 11lighteen personnel directors report their stores coo:per/3,te in 

either a high school a..nd/ or a college and/ or both training programs in ~.n 

effort to secure better employees. Also, twelve stores use visw,l tdds in 

their training programs for salespersons. 

Four stores ind.ie:'ite they have no replacement requirements established 

for buyers bece,use the buying is done by the owner or a member of the firm 

8.nd. no increase is co.ntemple.ted; therefore, no requirements hr:;.ve been 

established. 

Personnel manngers of the other sixteen stores all agree the buyer 

must first of all be an outsfa,ncling sa.lesperson; he must have good judgment; 

be an expert on technical qualities; understana. economic trends; a.na. be 

well informed at all times. He must be 3,ble to unclerstand a.nd to analyze 

store reports; he must know suppliers; he must be able to train sa.lespersons 
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on the merchandising side of their activities; he must be able to suggest 

end ple.n sales promotion, window and store rlisplays, newspt:rper actvert:lsing, 

and special events. 

Ten personnel directors sa;y no one is promoted to buyer except from 

assistant buyer, end 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 fm initial correction of careless work, followe<l by probeJ,tion 

if necessary, and discharge as a lHst resort. Seven of the twenty indi­

ce.te cr~,reless work is a minor factor, while five se.y they h,9,ve to consider 

it seriously; and eight say it is important in their org3nization. The 

same numerical distribution is found on ba.d. mrmners, employee differences, 

and tardiness. Eight personnel d.irectors report no trouble with careless 

personal appea,rance, and twelve report 8, conference is generally all that 

is necessary when any mea,mres are needed. For dishonesty, nineteen of 

the twenty personnel directors ind.icate discharge is the only action con­

sidered in most cases, while one small chain store sys tern indicates an 

attempt is made to find the cause of the dishonesty a.nd at least one 8,t­

tempt is made to get the employee again on dependa.ble ztatus. A summary 

is given in Tnble XIX. 

Nineteen personnel directors ind.icate the interview sheet thoroughly 

covers all pba.ses of selecting and .judging sa.lesperson employees, but each 

personnel director states buyer's quaJ.ific0.tio11s are so broad a,nd his 

duties so flexible that no definition would be sa,tisfactory. 

VlhiJ.e the twenty personnel directors believe an education is ro111 asset 

in merchandising, they unanimously agree it cannot replace experience: 

however, they do agree that a, salesperson who P,,lso hi':\S at least a. high 

school education is preferred to one with experience only. 
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TABLlll XIX 

MlTIASUHES USIQD TO COBRlUC~~ S~i.10B.1IT ATTrr.rro:ms 

-------· 
Action Tei,ken* 

Attitude Considered 

Nrunber 
Directors 
]_eportin~ C --T- l?_-.Jl. 

Careless work 20 20 l~- 6 

Bo,d M8nners 20 20 14 6 

Emplo;y-ee })ifference 20 16 2 4 

T.9.rdiness 20 18 2 

Careless :Personal .Appee,re,nce 14 

:Sad Attitude 20 16 4 

Dishonesty 20 1 19 
: .... ·--·~ 

"' 0-·Conference '.1.1-Transfer :P-Prob~i,tion D-Discha:r.ge 

This tr:i,ble should be read as follows: Twenty personnel directors report 
the first :c,;,ction for careless work is a conference. :E'or second offense, 
fourteen clirec'Gorn _ple,ce employee on probation and six discharge. 



CHAPTER IV 

1WALUATIOU OF THI'; TRAINLtifG OF 
BEG Ilil1HNG SAL F,SPERS OlifS A."f\JD BUYERS 
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In order to determine whethel~ or not the merch~mdising tra::i.11ing pro-

vided in high schools and. junior colleges in the :past hn.s :3atisfn.ctorily 

prepared. stuc1ents for em_plo;yment vJi th department stores as salesp,,rsons 

and buyerr;, personnel directors were asked to inc.ic'.:.l.te whether, in their 

opinion, the training of these beginning salespeople 0,nd buyers h~Js been 

adequD,te or :i.nc1de(p1;:;,te in: machines common to salespersons Arnl buyers; 

sub,ject 1w:1 t'ter; store duties; o.na. personal tre.i ts. Since on1y fourteen 

stores were willing to hire inexpe:riencea. salespersons. only the data se-

cured fr·m,i these fourteen. stores were e,n&J.yzed. 

\,/hen answering this section of the interview schedule, personnel 

directorn \'':ere G,sked to consid_er the qu.:-:i.li ty of work a.one by the majority 

of beginning se-.lespersons A.ncl buJrers in th8ir stores in the p2.st. The 

questions were to be a.nsv:ered in relation to these considerations. 

Personnel Direct.ors I Ouinions RegE\rdin~ ME,J.chines Common to Work of 

Sales:persons and :Buyer~ of Dep."l.rtment Stores. Of the two stores employing 

new buyers, personnel o.irectors report tlw,t beginning buyers D.re not re-

quired to use :;,.n;y of the mschines listed in Table XX; but these se.me stores 

eJ. so indic"".te that the ability to use l!!!?.chines would likely make the buyer 

more value.ble. The two personnel directors report th&,t new bu.yers a.re 

adequately tndned in using th.is equipment. 

The personnel directors of seven stores ind.ica,te tha.t neither buyers 

nor salespersons are expected to use any of the TI\8.chinee. Seven stores 

we.n t addj_ t ional training in the use of ·the ca.sh registers, s.dding machines, 



Store Ma.chines 

Ma,rking Ma.chines 

Adding Ma.chines 

Calculating Machines 

Duplicating Machines 

Cash Registers 

TABLE XX 

STOBB MACHINES USED 
AWD OPINimJS AS TO oWEQUACY OF PJU\.CHIJffi 'PRATIUNG 

OF BEG-IIDHNG B'lJYw.RS .AlID SAL1ilSFERS01'f8 
AS R1i.!PORTED :BY TVlfflTY PERSO:NNJ![, DIRECTORS 

Number of Personnel Directors Reporting That 
Buyers Do 

Not Use 
Machines 

Training in Operation Salespersons Training in Operation 

g 

of !fa.chine is: Do Not of Ma.chine is: 
.Adequate Immaterial Use Machines Ad.equ~.te In.adequate 

2 10 

2 10 

2 10 

2 10 

2 18 

5 

5 

12 

10 

11 

2 

2 

2 

4 

2 

7 

7 

7 

This table should be read as follows: In the twenty stores, eight buyers do not use a marking 
machine; two personnel directors rate beyers as adequate in the operation of t.._h.is 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 marking machine; 
two :personnel d.irectors report training a,dequate; seven personnel directors report tre.ining in. ma.rk­
ing machine inadequate. 



e.nd m·c;,rking m:::1,chines. In general, the lo.rger, more select ,1tore!il expect 

no m::i.chine work while the chain ana. smBller stores expect some m1'1.chin.e 

operation practice. 
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~ Directors I Opinions Fegnrding Subjec~ !1€·.tte1: A ttaim11:m.ts 

Common to Vfork of Sales12ersons a.nd EA.v:ers .£f. Depe,rtment'. Stor~~· Table XXI 

pre son ts data, perto.ining to rrnoject matter in vrhich personnel directors 

indica,te beginning s:tlespersons are a.dequate or inA,dequri,te. 

1:Dight of the personnel directors willin§!; t,o hire inexperienced EH1,les­

persons s2.;v employees I k:nowledge of gramrr1:3,r is adequa.te, ·c:hile six srJ,y be­

ginning s8,lesrorsons B,re :lna.de,1-ria.te in gr;,:,,mmatical a1)il:ity. 

Of the fourteen personnel d.irectors willii'.1€; to hire ine:x:perienced 

salespersons, a,ll fourteen 0gree trot beginning S8,lespersons are very, 

very inaclequa tely trained in spelling 8,s well as in vvor·d. distinction. 

One l)Orsonne1 dirE3Ctor reports knovrledge of a.rithmetic is 2,dequ;1.te, 

while thirteen say :i.t is ver:; inadequate. 

'twc of the fourteen personnel directors ind.ic::.,te p,mmanship :i!':l e'.de­

qm,,,te for beginning sg1esperso1rn. and twelve report it :i. s in2deq11E,,te, es­

pecb,lly in figures. In voice control nnli speech training, two personnel 

directors report training adequB.te and twelve indic::,,te trr.dning is inade­

quate. Only one of the fourteen personnel directors believe;') trrdning in 

perso:w,li ty is adequ.B,te, whilr, thirteen report th$ .. t it is inadeqm,.te. 

All fourteen. personnel 8.irectors feel thc1,t trainin{': in l:mm:m relations 

is inadequate . 

Eight of the fourteen personnel ,lirectors have no pac1,:.e?.ge Vn'o,pping 

done by s;:1.lespersons. The other six ind.ic1:,,te a desire :for .9, course i.n 

package wr0,pping. 

Six of the fourteen l)ersonnel (iirectors :i.ndic1:tte trF.d.ning in lettering 



TABLE XXI 

SUBJECT MATTF.lR 
LJ FJIIICH JFOUETW,El'if PJ'.JlSOlTI.'J'EL DIPF.CTOBS INDICATE 

BBG·:C~mnm SA1,FlSPERS01'iS ARE Am:q;uATF. OP. INADEQUATE 
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Number of Personnel Directors 
Reporting Training as: 

Item of Train_~ N'o t Used J1.dequ9, te In2,dequ.a. te 

Grammar 6 

Spelling 14 

Arithmetic 1 13 

Penma.nship 2 12 

Voice 2 12 

Speech 2 12 

H11111a.n Relations 14 

Package \irap1Jing 6 

Lettering 6 

Note: Since only one of fourteen stores hires nmv buyers, the da.t,). e.re 
omitted. 



is ingdequ.9..te. Eight personnel directors d.o not have s;:i,lespersons do 

lettering. 

Traini~ oz Begi~ing Sa.lespercons and J3uye2;~ in the Performance of 

Store Do:~~~}· T2cble v:n presrmts df),ta pertaining to training in the per­

fonm~nce of store duties of beginning '3,'."l.lespersons that is regarded by 

fourteen :personnel directors as adequate or inad.eqoo.te. 

Thr·ee of the fourteen personnel direetors a.uthorized to hire new 

salespe1·sons believe the.t the trn.ining of beginning s8.l(rnpersons h1 D.de­

quD.te i:n. building n. cu~ttomer list, 2nd eleven believe tl-nt the training is 

inadequa t,3 in respect to this duty. Four of the :fourteen personnel direc­

tors re1)ort tr21.ining in respect to store policy is adequate, and ten re­

port tra:;.:uing in th:'Ls urea is im1.dequate. 

T1i~'O of the :fo~1rteen personnel m8J'.l8,gers re:?ort the tra.ining in stock­

ing ftJX' 1oef;i:nn.i:ng ssJ.espersons is adeqw:1.te, c<.lld i;w:ilve indice.te it is in-

2,d.equ:i,te. 

Five of fourteen personnel directors report tba t training for begin-

ni!lg s:;,J.C:,f-\])ersons in filing is ;:.;.deqw,te; :nine rnport th.Ht sc.ch tn:dning is 

inadequa, tr:, • 

All fourteen personnel di rectors re:port that willingness to te.ke 

trainil'.1€; if:::, v.dcq_1-1;;.te. 

One rersonnel di:rector reports beginning sa.lespersons a.re inad.equB,tely 

thirteen :ro:rsonn,sl d.i rectors s b-:.te tra.in:i.ng of beginning sa.le spersons in 

thi S ~phrc1.se of \fJO rk :t. B ;).a.equate, 

'Shvo }JOJ'som1e1 c1.:i.recto:rs report trn.ining in how to study merch;;mdise 

tr·end.s is in::J.de,,,1.u~ te, and twe}:ve personnel directors report tra.ining in 

study of m,?rcl,s.nclJ se tre:o.as is s,dequ?, tc. 



1.l1A13I.11J .llI I 

TRAINING IW 1l1JD~ J?J;'1RF'ORMAN'C1il OF 
STORFJ DlJ1JTB1S OF :SliilINNII'rG SALTilSI,}1ilRSOJ1S 

THAT IS RBGAP.DED EY FOURT]J:\11t:r P}1l1S0Ni\JEL DIRBJOTORS 
AS ADEQ.UNJ:E OR I:l':fADEQUA'rE 
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N°1J.mber of Personnel Directors 
. Reportinr;5 IJ:'.r.gi,~ninf;; a.s: _ 

Store Duties ,\de9._1:!.9~ Ine .. dem.t~. te 

v1ays of buildi!l.[e; t'l. customer list 
Respect for store policy 
Stocking 
Willingness to ts.lee tre.ining 
Filing (simple) 
Study of new selling me,ter:i.n,ls and suggestions 
MerchD.ndise Trends - S tuay 
Compnsing routine business letters 
Remembering customers 0.ncl customers I nt=J.mes 
Goo a. social jud.gmen t ( outside) 
Willingness to adopt good. store habits 
Freedom from personal mannerisms 
Chec~dng 

= ::mt ·:= mrmr: 1 2 ==: 

3 11 
t~ 10 
2 12 

1l.1. 

5 9 
1 13 
2 12 
6 8 

10 lt 
12 2 
1t1-

2 12 
1 13 
;; 4 ---== 

TMs table should. be reH.t1 .?i,S follows: Three of the fourteen personnel 
directors •employing beginning snJ.espersons report beginning sa.le:,1persons 
D.re 1o,,deq1.1FJ.tely trained in builcling a customer list. Eleven of the stores 
emploiing beginning salespersons find trs.ining in this area inad.eqUEL te. 



Six of the fourteen. personnel directors indicate beginning salesper­

sons are aclequ..-3,tely tr.sdned in composing business letters of a. routine 

nature, while eight indicate beginning sr::1les:persons a.re inadequately trained 

in composing business letters of' a routine nature. 

Four personnel directors state beginning salespersons are inadequa.tely 

trained in the impor ta.nee of remembering customers Bnd. customers 1 ).r;.ame s, 

while ten personnel directors report beginning srJ.le spersons are $.dequ3.tely 

trained in the importance of remembering customers and customers' names. 

Only two personnel d.irectors report inadequ..::i,te training in good. social 

judgments as affecting working habits, while eighteen report trtii:ning ade­

quate in socir,l judgments as relates to social contacts and habits outside 

business hours. 

All twenty personnel a.irectors interviewed agree the,t beginning ea.le s­

:persons e,re willing to adopt good store habits. 

Of the fourteen personnel directors who a..re willing to employ begin­

ning salespersons, two indica.te training in avoiding person:=1.l mannerisms 

is adequate e . .ncl twelve indicate that training is inadequate in this area, 

Bi ting nails, facial contortions, extending tongue when exerting unusual 

efforts, or other visible signs of nervousness should be avoided. 

One personnel director states training in checking by beginning sales­

persons is inadequ,ate; however, thirteen :personnel directors stB.te training 

in checking by beginning salespersons is adequate, 

All personnel directors state that buyers are ;J,dequa.tely tr~dned in 

all these store duties or they i,ould never have been promoted to 2. buyer. 

It is clearly indicated by this unenimou.~ opinion tha.t any se,lesperson who 

aspires to become a beyer must be adeqwitely trained. in all. duties listed. 

in the questionnaire in order to be consirlered for promotion to a.ssir:itant 

buyer. 
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Personal Traits of Eeginnill,€; SB,lespersons. N'ine personnel a.irectors 

willing to employ beginning salespersons indicate that training in the 

trait of paying attention to details is inadeque,te. Five personnel direc­

tors believe training is ade0_110,te in the trait of paying a,tten tion to 

,le tails. 

In the org~mhation of duttes, ele,ren 1Jersonnel directors rate the 

a,bili ty of beginning salespersons a.s inactequate 0nc_ three rate it 1,1,s ade-

quate. 

Three personnel directors rer,ort that ·beginning salespersons are in­

adequate in ability to follow instructions, and_ eleven indicate that they 

are adequate in this ability. 

'I\vo personnel directors indicate that beginning salespersons a.re in­

ad.equately tra.ined. in the tra.i t of getting Dlong with people, and thirteen 

report they are c.dequa tely trained in this ability. 

Also, four personnel directors are of the opinion that beginning S!:).les­

persons are trained inadequately in the tra.it of grooming, while ten report 

adequate training on this trait . 

In cl.is cussing ta.ct t eleven personnel directors indicate that the 

training of the beginning salesperson is inadeqUB.te in this important 

tra,i t, while three indicate it is adequate. 

:rhree personnel directors re:port beginning salespersons are inade­

quately tr2,ined in honesty, tmd eleven indicate that they Rre adeq_u.9..tely 

trained in this trait. 

Only four personnel directors object to the dependability of the be­

ginning salespersons by indicating ina,dequ.'ol.cy of trr:dning of this tr~.it. 

Ten re,te the beginning salesperson as ha.ving a,d_equ_,g,te tr1;dning in this 

a.rea. 



Fou.r personnel directors were un.certain :J,s to wheth0r or not sales­

persons were adequately tr1:dned in the tra:t t of t:1mbi tion. The remaining 

ten of the fourteen. ];Jersonnel directors ,7illing to hire beginning sales­

persons rate tr8.ini:ng in this trf:d t as acleque,te. 
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Tra:.ining in alertness on the part of beginning sf.1.lespersons is :rated 

a.s inadequate by twelve personnel d.lrectors and as a,deque, te by tvm. 

Training in the trait of industry on the pa,rt of beginning sa.lesper­

sons is rntea. inadequate by four personnel directors, while ten. personnel 

directors r?.te such trtdning as adequ2. te. 

Of the fourteen personnel <3.:lrectors willing to hire beginning sales­

persons, eJ.eveu. r.9,te training in accuracy in beginning salespersons a,s in­

adequate, '!,hile three report training in this trait as ,9,dequa te. 

Seven of the personnel directors reporting on the loyalty of begin­

ning salespersons indicate tha.t tra,ining in this tra.i t is inadequE.te, :oi.11d 

seven report training as adequate. 

Eleven of the fourteen personnel directors rate tra.iui:ng of beginning; 

salespersons as in;:u:l.equate in courtesy, and three rate the training as 

adequate. 

Also, in regArd to ini tia.tive, eleven of the personnel cUrectors re­

port trl),ining in this treJ. t ,"3,C inad.equ.0,te, and three report training tis 

adequ.a, te . 

It appears to the investigator in interpreting thE3 e,bove data tht1 t 

the ,levelo:pmen t of personal traits in merchandising courses shcn11tl receive 

more emphasis. The person..riel directors rate S,Jalespersons as adequately 

trained in several of the listed tra,5, ts. Ho·NeV'13r, coursos strErn,~ing the 

development of the tra.i ts not rated as e,d.equ'.:\te and the im:porta,nce of those 

tre,i ts to the beginning saJ.e~person should be given grea,ter em:phas1.s. 



Person,Jl tr2i.i t::-1 that should receive additional emphe,sis in merchr::,.n­

d.ising courses o,re listed as follows, in the order of their freouency of 

mention by :pen;onne1 d.irectors. r.l:1TJelve of the fourteen personnel directors 

ro.te al(::,rtness 'm beginning sD.lespersons as ina.dequ?,te. 11:le,ren personnel 

directors rt,,te 'beginning salespersons inadequate in all of the following 

tre,i ts and abilities: organization of duties; tact; ;:;;,ccurAcy: courtesy-: 

and initiati',;i·e. Nine personnel directors list the trF).it of pa;:.fing 0.tten­

t:i.on to (let2,ils e1.s ine,d.equ2,te, ana. five indicate it 2.s adf1QuAte. On lo~·~•.1ty, 

seven :personnel directors rate 'beginning salesperso1rn a.s e.clequate, 1o1.nd 

seven ~';.lso vote ina.d.eo11:".te on it. 

Since these :personal tr~l.its are highest on the inr,.deou:.:1.,te list, greater 

stre,3s should be pls.cecl on them. HoFever, none of the traits listed is 

ux1.animously acceptea_, thereb;y indicating a need for more stress on ea.ch of 

them. DD.ta are S1:Unmarizecl in T.s,ble XXIII. 

Of fourteen stores reporting experience ,?i th Distributive i11cluc.s•.t:Lon, 

thirteen rate the work done by these stu.dents v.s excel1ent, and nine stores 

report Distributive 1Uducation students 1:1,s their best .::md most promok.ble 

Glif/Jloyeet.:i. 'l~rible XXIV su:rrmia,rizes th,,:;ie fa.cts. 

In view of these findings, it would ,ippear that Distributive Ind.uca.tion 

progrums should. be especially encour:0,ged in le.rger cities ,,ma. surveyed for 

possibilities in. smeller cities. 



TABLJil XXII I 

Til},,HfIJ\TG IN P:illRSOlifAL TP,z'-\.ITS 
OF :SID INiUlifG S}l.1 ESP1ilRS0NS 

THAT IS RBGll.BDED BY FOURT'!i!EI\f P"lrRSOrTfffilL DIR-mCTORS 
.!\S ADEQ,UATE OR nrn.DEQ,UA'11F. 

Personal Tro,i ts 

Mumber of Personnel Directors 
Reporting Trtlining a.s: 

Uncertain Adequate Inadequate 

Ambition 
Getting along with people 
Following instructions 
De}:)end,9.bili ty 
Grooming 
Honesty 
Industry 
Loyalty 
Pa.ying u t ten tion to de tails 
Accuracy 
Courtesy 
Initiative 
Organization of ctuties 
Tact 
Alertness 

4 10 
12 2 
11 3 
10 t~ 
10 4 
10 4 
10 4 
7 7 
5 9 
3 11 

3 11 
3 11 
3 11 

3 11 
2 12 

This tBble should be read o.s follows: Four of the fourteen personnel 
directors are uncertain, antl ten rA,te embi tiou as g,dequ.9,te in beginning 
salespersons. 



Position 

TJIBLE XXIV 

RTIAC'rIOlTS IND1CA1I'ED 'IO DISTRIBUTIVE 
EDUCATIOli PROG-F..\.-L!!S AS '1.10 PROI;tOTIONAT, POSSIBIT,ITHJS 

Nu.rnber 
of Stores 
ReEorti~ 

Rating of Program 
Poor Good E::cellent 

Number of Stores 
Promoting Distributive 

Educat\on Students 

S13,lesperson 14 1 13 

14 

12 

Buyer 14 6 

'.Phis te,ble should be revil. as follows: Of fourteen stores participating in 
Distributive T~d_ucation, fourteen rn~e s.alespersons; one rates salespersons' 
work as ,good, f'.,.nd. thirteen rate their work as excellent. Twelve stores 
lw.ve 1;romoted Distributive Education students to more responsible jobs. 
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CR.APTER V 

SUMMARY OF 11'INDINGS, CONCLUSIONS, AND RECOMMENDA'UON'S 

The purpose of this stuccy-, a,s set forth in Cbe,pter I, is to gather 

data, pertaining to the minimum employment ste,ndards required of beginning 

salespersons and buyers employed in twenty selected department stores in 

Dallas, Texas, and. Corsi can.a, TexD.s, and to interpret these data in such a 

manner that they ma.y be helpful to instructors of Jtmior college :::md high 

school merch;:1,ndi sing courses. 

De,ta were collected through P9 rsonal interviews with personnel direc­

tors of twenty department stores located in two Texas cities. The inter­

views were held d1.1.ring the months of July a.nd. August, 1949. Data obtained 

through the interviews F.1,re presented in Chapters III and IV. 

Summa;ry: ~ !:~n.dings. The findings are summarized e,s answers to the 

specific questions that are listed in the statement of the problem in 

ChG,pter I. The sa.me procedure is followed in pre sen ting the conclusions. 

1. Does ~ instruction~ trainints ~dven ~ Sta,te Colleges s:md 

high schools adequ.a tell prepare students to enter employment v:ri th depart­

ment stores~ salespersons 2.!. buyers? If l!2!, in~ arens is the 

.. !.!:§dni~ ine,de9;ua te? 

The section of the! intervie,'T schedule which v:e,s designed to yield in­

formation answering the above questions reveals that the store machines 

training of beginning salespersons is, on the whole, ad.eq-u,1,te except in 

the use of cash registers and marking machines. On these two m;;),chines. 

the stores that use them se;y the training is inadequate, ana_ two personnel 

a_irectors indicate need for addi tione.l training in nm,king a,nd counting 

change and feel that schools could remedy this defect by tra,ining in schools. 



Beginning salespersons and buyers a.re found to be very inadequ3.tely 

trained in spelling, penmanship, lettering, a;rithmetic, speech, personality, 

and human relations. These data. reveal a need for remea_ia.l training in 

spelling, arithmetic, penmanship, and. speech, and for further training in 

simple lettering, person.8.li ty, human rela,tions, and attitude. 

Beginning sa.lespersons especially need additional training in if/8,ys of 

building a, customer list and its importance, reropect for store policy, im­

portrmce of gooc't stocking, and in remembering customers' names a11d faces. 

Beginning salespersons need varying degrees of addi tiona.l training in the 

imJJortance of studying new selling materials, in composing routine busi­

ness letters, studying merch.o1,ndise trena_s, in the importance of social 

he,bi ts outside working hours, e.nd in the importance of avoiding displeasing 

personal mannerisms. :Buyers need additional training in merch::mdising 

details and tests; of nm,rket practices a.nd. tra,ding points; of applied 

economics; and buying balanced stocks within the e,llocated budget. 

The personal traits of beginning salespersons and b1wers which per­

sonnel directors believe need additional attention are, in the cl.Gscending 

order of their frequency of mention: accuracy, initiative, organizat:lon 

of duties, attention to details, industry, loyalty, alertness, tact, cour­

tesy, ambition, depend.a.bili ty, a.bility to follow instructions, honesty, 

and grooming. 

2. What specfal tr&.inin~, if nny, ~ ~ -peculitu only to de_l?art­

E!._en! stores should be iZiven to prospective department store employees BX 

hig:;h schools ~ J2l ,junior colleges? Eleven of the twenty personnel 

directors are of the 01:iinion that special training peculiar only to de­

partment stores should be given in high schools 8,nd junior colleges. Of 

these eleven personnel directors, only three agree on the type of training 
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to be given. These courses are pra.ctic9,l salesmanship, personru.:i.ty, and 

cash register operations; while twelve personnel directors suggest a sim­

plified lettering course based on handwriting chara,cteristics; that :l.s, 

slanted letters a,s :tn penmanship, so that writing movements alrea.dy mas­

tered coula_ be aclapted to lettering. 

11 .Suggestive Selling, 11 liJ?sychology, 11 11 Customer Approe,ch, 11 11 $tore 

Courtesy, 11 and H])conomics11 are suggested by personnel directors a.s courses 

needed. Each of these suggestions is m:a,de by only one personnel director. 

Eight personnel directors say neither salespersons nor buyers are expected 

to do lettering in their stores. Each personnel director says no .'.?,mount 

of training alone will qu0lify a person as /3, bu:yer in his or her store, 

certB.in experience being a, Hmust 11 for ·buyers. 

3. Do clepD;E_t!nent ~e.E 2!!:1.£.+_?Z a ..:?..uf'fi.£.ieE! num~ .2.f s.s,lespersons 

~md buye:rl! 2.,ach x~ar. j£ .ju.stifl n:pecial instru<:tion beinz includeq in h~.f'~ 

schools _?nd .,jJE1ior s_olle_ges of _"!_~is f!:.!~? The twenty department stores 

included. in th:i s study employ a, total of 3, ?..67 salespersons e,ncl buyers. 

Table 1, page 21, shows the geogrt:tphic distribution of these employees. 

Personnel directors of the tvrnnty stores estim~.'-.te th~t at least 1, 27S 

vacancies occur dn,r:lng fl~ nornl9,l business yeB,r, for which new employees a,re 

hired. 

Twenty-nin.e of this 1, 27g 8,re es t:i.mfi ted to be buyers, and 1,249 a,re 

salespersons. Geographic a.is tribution of these new employees is shown in 

Table VI, page 29. Fourteen personnel directors ind.i c;~,te the-,t the number 

of buyers used by their store is expected to incres.se wi th:i.n the next f:i.ve 

years; eighteen :personnel directors indicate th'3.t the number of se,lesper­

sons newly employed by tbei r store each yea,r is expected to increa.se vJi thin 

the next five years. These increases are expected /3,s a result of plans of 



stores to expand, thereby necessi ta.ting s,n increase of new em1Jloyees. No 

store expectr, to decrease the buyer-s/'l.lesperson personnel, 

~.. Vlhat ~ the minimUJI! ed.uce,tional qualifications required of new 

buyers ~ salespe!'sons? lfone of the fourteen stores require high school 

gradua,tion. One company requires college gradua.tion or selling experience; 

another prefers college gr·adua.tes. 

'l'hree of the twenty stores require college gradua.tion plus experience 

for new buyers, while seven teen expect results from buyers and. set no 

defird te educe.ti on or ex-perience requirements, Howe1rer, all personnel 

directors incHcate that education is a..."l. a,sset a.nd. would be greatly to the 

eri1ployoe,. s adve,ntage. 

EleYen stores want salespersons to be able to opera.te ca.sh registers 

and make chruige. Also, eleven stores expect a salesperson to be a.ble to 

do practical package wr:::1.pping. 

One store requires salespersons to write sales slips in script writing 

of' good. qw.:i,li ty, Four stores require salespersons to be able to use an 

adding machine, end six require use of marking ma.chines by salespersons . 

• \11 stores expect a snles:person to know how to take inventory. 

5, Whe.t e:x:perience qualifications, if a:ny. ~ required Ef ~ 3vers 

and sr-:1,lee:persons? Previous 8),,1)Eirience is mandatory for pernons desiring 

employment with de:partmen t stores a,s buyers; however, salesperson positions 

with depo.rtrnent stores do offer an area, of em11loyment to the person who 

C1'm apply the 0even pa:r:'ts of a S8.le effectively, evon if inexperienced. 

All twenty departrnen t stores requ.ire experience of their buy0rs in a.ddi-

tion to technical que1i.fications. No store has a definite experience or 

training requirement set-up for buyers, }"ifteen of the stores merely re-

quire a buyer to be able to do his .job effectively, 



Six of the twenty stores require that beginning salespersons ha.ve 

previous selling experience. '11hese are the smallest stores included. in 

the study. The la.rger chain stores tne quite liberal toward beginning 

salespersons as are the larger independent stores. 

The average minimum age for beginning salespersons is 17 years. No 

age requirement is found for buyers. 

6. 1ffhat duties~ performed EX beginning buy~ and sa,lespersons? 

The duties performed by buyers--given on the interview schedule as a. 

definition of a buyer--are reported to be genera,lly 3,cceptable to all 

stores, but no store is willing to set up ~. definite definition for .,3, 

buyer if the store is to be bound by that d.efini ti on in hi ring buyers . 

1.l:he buyer's duties vary, and his responsibilities shift to meet changing 

conci.i tions. 

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

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

7. J.\re buyer and salesperson VD.cr.mcies filled El ~ employees ~ 

_D~ the;v filled. from other store personnel .Q.E; .§; promotionaJ. basis? All 

buyer Vf),Cti.ncies in nineteen of the twenty de:pa,rtment stores are filled. by 

promoting qu..91 ified a,nd. in-service trained employees. One store either 

promotes present employees or hires new buyers. 

:Personnel d.irectors of all twenty stores report th0.t a buyer must 

also be a..11. outstanding salesperson, that no one can ever be a buyer in 

these stores unless he h .. as first been an outstanding salesper.son. 

All the stores cante.cted fill salesperson vacancies 1?.rith present em­

ployees as a first preference and w:i. th new emplo;rees e,s a second preference. 

Some of the job classj_fications furnishing the stores with salesper­

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



operators, clerical employees, stock clerks, and ce,shiers. 

8. ~ methods~ followed~ hiring~ buyers s,nd salespersons? 

Five of the stores included in this study maintain fully est,ablishea_ per­

sonnel offices. One of the d.uties of these offices is to recruit sc1,les­

persons and buyers and determine their qualifications, and. to assign them 

to the place they are to occupy in the organization. In one store included. 

in the study, the e,ssiste,nt mimager assumes the duties of the :personnel 

director, along with other ctuties. In the other fourteen stores, the 

manager or owner assu.111es the personnel du ties along with the other duties. 

It appea,rs that the m'.3,nager-personnel type of director is perhaps better 

qualified to judge performance i.:lnd. needs of huyers and sr:1le s:persons than 

any other, because he not only d,etermines ,job need.s but is ,,),lso respons­

ible for coordina,ting these duties v"!ith the whole system's needs. The per­

so:rmel directors of 8.ll the stores studied depend on the friends ,<md rela­

tives of ss,tisfactory employees as their f:i.rst source of supply for store 

personnel needs. 

Pour of the stores use private employment agencies as a second source 

of supplying their needs. Six depend on United St8,tes Emplo;yment Ser<tice 

as 1-,, second source of supply. Sixteen stores actually notify school 

bureaus of va,ce.ncies, and if tbe schools have anyone to recommend, the 

store will consider him. 

Ten of the stores report they use newspaper ad.vertising, if needed., 

to secure suitable personnel. However, the methoa.s used to secure em­

ployeGs va,ry to such a degree ths.t no s:i.ngle classification of methods 

woulo. apply. 

Uone of the stores studied depends on tests of any kind to select 

salespersons or buyers. Two personnel directors sta.te testing h':l.s been 



tried and has prove1i unsatisf<?,ctozy. 

One personnel director .:i.sks for recommendations on tests. She also 

states she hB,S unsuccessfully tried to use the Kuder Preference rrests. 
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Another persormel director reports they r,ave tried. having applica,n ts 

tested by two commercial testing firms and that the recommendations of 

both firms are en ti rely con trar.r to the performance of the a,pplicants on 

the job. 

9. Viha~ is enr,eloy:er's reD,ction to Distributive Tiduca,tion, 1£.~ has 

hadeJ...:-;eeriencewithit? All emplo~1ers, with one exception, are enthusie,stic 

about the results obtained by the Distributive 11ld:uec"1tion :progra.m. One em­

ployer states that some of the store I s best employees, both sales and exec­

utives, have been Distributive Education. students. One employer :reports 

dissa,tisfaction with the students he ha,s used. 

On the basis of fa.cts tJecured. in the study, it is believed th,,:;,t the 

follmving conclusions are juHtified: 

CONCLUSIONS 

Beginning sa1es:persons cmd buyers s,re ra,tea_ by the majority of the 

twenty :personnel directors as being ina,d.equs,te in their tre,ining in knov,1-

edge of grammar, spelling, penmen.ship, voice, speech, persone,lity, and 

hu..man reln.tions. 

Store machines in which beginning salespersons end buyers need further 

training are, in d.escending order, as mentioned by the personnel directors: 

cash registers, marking machines, end adding machines. 

:Beginning seJ.e spersons ~,,nd buyers need to develop the following per­

sonal traits: alertness, tact, organiza,tion of duties, initiative, cour­

tesy, a,ccurn,cy, paying a,tten tion to de.tails, and loyalty. 
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Store duties in which beginning buyers and salespersons are inn.de­

quate are: checking, freedom from personal marme1·isrus, study of new ma.ter­

ials and selling suggestions, study of merchandise trends, stocking, simple 

filing, respect for store policy, And. composing routine business letters. 

2. Sped al training recommended. by personnel di recto rs for this 

vicinity includes a.ddi tional sale sr:12,.nship training, ce.se-study selling, 

elements of job opportunities, courses in personality development, courses 

in D.D .. mrm relations, package wrapping, and simple form of lettering based 

on ::1:c.nclwri ·ting f1.111dc1J11en tals. 

3. The number of new buyers and salespersons newly employed by de­

partment stores e;:,i,ch ~,.ear is believed la:cgc enough to justify high schools 

and Junior colleges of this section providing the ritudents v1ho a;r:1ticipa.te 

employment wi.th depf,rtmrmt stores as buyer<1 1.md salespersons with the 

special instruction suggested above. :Phis specfa.1 tr~dning is believed 

to be further justified by its practical nature in that much of it would 

be usiible in filling other jobs as well as the ones stll.died. 

4. No educationf)l qualifications a.re set up for buyers. Rather, 

they are expected to get results. A large percentage of the twenty per­

sonnel directors are of the opinion that their buyers are high school 

graduates, but this is not a specified requirement. All personnel cHrec­

tors prefer high .school gra.duH.tes for Mlespersons, and. five stores re­

quire high school graduation for beginning salespersons. 

5. Previous bu.yer e:xperience of equal or greater magnitude than 

present position requi.res is required of all new buyers, as well B.s O'tlt­

s tanding experience as a salesperson. 

l'r·evious ex.1Jerience of a nature similar to present position is pre­

ferred by all stores end is requirea_ by six of the twenty. Distributive 
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Education experience is accepta,ble by four of the six stores as qualifying 

experience. One store requires five yee,rs 1 full-time experience, which is 

more than Distributive Education offers. 

6. :Beginning buyer.s perform regul~,r buyer duties which include: 

Purchases merchGndise within bu.dget,::1,ry limi. t8.ti ons . 
l1s;~:L2;11s ~~F31J.t~1g 11x1lce. 
Initiates 1Jrice reduction. 
Initi.ates ac1,1rertist:n,'i: 1md dis~ple,ys. 
Knows sources tJf' supply. 
Observes store policy on buy:i.ng. 
Keeps informed on economic trends. 
o·otain.s specir.,.l 1:ulvent.age3 wh8 re l)osd.'blc. 
Is a good trader. 

Keeps sales force informed on merits of new mereh,s,ndi se. 
I1ecei V8s goocts. 
Is responsible for ma,rk-up and mark-downs. 

:Beginning se.l.e s:persons perform all or some of the following duties: 

Displa,ys, explains and. sells merchandise to the customer. 
Ascerte.ins kincl of merchanllise d.esired. 
Points out chief selling point of the article. 
~'!rites out ,;,9J.e in slip. 
Receives payment o.r credit m1thorization. 
Cares for fltock 011 sflJ.ec floor by ai:;tend.ing to restocking. 
Authorizes al tera,tion.s where necessary. 
Tak€ s periodic invento1'y. 
Does store housekeeping. 

The cluties of dep8.:rtment store buyers B.nd salespersons are in many 

ways peculiar to a.epr,,rtment store requirements ano. r(~qu:i.re thought ;;-nd 

const•mt alertness on the part of e1e,.ch employee. 

7. Buyer vacancies in d.epartment stores are filled by promoting 

present sale sperso:ns or assistant buyers who are qualified to do bu;sdng. 

r.,ersonnel directors of ell twenty stores report thi~ l.Ul the proced.ure in 

use. Only one store will a.ccept ~1" buyer not .?.lre?.,tl..V a pa.rt of the store 

persotL"lel. 

Salespersons F,re promoted from a, number of other store positions. 

However, the f;en.eral rel'l,ction of personnel d.irectors ie H if he is or can 



be a good sDlesperson, thB,t is ,,here we vm.nt h:tm. 11 All stores hire nevt 

sale sperso:ns if promotion from within is not deemed e.<1visiible. 
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S. ~:he first source of supply for a.epnrtment stores is friend.s or 

relatives of present employees, School em:ploynent ,:Jrograms "11'e 1u1ecl but 

are not considered to be ,:i. d.ependnble source since many ti.mes schools do 

not h,,,.v-0 CLu2.lified :people aw1.ilable, Four stores depend on privA.te em­

ploy'lnen.t f"1.gencies as f,. second mec1,ns. Other menns a.re used when neces1:1ary, 

'l!he stores of this study have found. no testing prog;raJJi of any great 

help :l.n selecting em1)loyees for buyers a,nd salespersons, 

9, Reports of employers v,ho h;-we had. experience with Distri'b11tive 

]du.cation nre enthusin,stice,lly for it in e'ltery cfl,se except one. One per­

sonnel director re1)orts only fair results from llistr:i.butive 1na.uc1:t,t:i.on sttJ.­

dents 2,re indic.atecl. Other employees will be given preference. All other 

personnel aJ.rectors who have had experience w:i. th this prog;r.,.·mi report very 

good results. 

macOMMENDATIONS 

In vie'".r of the findings of the study, o.nd on the be,sis of the con­

clusions drawn therefrom, the following recommende,tions '3,re made: 

l. ',Vha,t provisions be made in uerch1:md.ising course<:1 of high 3chools 

ax1.d junior colleges for proe;rf'.nrn of remed.ial instruction in SJ).ill1ng, pen­

manship, lettering, arithmetic, a.nd speech; if posslble, a study be mRd.e 

to determine if ,1, rnethod can be evolved for for:l,ching spelling in I?>. more 

meaningful manner to stuients who are in the grad.es. Since s.11 :o:;tudies 

ma.de fiucl a woeful lack of spelling 3cbili ty, the recommenda,tion for a 

stud);· reg.srcling methods of teaching spelling seems justifiable. 

2. rrhat more attention ·be given to teaching cc1.sh reg;is ter O})erations, 

Hnd that some attention be given to training in opera.ting ma.rking t12.chines. 
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3. Tlw,t instruction. be included in merche.ndising courses for ways of 

building a customer list, importance of proper stocking ha~its in sales­

persons, importence of respect for store policy, ::ind importr:mce of :remem­

bering custonmrs rmd customers' names. 

4. That activities be provided and m&,ter:i.als be made a.vaila.ble for 

developing the following tre.its in merchimdising students: alertness, 

accuracy, t&,ct, organization of dut:i.es, in:t tie.tive, courtesy, and :~aying 

attention to details. 

5. That foe following store atti tud.es be emphB.sized in merchandistng 

courses: importance of e.void.ing careless work; bad ma.nners; employee 

difference; ti,,ra_iness; b;i,d attitude; dishonesty. 

6. That junior colleges and high schools of this section include in 

their m0relm.ndising eurriculuros 8,t lea.st a unit on personality development, 

and at least one unit in human relations. Tb.Ei.t the possibility of evolving 

and teaching 1:i, unit or course in simple lettering based on handwriting 

funclamentals, that is, slanting letters of approxin1,9,tely 60° slant, be 

investigated and. tried as a mean$ to better a.na. easier simple store signs, 

without student being required to learn an en ti rely nev1 process as it is 

now. 

7. Tha,t students aspiring to be buyers be offered more technical sub­

jects in which they plan to specialize pertaining to the particular line 

of merchandising and that, if possible, actual buying situations be pre­

sen tea_ as a :pa,rt of their training rather than all situations on i;i_n ideaJ. 

basis. 

$. That students, high school or junior college, who a,re pursuing 

courses leading to department store employment be ;;i,dvised to secure part­

time ,jobs in deps.rtment stores in either work progrs,ms or on a cooperative 



pa.rt-time basis in ord.er to qU:aJ.ify themselves better for employment re­

quirements in mercb.a,ndisi:ng fields. 
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9, That ntudents or others o.esi:ring employment with department ~tores 

as buyers or Mlespersouz be a6.":ised to a,pply directly at the store :per­

sonnel office in w1hich e,mployment is d.esired and. thR.t students apply 

through school pl2.cement bureaus if posDible t or through Distributive 

Education Progrrnns where they are avs.ilable. 

10. That Distributive Education l?rograms be encour8,gecl a11d enb.rged, 

especiall~,r in larger cities l,hAre m~,ny de1:iartmeni; storez a.re found, and. 

that sm.-31.ler towns ·be surtreyed where possible to cletermine training pos­

sibilities. 

ll. That ail.di tiona.l studies be made of the emplo;y-ment requ.i remen ts 

in other types of businesses employing buyers a.nd salespersons to deter­

mine the needs there. 

12. Tr,:-,, t a similar study be made in which the opinions of buyers and. 

salespersons in department stores a.re secured with regard to qu:,lifico.tions 

necesse,ry to successfully perform the duties of buyers and. s,,lespersons. 

rrhis type of study should be especially valuable when compared with opin­

ions cf personnel directors e.s found in this study. 
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rnmnHITIONS ,:, 

Si:i,lesperson: J):lspla;/s, eXJ)ln.i,1s ;?,nd. sello merch011dise to customer on s2.les 
floor; (1) r.;,scertfdns make, tyJJe, size, or clesig,i n.ru.1 arumtity of merchandhe 
ordered by customer tJ,nd ,:ipproximc'\te price customer is willing to pa,y; (2) tlis­
plays ir1ercht0ndise and t=i,ssists eunfome!' in rn!Jldng si, :,;election by suggestions and. 
expJ.Hnations; emphasizes the chief selling point of the a.rticle, be it q11J9,li ty, 
st_yle, d.11.r,c,'bility, popuJ.arit;y, 11tiJ.it~r, t,:;ste, appear-a.nee, freshness or price~ 
mo.y tel1. o:r :!hov th3 ci1sto11e,:· hot1 to use the a.rticle; (3) w,~ites out es,les slip 
or f:i.lls out a Sf.Iles contr.B.ct for the customer's sign9.ture, if such is used .. 
(1:.) ReceiveG p:::;.ynient or "rncu:res credit r,..uthorization, :CJ)'ld gives ,:rapped article 
to cus torner or nrrnnges for its d.el:i. very; (5) c,".res for stock: on s,11e8 floor, 
placing new merchtu1dise on shelves, racks, or £~t:.:111ds, keeping stock orderly i:,nd 
dusted. during the ili'.1,y, :requiei tioning reph1,cements from the stock room as neces­
sal"J or informing buyer or department, heaa. of shortr;,ges 21s they occur. Covering 
stock or removing it from the count(c)r at night; (6) writes out accommodation 
sl:lp 'ivhrm cu:::1 tomE·r rE, t,urn.s merch&ndi se :for :s.1 ter0.tion or rep;edr, ino:i.cating dis-

. t • n ,. 'h h ' • ( 7 \ t l • ., • • t • n t ·,, pos1 1m1 or 1.,ne me:cc,.;o',ncase; 1 · 8.ter. per100_1c in.ven or1es or s oc,t, 

Buyer: Pure}v:i,E1e7, rnerchDn.d.is9 ,dthin. buc.g;et!:'.ry limi.tnttons in suffici0nt tfu§i,n-
ti ty B,nl'\. 1:i i;h ,zm:fficient appe2,l to warre.nt :i.-ts rapid and proi'i t::i.ble s·~.le; !?.ssigns 
selling price to merchau.d:i.se; initiates :p:coceclure, such as price reclu.ctions tmd 
special sales, to promote the sale of sur9lus or slow-moving goods. Specifically 
desi.gn.B.ted s.ccording to ty1}e of merchandise 1)ought. 1Jercha.ndise purch~.sed. is 
resold. :·xi.c\ is not processea., consu.me(1 or uned in. the orga.niza.tion. 

I. Persrrnel qu::i,lif:i.cations: 

~:ype of 
Position 

Buyer 

T;;('{H1) ot 

llTtunber 
of 

1nm:plo~rne s 

Minimum Age at 
wh5.ch employeos 
will be hj_red 

Previous 
Selling o:r 
Buying 
Exoerience 

1t:,,:d tal S t:0. tus 
Preference 

.-4 m 
•r-1 

,rj ,.. 
(I) m m 

..-l •rl ~~ 
t,0 f:: a) 

.;:l 'S ~ 
~m~~:.:.:.~ :;:j H ~ ··---·---r·-· . --,---

' J I 

I 
I 
I I 

... , 
~~-1--~~~~"--~~~~ ...... ~~~-'-~~__,,___..._ '..J.~~·c.....-...A.~-.L.-.'~-~...a. 

Minimum Ea.uca tionr-,,1 Q,ualifice,tions Re~red 
:Le~s th::m High H:i .. gh S c..'h.ool J31J.$:l ne s s CollAge College 

Store Fltii:iJ.oree Sc::hool G r9llt1a. te G·:rl.'l.a.ns, te G r.,.d..u...-,, te Gre,du!:l,te 
r---

ti] -{,--- M --..... w--~· M VI M M ·-
S1:desperson 

Buyer 

*Definitions taken :from Die tionary of Occupational Titles, U .. S. Depe.rtmen t of 
Le,bor. 
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III. During a, normal business yes.:r, what is the a.pproxima.te number of new 
employees hi.red to fill the following :positions: 

l. SeJ.espersons 
~~~~~~~-

Do you. for o,ny reason, expect this number to cha.nge within the next five ye~,rs? 

If the o.nswer is ~res, do you expect the number of salespersons to be increa.sed?_ 
or decreased ? 
:Oo you c~xpect the number of buyers tei be incree.secl?, • -· or decrM,sect ? 

IV. Are Mle::crpersons and, buyers ve.cancies filled, by new employees or r,i,re they 
:f'Hled by present em1,loyees on s, promotionB,1 basis? 

S:e:tlesperso11;s 
1Hllecl. by: 

a. New ]J:mployees 
~--~~~~~~--~ 

b. :Present Employees _______ _ 

a. New :tnmployees -----
b. Present Employees _______ _ 

c. Both 

If filled by promotion o:f present employees, from which store positions 1;1.re the 
new salespersons fma. buyers promoted.? (l?lea,se give :;;pecific ,job titles ei.s 
11 stock clerk" and in the order of .frequency.) 

1. Salespersons (promoted from) 

a .• ---------------

b. --------------

c. ~~~--~---~~------~--~~ c. 

d. 

To what positions are present salespersons an.d buyers promoted? 

SBlespersons (promoted to) '.Buyers (Promoted.!£) 

b. b. 

V, 1:!hich of the following media. a.re used. in locating :prospective salespersons 
and buyer personnel, (Please ino.iM.te the ord,e:r of frequency in ,';hich the 
agencies are use cl. ) 

5. College 2na) or High School 
1. Comp1-my Em1)loynen t Bureau __ _ Employment Bureaus. ____ _ 

6. :Personal acqu9.intances, 
2. Private :Elmployment .Agencies_ friend.s or rela.ti ves ____ _ 

3. U. S . ]lmplo;_'imen t .Agencies __ _ 7. Other.~~~~~~~~~~-
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VI. Are employment tests given to prospective salespersons and buyer personnel 7 

Yes No 
~~~~~~~~~~~~~~~-

If 11 Yes, 0 what is the nature of the tests? (Such as Detroit Selling Tests, 
Intelligence tests, apti tud.e tests, personality tests, Vocation Interest Tests. 
and so forth). Indic.lte after each test whether it is .9, commercially prepa.red 
test, (indirn~.te by 11 1'-}') ora company prepared test (indicate by "B"). 

l. Tests given to prospective salespersons 2 .. Tests given to prospective 
btzyers 

a. 

b. __________ _ 

C. 

VII. Training Qua.1:tfica.tions of the :Segin..1'.ing Salespersons i"t.nd Buyer Personnel. 

A. Since the seven parts of a. sale are usua,lly divided into: Pre-o,pproach, ,9,p­
proa.ch. opening the sale, determining customer's we.nts, presentation of the 
goods, a .. nswering ob,jections and closing the sale, i;,rh,'1t policy does your store 
follow in training beginning seJ.espersons for the different parts? :Plea.se 
number as many as apply and in order of your estima.te of importance. 
1. Preapproach: ( ) depend on the employee I s initiative. ( ) appoint tr::.dnea. 
salesperson to supervise beginner, ( ) offer pre-sales courses. ( ) suggest 
training courses beginner should talce, ( ) require beginner to read a specified 
number of s&,las books &1d/or sales magazines, ( ) woxk with high school or col­
lege in a cooperative school-work program to train salespeople, { ) visu.~.1 aids. 
2. .Appro1.:;i,ch: ( ) d.epend on the employee's initiative, ( ) appoint tra.ined 
salesperson to supervise beginner, () offer pre-sales courses, () suggest 
training courses beginner should take, ( ) require 'beginner to read. i!l, specified 
number of s~.les books and/ or sales maga.2 ines 1 ( ) work with high school or col­
lege in a. cooperative school-work program to tra.in s?..J.espeople, ( ) visual a.id.s, 
3. Opening the Sa1e: () depend on the employee's initiative, ( ) appoint 
trained salesperson to ·s1wervise beginner, ( ) offer pre-sales courses, ( ) sug­
gest tr~ining courses beginners should take, { ) require beginner to read a 
specified n:runber of sr:i,les books and/or sales ma.gazines, ( ) vrork with ht~h school 
or college in a cooperative school-walk progri-1m to train salespeople, ( ) visual 
aids. 
4. Determining customer's wants: ( ) depend on th~ employee's initiative, 
( ) appoint trained so1esperson to supervise beginner, ( ) offer pro-sales 
courses, () su~gest training courses beginner should take, () require begin­
ner to t·ea,d a specified nur.1ber of Mles books a.nd/or sales I!l.a,gazines. ( ) work 
with high school or college in ,3, cooperative school-work program to train sales­
people, ( ) visutJi aids. 
5. Presentation of goods: () depend on the employee 1 s initiative, () ~~point 
trained ssiesperson to supervise begin,.Ler. () offer pre-sales co1irses, ( ) sug­
gest t:ro,ining courses beginner ~hould. t,ake, ( ) require beg:i.nner to read a spec­
ified number of sa..les books a..YJ.d/or sales magazines, ( ) work with high school or 
college in ~1 cooper/3,tive school-work program to train salespeople, ( ) visual 
a.ids. 
6. Answering objections: () depend on the employee's initiative, () appoint 
trained salesperson to supervise beginner. ( ) offer pre-sales courses, ( ) sug­
gest training courses beginner should take, ( ) require beginner to ree-,d a. speci­
fied number of sales books and/or sales mag!',,l,zines, ( ) work with high school or 
college in e cooperative school-work program to train salespeople, ( ) visual 
aids. 
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7. Closing the S21.le: ( ) depend. on you.r employee's ini t:'Lat:'Lve, ( ) a:ppoint 
t:t'ain~~d s2,lea.:perscm to m .. we:rvise beginner, ( ) off,9r pre-s8.les courMs, ( ) 
m:i.gger,t. co1.1.rzes be;g-inn.er shouJ.d. ta.1':i~, ( ) req;u.i:r.e beg;in.."ler to read. ,::. specified. 
number of sales books a..'1d/or mr,,.g13,zines, ( ) work with hig,.ii. school or college in 
::i. coopel'tJ,t:i.'lte Eehool-wo:r.k :progro.m to tra.in ::i.siJ.es:people, ( ) visml nid.s. 

:B. Are os4;inr.i.in€o~ buyers re{f,J.lreo. to: ( ) ta,ke nny tJ~1;1i.ning cou1·ees, () f!tua.y 
curre:a.-b literatu.re or lines, ( ) turn in t1, suggested list of purported purcha.ses, 
( ) make one or- more supervised shopping trips wi. th .i'l,nothe:r and see.Mned. bu?er, 

( ) t,ther :.requ:i.rements __ ·------------------------------· 

III. Store At-ti tuden. 

What o,ctitm i01 toh)l'i to correct ·the follo,rdn.g: 

a. Ca,reless work 

b. :Sr.1d. M,'J'Aners , • •--... ------··- __ ... _________ ... 
c, Employee Differences 

d. Tr.i,1·diner:is . . • . 
·---i-.----.. -----i· 

c. Careless l1 e:rsona.l !:ppeo.rm-we. -·-·-· 1--------1------1-------1-----·-1 
f. Bad. Atti tu.de. 

g , Dishonesty . . 

:x. \/J:i""-9,t duties, other ·l;han those included in. the def:!.nition.s of a. sale1:1person and 
G, lru.yer given at the beginning of this questitmneJ.re; ,9,re J)erformed by 'br:ig:l .. n­
n:l.ng :mlespersons en.cl buyers employed by your compa.ny'I 

x. 

1. SDlesperson I s Duties: 2. Buyer I s Duties: 

-----~~~~~~~~~~~~ 

Is there spec:Lil trainin.;~. peculiar only to the Department Stores, v:hich is 
not usl1.a,lly gi v·en :in high s~hool a.nd/or college courses, but which should. be 
included in such courses? Yes • No ----
If HYes,11 of what should such treJ.ning consist? _______ _ 

--------------------·-"~=-----~-
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After considering the q:uel. i ty of work done by beginning stle spersons l).nd buyers 
in your company in the pa.st, complete the following questionna.ire which is an 
effort to determine whether or not the high school and/or college tra,ining of 
the employees has been ad.equate in preparing students for such work in your 
company. (Answer in terms of d.uti es th.at beginning sru.espersons end. buyers e,re 
expected to be able to perform. Whenever a comment does not s.pply to both 
types of em:ploirees, indicate by writing II sal.esn for salespersons and. 11 buyn for 
b~er in the a.ppropriD. te blank.) 

Fields of Instruction 
and Trainine !Adequate IM.decma te 

Office Mei.chines • 
Operating the follov1ing ma.chines: 

a. Marking Machines . . . . . . . . . . . . . . . . 
b. Adding Machines . . . . . . . . . . . . . . . . . 
c. CaJ.culating Machines . . . . . . . . . . . . . . . 
d. Duplica,ting Ma.chines . . . . . . . . . . . . . . . 
e. Cash Regi stet.·s . . . . . . . . . . . . . . . . . 
f. Other 

Subject Ms,tter. 
(:.t. Grammar. . . . . . . . . . . . . . . . . . . . . 
b. Fune tu.a ti on. . . . . . . . . . . . . . . . . 
··"; .. Spelling . . . . . . . . . . . . . . . . . . . . . 
d. Arithmetic . . . . . . . . . . . . . . . . . . . 
e. Penmanship . . . . . . . . . . . . . . . . . . 
f. Speech: 

(1) Manner of Delivery~ . . . . . . . . . . . 
(2) Tone of Voice . . . . . . . . . . . . . 
(3) Emin.cia ti on . . . . . . • . . . . . . . . 

g. Fersonali ty. . . . . . . . . . . . . . . . . . . 
h. Human Relations. . . . . . . . . . . . . . . . . 
i. l:'ack~e Wrapping . . . . . . . . . . . . . . . . . 
j. Lettering. . . . . . . . . . . . . . . . . . . . . 
k. Other . .. . . . . . . . . . . . . . . . . . . . . 
1. Filing . . . . . . . . . . . . . . . . . . . . . . 

Store Duties: 
a,. 1iJ.9~-s of building ai. customer list . . . . . . . . . 
b. Respect for store policy . . . . . . . . . . . . 
c. StGcldng . . . . . . . . . . . . . . . . . . . . . 
d. Filing . . . . . . . . . . . . . . . . . . . . . 
e. Willing to take tra,ining . . . . . . . . . . . . . 
f. Study of new selling materials Md suggestions . . 
g. Stuccy· of mercha..ndi se trends. . . . . . . . . . . . 
h. Composing business letters of a routine nature . . 
i. Remembering customer a...Yld customer's name . . . . . 
j. Good social judgments, i.e., social contacts 

and h.~.bi ts outside business hours. . . . . . . . 
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(Continued) 

l!':lel d.s of Instruction --
and. -- Tre.inin,,i: Ad.oquate Inadea_~ --

Office Duties (Continued) 
k. Willingness to a,lopt good store ha:bi ts . . . . . . . . 
l. :Personal rcJannerisms (biting nails, etc.) . . . . . . . 
m. Checking Invoices, etc. . . . . .. . . . . . . 
Personal Tre.i ts: 
a. Attention to details . . . . . ' . . . . . . . . . 
b. Organ:l z@;, tion of' cluties . . . . . . . . . . . . . . • . 
c. . Ability to follOV'' instructions . . . . . . . . . . . . 
d. Ability to get P.along with other people . . . . . . . . 
e. Grooming . ' . . . . . . . . . . . . . . . . . . . . . 
f. Tact . . . . . . . . . . . . . . . . . . . . . . . . 
g. Hone:,;ty . . . . . . . . . . . . . . . . . . . . . 
h. DependD.bili ty . . . . . . . . . . . . . . . . . . . 
i. .11.mbi tion . . . . . . . . . . . . . . . . . . . . . . . 
,j • Alertness . . . . . . . . . . . . . . . . . . . . . . 
k. Ind.us try . . . . . . . . . . . . . . . . . . . . . . 
1. Accuracy . . . . . . . . . . . . . . . . . . . . . . . 
m. Loyn.1 ty· . . . . . . . . . . . . . . . . . . . . . . 
n. Ccrnrtesy . . . . . . . . . . . . . . . . . . . . . . . 
o. Initiative . . . . . . . . . . . . . . . . . . . . . . ·-
1f you he:ve ha.d Distributive Jllducr:i.tion experience, wh.-9.t a.re your reactions to 
it? 
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SPECIJ..I, BuYER QUALIFICATIONS 

Do :v·ou require buyers to ha:ve (1) expert (2) goo:: --- (3) fe.ir 
__ technical knowledge of merchandise he beys'? 

Do you require a buyer to be familiar vii th the store in which he is buying, 
or would simila.r experience in another store qualify? 

Is beyer expected to know ec.onomie trends? Yes No --- --
Do buJrers operate on a budget plan? Yes No ---
,Are your beyers expected to develop or recommend sources of supply? 

Yes No ---
Are your buyers held. responsible for purchases? Yes No ---
Are your buyers_, dep&,rtment heads • or floor managers __ _ 

responsible for t:r-ain.ing M.d informing saJ.espersons? 

Do ;you use: Monthly , annuaJ. , or semi-annual budget? 
~~- -~- --~-

.\re buyer's required to secure advance approval on buying expeditions? 

J.re buy em . , department heads ___ , or floor managers __ _ responsible 
for mark-up procedures? 

Are buyers , department heads , or f'loor ID':.Ul"J,gers 
~~- -~-- responsible 

for receiving the goods? 

W.errJl-t.2o,.ndiee calendar used? by whom prepe.redr ~--- -~~ 

Eu;/e:ts , department heads . , ~d/or floor mg,nager 
responsible for publicity and/or promotion'? ---

are/is 

13u~rers are accepte.ble ,;1ho have h8,d no sales experience ___ , some sales 
expe:d.enee , outstanding sales experience ___ _ 



Typist: 

Harold A. Coonr~d 




