s

' of a group and to the leaders chosen by them.
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States is essentially dynamic and progressive, the good
practice .of today may be expected to become the aver-
age tomorrow and the minimum the day after. The
propdsal is made, therefore, that the code be rewritten
as often as the experiments of leaders in the i improve-

‘ment of ‘human relations and conditions demonstrate
* that better practices and hlghcr standards are feasible.

Industry as used in this code may he defined as
including those branches of cconomic activily in which
men and women are entployed in numbers for wages
in occupations involving the use of machines or aux-
iliary to 'them; or employing workers in subdivided
tasks.

Employment as used in this code includes human

- relations and, conditions in an enterprise or an industry.

This.idea further subdivides into wages and carnings;
hours of labor; sccurity of employment;. policies and
pxoccdurcs as to -selection, training and promotion, in-

cluding minimum age, provision for older workers,
< personnel organization, supervision and foremanship;
“safety and health in work, including physical conditions

of workrooms, protection against accident and occu-

. pational hazards, niedical supervision and attention;

provision for representation of workers’ interests and
points of view, including possibility of a hearing in an
individual grievance and the more positive opportunity
to make suggestions for improvement in processes ; and
arrangements for the collective functioning of em-
ployes as a group.

As Conceived by those who are formulating the code,
the persons “responsible” for employment, for whose
use it is designed, include in the first instance, the
employer, who as financial owner of the business ha
the power to change conditions. Perhaps he has shared
his power and his responsibility for human relations
with some organization of employes within his work-

- shop or in the industry as a whole; in that event, the,

code is addressed also to the employes as members
Some-
times the individual owner or manager has given place
to stockholders, more or less numerous, who are the
owners; and management, employed by the owners,
constitutes a separate group of individuals who share
the responsibility for conditions of employment. In
those rare but significant instances in which plans are
in effect for co-operation in management on the part
of trade unions, the leaders and members of the unions

- share also the power to put this codeki?nto effect. In

public utilities the public as a whole bgcomes respon-
sible for fair wages and good working conditions and
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rclationships. The code is addressed, thercfore, to all
who have any degree of power lo /Jut its provisions inte
effect.

II. Criterion of What is Satisfactory in Human
Relations and Conditions :

Human relations and conditions in iidustry may be
regarded as satisfactory if they result in' the effective
- co-operative functioning together of employer and ein-
ployes in a socially desirable manner for the attaingnent
of an agreed objective. Thus human relations’ and
conditions are not scparate from management, but an
essential phase of . it and dependent upon its com-

petence. .

III. Objectives of an Industrial Enterprise '

If the criterion just stated be adopted, it is obvious®

that the accepted objective of the enterprise must be
large enough to comprehend the interests and relations

of all groups in industry, including the relations of |

cmployer to employe, the relations of colleagues within
the management to each other, the relations with com-
petitors, and finally the relations with customers. Such
an objective may be defined as supplying goods and
services with the least possible waste of human effort
and materials, at the lowest prices consistent with good
quality of product, fair 'zc}agvs, healthful working con-
2ditions and safety and fair return for capital invested.
As productive capacity increases with the appli-
cation of new technological discoveries and with
the increasing competence of management and
labor, all the factors in the equation of relation-
ships must correspondingly change, including the
specific content of “fair wages and good -working
conditions”; “safety and fair return for capital in-
vested” ; and the buying power of the consumer. The

necessity for correspondence between productive ca-

pacity and consuming power gives added reason for
! “fair wages and good workmg conditiops,” which make
possible a rising standard of living for all wage-earners
and permit them to function correspondingly as con-
sumers. .

IV. Wages and Earnings

Not only the wage scale established but the method
of determining wage rates is a vital factor in employer-
employe relations. The principles of scientific nianage-
ment emphasize that setting the rates of compensation
involves study and standardization of all factors affect-
ing the performance of a given task, including the

,’increase» in output.
arbiter as to what the hours of labor should be. But
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keeping of 'machinery in gbod condition, provision of
proper tools and good materials and the maintenance
of good working conditions, as well as carqul selectlon
and training of workers.

Time and motion and related studies should be re-
garded as part of this task of standardization and a
tool for the'discovery of facts about costs. Time study
should be a joint enterprise between the worker and
the observer. - Before it is uﬁdertaken, its purpose
should be frankly explained to the operative who is
to be observed; and it should not be practiced except
by those who have mastered its technique.  Secrecy
should never be permitted; frankness is an indispens-
able condition’ for its full usefulness.

-Standards already established in an industry and
in lhe locality should be reviewed al regular intervals,
with the presumption that improvements in prodictive
capacity should be reflécted in increased carnings. Cut-
ting rates should be avoided as demoralizing alike to
production and to the community's standard of living.
All wage adjustments should be based on procedures
which insure at least relative permanency.

Profit sharing has not yet reached the stage in ex-
periment where it can be put forward as an agreed
record of experience and still more tentative is the
whole subject of employes’ stock ownership. At this
time it can only be urged that profit sharing and em-
ployes’ stock ownership be studied, but without recom-
mendation in this code.

»

V. Hours of Labor

A working'day of cight hours has been so generally
accepted in industry, as meeting the social needs of the
worker and as a safeguard of efficiency in production,
that the burden of proof rests heavily on anyvlonger

; schedule. This applies, of course, to continuous twenty-

four-hour work, which should be divided into at least
three shifts. A shorter working day is under discus-
sion in some industries and is worthy of study in all
work places where increasing speed of production, due
to improvements in equipment, has tesulted in a marked
Experience itself is the only final

the needs of the workers for leisure and for protection
against. excessive fatigue set mavimum limits within
which management must be competent to devise meth-
ods of production to fulfill these social needs. Over-
time representing excess over the regular schedule
should be paid for at a higher rate of at least “time
and a half,” both as a deterrent for managgmcnt to
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keep within the standard schedule and as a recoghition
of the hght\of the workers to their leisure.

The working week should always insure one day of
rest in seven. The Saturday half-holiday is now well
established, especially to insure the average if the pre-
ceding five days are longer than‘eight hours each. The
ﬁve-day week has reached the stage of experiment and
should be watched by a]l progressive managers. It
is to be expected that thel world’s increased productive
capacity should result in increasing leisure for the
workers, and it is to the advantage of a proper balance
between  production and conswmption that industry
should not be too slow to reduce daily and weekly hours
as higher levels of output are permanently attained.

That the legal and customary holidays of the com-
mumty should be observed needs no emphasis, as this
is commonly accepted in well -managed enterprises.
LEqually desirable is the qxowmg practice of glVlIlL{
summer vacations with pay.

Night work should be avoided wlw;c possible wid
should never be required of women employes. As
brought out in bricfs in defense of labor laws prohibit-
ing night work for women, presented in the Supreme
Court of the United States and in the state courts,
it is the world's experience that, in the interest of the
health and social well-being of the woman worker and
of the community, she should not be required to work
at night in industry. Investigations have shown that .
the majority of women who work at night in factories
do so under a heavy burden of caring for their homes
by day and working in factories at night, and it is
to their interest and that of the community that they
shotld be -protected afainst this double burden. The
other specifications for hours of work by day and by

-the week apply with equal force to men and women.

Minors under the age of cighteen years should never

be employed longer than cight hours a day.

VI. Security of Employment

To tnsure relativc permanency and continuity of
employment should be an objective of good manage-
ment,

In so far as frequent changes in the working force
arise out of lack of adjustment of individuals to their
work, the causes should be dealt with as problems in
personnel Grganization, discussed in a later section.
Involuntary unemployment which results from the
failure of the individual firm to hold its own, or from
seasonal conditions in the industry as a whole, or frorfi
general business depression, is a problem involving




