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In the fifth place, banking work la of such a nature 
that It requires the most careful scrutiny of the in­
dividual employee’s honesty In every case. This In­
volves am extensive Inquiry of references, as well 
as other methods of checking up the employees re­
liability. This phase of the work, of course, is much 
mere necessary for the rank and file of workers.

There has been such a great increase in the num­
ber of women in banking work that special atten­
tion needs to be given to the woman employee. A 
carefully trained woman to assist in determining the 
types and working conditions of women applicants 
and women employees is therefore necessary. There 
should also be a trained nurse to assist in the em­
ployment and medical work.

One more feature in handling employee relation­
ships in banking needs to be kept in mind. There 
should be a well-planed system of education in or­
der to promote mutual helpfulness and keep the in­
dividual employee permanently interested in his 
work. This educational work should be designed to 
meet both the general needs of the employees and 
the particular requirements of each person in his 
special line of endeavor. The instruction, further­
more, should anticipate the needs of the employees 
in order to place them in line for promotion. It 
should embrace lectures on subjects of general in­
terest, such as health habits, how to improve one’s 
work, and similar topics, as well as a regular curricu­
lum of study comprising courses on the functions, 
policies, relations, and regulations of the bank, page
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the employees or from the beads of the departments. 
The necessity of the Employment Manager inter­
viewing all employees proposed for dismissal can­
not be over-emphasized. Although the employee may 
be Judged undesirable by the department head for 
work Ig his own department, he may be well adapted 
for another type of work and should be interviewed 
to see If he is fitted for another position. The policy 

should be, of course, td prevent complaints from aris­
ing rather than to try to adjust them after they have 
become acute.

The problem of human resources In any business 
organization requires as uniform and consistent a 
policy as the technical problems of production or ser­
vice to the public. This Is true whether the pro­
duct of the firm Is in the form of concrete material, 
such as manufactured articles, or in the form of 
service, as in banking. The personnel must be care­
fully chosen and adapted to their work. Each mem­
ber of the working force must be placed and kept 
on the job where his special abilities will best serve 
production and the organization, and at the same 
time enable him to grow and develop.

It is a problem of mutual relationships. Both the1 
organization and the individual have standards of 
attainment whicli must be met. The whole super­
structure of the organization, however great or small 
it may be, rests upon the individual worker as the 
basic unit. If he does not work to the best advan­
tage for all concerned, there will be break some­
where, sooner or later, which will make for a defi­
nite loss.
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This program should have as one of Its outstanding 
features regular Interviews with all employees, some­
times with the employee at his work, sometimes in 
the Employment Managers’ office. These should be 
held often enough to keep him in touch with the 
needs and the abilities of the employees and their 
working conditlona There should also be a constant 
exchange of Judgment between the department heads 
and the Employment Manager to determine the need 
for new employees, and to help keep in close contact 
with the working force. Sympathetic understanding 
of conditions, recognized in time, will often prevent
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The task of meeting these demands requires a 
trained staff and specially adapted machinery, or­
ganized and equipped to deal with them. Co-ordin­
ation of effort under one head is as necessary in 
selecting and placing the worker as well as in con­
tinuing to care for his interest and the Interest of the 
organization, as it is in handling the material or 
financial end of the enterprise. The most economi­
cal and effective means of handling these matters 
Is through the maintenance of a centralized Employ­
ment Department.

There arc at the present time a number of pecu­
liar conditions that emphasize this necessity for the 
scientific handling of the problem of human resour­
ces. One of the most noticeable of these is the gen­
eral economic and psychological unrest due to the 
war and particularly reflected in the instability of 
the working classes, as indicated in the general flux 
in change of positions, and in a more or less general 
desire for increased remuneration on the part of the 
worker. Again, a great reduction in the available 
supply of workers has been brought about by en­
listment and draft for war service. Then, too, the 
rapid growth in the number of women and of un­
trained workers in business and in industrial organ­
izations, and the general expansion of these organ­
izations during this unsettled period increase the dif­
ficulties that have to be overcome.

All of these factors apply to banking and financial 
organizations as well as to other lines of business. 
The problem of human resources in banking is as 
important as the financial. The chief product of 
the bank is service, and its service is linked up most 
intimately with its personnel.

The Employment Department, now, functions as 
the primary force in building up and maintaining 
this personnel. In accomplishing this task, it has 
a number of very definite duties to perform.

First, it has to develop sources for securing an ade­
quate number of competent employees. In doing
this, consideration must be given to the past train­
ing and life conditions of the various types of work­
ers and the probable length of time each may be ex­
pected to remain in the employ of the institution. 
Many of the larger banks have secured excellent 
results through establishing co-operative relations 
with universities and colleges to get the best material 
into their institutions for definite training in their 
methods and policies.

Second, it must select and place employees in the 
positions for which they are best fitted. A most im­
portant feature here is that the Employment De­
partment must have the right to approve all new 
employees. It must bring together the experience 
and ability of the applicant and the requirements of 
the particular positions open, 
economical and expedient to spend an hour or more 
in properly placing the new worker than it is to 
spend a day or a week in trying to replace him.

Third, it must carefully follow up the worker after 
he has been placed. The Employment Department 
should handle questions of transfer, promotion, dis­
missal, and other adjustments affecting the em­
ployee relationships in the institution. It should 
analyze closely all complaints arising either from

and messenger work, office practice, business or- 
lack of interest, resignation, or discharge of valu- ganization, commercial geography, credits, loans, in- 
able workers. It is a problem of developing possi- MA JO I

vestments domestic and foreign exchange, and the 
personal elements in banking.

A special phase of this educational work is the 
correlation of the courses of instruction in the bank 
under the counsel and advice of those directing the 
employment and educational work, with instruction 
in other institutions and organizations, such as uni­
versities and colleges and the American Institute of 
Banking. The problem of just which of these cours­
es should be given within the walls of the bank and 
which should be taken by the student on the out­
side Is one that requires careful consideration. On 
the one hand, definite and full information in the 
bank’s policies and methods in its special lines of 
endeavor must be observed, and on the other hand, 
broad points of contact that can be developed in the 
outside courses need to be cultivated. -
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Several other factors that vitally affect these vari­
ous phases of the Employment Manager’s work 
should be given special mention. Im the first place, 
the salary schedule should be carefully studied from 
time to time with the view of adjusting the salar­
ies for the various types of work, as well as of stand­
ardizing salaries throughout the organization In so 
fas as the nature of the positions permits. Stand­
ardization of salaries, however, must not be car­
ried to the extent of stifling the initiative of cap­
able and imaginative workers. It is an economic 
maxim that it is cheaper to pay a salary for a given 
type of work equivalent to the higher standard in 
general approval, than to fall slightly below these 
standards. The results come in longer tenure of 
office, a more contented working force, less time 
devoted to hiring and breaking In new employees, 
and consequently, in a general increase of effi­
ciency. On the other hand, it is Just as disastrous 
for a concern to try continually to outbid its neigh­
bor employers either directly by salaries, or indirect­
ly through bonuses, as such practice can end only 
in a distortion of salary rates for all concerned.

<

i L. J. .
ago, w 
Gresham 
was borr 
ness can 
Into the 
promotlo

Other points which will not be discussed in de­
tail here, but which are of no less importance, are: 
Life and disability insurance and pensions for em­
ployees; a medical staff to give careful examina­
tions to new and old employees, and to assist in cor- - 
relating the results of these with the results of their 
mental examinations are with the type of work that 
they do; lockers for clothing; dressing rooms; 
lunches for employees; rest rooms and club rooms; 
mental recreation and physical relaxation at the 

In the second place, it is necessary to provide a noon-day period; vacations with pay ; promotion of 
sufficient number of people of proven ability, or thrift organizations; and concerts and other en- 
younger persons of high general ability and capable 
of being trained, to fill the more responsible posi­
tions from time to time. This policy makes provi­
sion for filling the better positions from among the
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These human factors are ones which, when not 
scientifically handled by persons whose special du­
ties are to deal with them, constitute some of the 
main elements of loss in efficiency, and therefore in 
service, for the organization. This loss arises from 
unnecessary turnover, or losing valuable employees 
with consequent waste in time and expense to re­
place them; from absenteeism; from tardiness; from 
inability to replace employees who have left import­
ant positions; from needless shifting of employees 
within the various departments; and from lack of 
interest and effort and harmonious working spirit. 
On the other hand, they are the factors which, when 
properly handled, give vital energy and esprit de 
corps to the working force, and increased returns 
to the institution itself.
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only employees themselves Instead of going outside 
of the organization except in special cases.

In the third place. It Is highly desirable not to 
hold the number of employees on the roll too low. 
While It Is just as bad to “overstock” as it Is to 
"under-stock" In the number on the roll employees 
should not he held under a maximum tension and 
strain to carry the normal volume of work. There 
should be sufficient lee-way to accommodate the 
rise and fall of rush periods.
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In the fourth place, it is often much better to 
employ younger and Inexperienced persons of high 
general ability and train them for the particular posi­
tion than to take on a large number of persons who 
have a certain degree of experience In the work, but 
who have only limited abilities. In this connection, 
however, It must be recognized that certain types 
of work do not offer Immediately sufficient oppor­
tunities for the expression of imagination and in­
itiative to hold a younger person of ability and am­
bition. Care must be taken, therefore, to place and Splendid climatic conditions and beautiful 
train the persons of only routine ability for routine await you while there are scores of attractive re­
positions, and persons with initiative in positions sorts- Winter Tour tickets are now on sale to points 
requiring the use of imagination and initiative, or in Alabama, Arizona, Cuba, Florida, Georgia, Louisi- 
leading definitely toward them. These are points that ana, Mississippi, New Jersey, 
become vital ones in banking, as there are many Carolina, South Carolina,
types of work that involve mechanical operation to- privileges allowed. The Grand Trunk System af- 
gether with close concentration of mind on the part fords a variety of routes and its representatives will 
of the worker, as well as those that require the ex- gladly map out a tour for you. Consult M. O. Dafoe,

122 St. James St., Montreal.
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WINTER TOURS.

There is no pleasanter way to recuperate from fall 
colds or Influenza than by taking a trip to the south.
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