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Introduction

In 2 country where the 'rule of order =nd the law' (Rechts-
stast) is constantly emphesized; where the citizens pride
themselves on being members of s 'high-performance society'

(Leistunssgesellschaft); 2nd where many sre relishing the

fruits of sn 'affluent society'’ (Eghlstandsgesellscheft),

it 2ppesrs curious that nobody has taken the trouble to pro-
duce 2 legal definition of the occupstion which is so resdily
a2ssocizated with these three outstending features of Yest

(1)

Germany todsy - thst of the 'menager' (Filhrungskraft). It

follows, then, that if the term is not legally defined, there
can be no officisl stetistics on the number or type of mansgers
actuslly opersting in the country, and surveysor polls hsve

to be relied upon.

Individusl compsnies in West Germsny are, howsver, in no 4oubt
as to which of their employees 'menage' or 'lesd' (fithren)

and which do not. Though designations of 'manager' vary,
depending on company size snd the sector of the economy in
which the firm is involved, 'mensgement' (Filhrung) csn begin

3t the level of the master craftsmsn (Meister) or even the

one below, i.e. that of the skilled worker (Fzcharbeiter).

It culminates st Manazgement Rosrd level in FTublic Limited

Companies (Aktiengesellschaften) or Msnaging Directors' level

in Privete Limited Companies (Gesellschaften mit beschrinkter

Hsftung). How many levels of msnagement come in between is,
2gain, 2 function of the size of the company =2nd the line of

business in which it is engaged,



Germsn thought snd educstion

The education, training snd development of mansgers in Yest
Uermeny are a2 reflection of the Germsn view of the world

(leltanschauung) and the educational idesls of Wilhelm von

Humboldt.

“hereas men's achievements are classsified in English-speoking
countries according to the Arts and the Sciences, the Germens
2dopt a8 fundementslly different spproach. They distinguish

between the verforming 2nd fine Arts (Kunst), 211 knowledge,

Science and some of the Arts (Wissenschaft), snd the fashion-

(2)
ing of useful artefscts (Technik). ~The sdvertising slogsn

of the Audi csr company, 'Vorsprung Adurcn Technik' ('In the

lesd through engineering') is not idly chosen because the
word Technik is imbued with so many 2nd veried connotstions
for the Germsn mind.

The position of Technik ss 3 category of men's accomplishments
in its own right centrasts —ividly with thst of Engineering
in Anglo-%xon countries. ere Engineering stands as merely
one of the Applied Sciences, which sare in themselves 3 sub-
category of Science: in West Germeny, Technik is pre-eminent
becsuse it embraces both the a2rt snd the science of msking or
menufecturing things.

This difference in thinking hes significant implicstions for
the West Germen economy 3nd for the set of vslues cherished
by the citizenry of the country. The pre-eminence of Technik
#ives rise to z manufscturing-friendly environment, with the
result thst “Yest Germsny hes not moved too far towards s ser-
vice economy. Some 4C per cent of Gross Domestic Froduct is
still furnished by menfacturing industry,where higher value

is usuelly sdded than by services.
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Techniker, one of the derivations of Technik, which mesns
'technician',possesses msinly vositive overtones in the

Germsn lansusge. To say of someone, 'Er ist ein guter

Techniker' would be to psy him the most sincere of compli-
ments. In English, however, one might perhsps expect %o
encounter ‘'technicisn'used in a3 pejorstive sense such as,
'He's 2 good technicisn all right, but ...' @)

The admirstion of the Techniker reflects in West Germeny

8 psrvssive vpreference for the professionsl, by contrast
with the British adoration of the sameteur. The cult and
cultivetion of the professional, the expert, the Techniker,
sre thus the dominsnt festuresof higher education in West

Germoany. These same considerstions slsc dominete the

education of mansgers.

Much of todsy's education system in West Germany still 2s-
pires to the idesls of Wilhelm von Humboldt, 1767-1835,
though some modern developments could not have been foreseen
by him. A friend of Goethe snd Schiller, von Humboldt was

2 men of sctions rather than words. As 3 minister in the
Trussisn government, he founded the new University of Ber-
lin, which was insugursted in 1810. Von Humboldt leid the
hasis for the higher educstion of the nstion by his practicsl
reslisation of the idess of Germsny's classicel poets and
thinkers. e

University educsation was perceived by von hHumboldt 2s learning
which should be based on 3 sound general education and which
should sdvsnce 'in unity and freedom'. Both idesls live on
todsy. The first, thet of 3 sound genersl educsation, is re-

flected in the bresdth of the curriculum for the examinstion
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leading up to university entrance, which is called Abitur or

Hochschulreife. Here pupils of nineteen or twenty yesrs of

2ge must study, and ba exsmined in, 3 wide range or subjects
and not merely those which they intend to pursue 3t univer-
sity. The second of von Humboldt's idesls, i.e. that studies
should proceed 'in unity snd freedom', finds its echo in the
length of time which “West Germsn students spend st their uni-
versities. In these sncient establishments, with long scademic
trasditions, especislly in the promotion or rigorous thinking
and scientific resesrch, the saverage length of diploms studies
is spproximetely €.0 years for students of the economic scieg-
cesy 6,2 years for electricsl z2nd 6.4 for mechsanical enginee%;? The
aversge cost of the courses to the students, of whom none re-
ceive grants snd only one quarter losns, was in 1986 DM &1,000
for economic scientists, DM 66,100 for electrical engineers
and DM 67,600 for mechanicsl engineers.<6>

"hat von Humboldt could not have anticivated sre the largce num-
bers of students currently entering institutions of higher
education in West Germany. From 79,4CC young people starting
their studies in 1960 and 125,700 in 1970, the figure resched
225,100 in 1982, representing 21.3 per cent of the sverace

age group between 19 and 21. The number of student places
incressed not only ss 3 result of larger age cohorts but also
because of grester pasrticipstion rastes. Currently, some 75

ver cent of those guslified to enter institutions of higher
education do so. @

Bringing together now the msin strends of Germsan thought and
philosophies of education, what we witness todsy in tertisry

education are vocationslly-oriented, broadly-based snd lencthy

studies for lsrge numbers of young people in West Germeny,

ATrATinALT s Padriama e e e



TAucation of a2spiring menagers

A knowledge of the West Germsn education system is essentisl
to sny unierstanding of how the country grows her managers
becsuse so much of the tradition begins in the schools, poly-
technics and universities.

Future mensgers enter West Germsn compsnies at any one of six
difcerent levels after experiencing types of education which

vary greatly in duration and content (see =21lso Exhibit 1).

The lowest level of compsny entry, and one which 1s becoming
incressingly rare a2s firms are sble to be more selective in

their recruitment policies, occurs after genersl school

(Hauptschule) st the =2ge of fifteen. Approxi?ately 326 per
8)
cent of =2ge group attend this type of school. Awsrd of the

cenersl school lesving certificste (Hsuptschulsbschluf) -

(9)

the spproximete eaquivaslent of 5 CSE pssses opens the way
to many occupations for which formsl tresining is re-
quired.

From here the route to management would lesd viz the status

of spprentice (Lehrling), skilled worker (Facharbeiter) and

moster craftsmen (Meister), with 8 parsllel route open to
to young people opting for s commercizl spprenticeship

(keufminnische Lehre). Although one third of the senior

msnzgers 2t Daimler-Benz came up through the ranks, vis the
two-and-a-half yesar aporenticeship system, this is extremely

rare in view of the incressing acsdemization of mansgement



todsy - & trend which will be comrented upon lster (see

DP.13-15),

Company entry st the second level is fessible after attendance

8% an intermediste school (Zezlschule), 2t the sze of sixteen.

Approximately 28% of age sroup attend this type of school,

after selective entr§io>8uccessful completion of the inter-

mediste school leads to the award of the intermediste certi-

ficate (Reslschulabschluf or(Ni;tlerer AbschluB) - the rough
11

equivalent of 5 O-level pssses. TFossession of this certifi-

cate substantislly improves & young person's chances of em-
ployment and with it the sll-importsnt gpprenticeship in the
Dual System of work and psrt-time study. It slso qualifies
young people for sttendance 3t 8 technicsl school (Tachschule

or Fachoberschule), specislized schools offering vocationsl

treining st upper secondary level.

‘he third level of company entry cen be achieved after comple-
tion of grammsr school (sznasium) or of the upper technicsl

and vocationsl school (Fachoberschule), at the age of nineteen

or twenty. Approximately 2€ per c?nt>of age group sttend grsmmar
12
school, sgsin sfter selective entry. The final leaving certi-

ficate, Abitur or Hochschulreife, - the gpproximete but much

brosder-based equivalent of A-level - affords legal right of

entry to universities or polytechnics (Fschhochschulen), subject

to the number of places asvailsble in certsin university faculties

which operzte 3 numerus clsusus. Arproximetely 28 per cent of

211 pupils obtain this certificete or one of its close

(1%)

eguivaslents.
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Cne equivaslent, the “achhochscHulreife, is swarded for the

most part by the upper technicsl 2nd vocationsl schools

(Fachoberschulen) snd permits entry to polytechnics (Fzchhoch-

schulen), some of which s#lso insist on sdmissions tests and/
or interviews for certsin subject aress, including 'business

economics' (Betriebswirtschaft). The upper technical 2nd

vocztional schools can slso sward the fachsbitur, s certificate
which provides 2dmission to 2 limited number of subjects a%t
university.

A zgrowing number of young people possessing the Abitur or one
of its equivalents are opting not to go on to higher education,
or st leazst not straiesht after school., Some 15 ver cent of
successful Abitur cendidstes elect to serve an spprrenticeship
first 2nd then proceed to study a8t universit§§“+%his is not
uncommon, for example, in banking, where 33 per cent of the
trainee intake of the Bayerische Vereinsbsnk tske this par-
ticuler route.

Csher successful cendidstes with Abitur choose special training

courses (Sondersusbildungssinge fiir Abiturienten), which sre

21so enjoying growing populerity. These specisl courses Ziffer
from the trsditionsl sprrenticeship in both content, i.e. more
theory hss to be leavned, 2nd duration, They last in excess of
three years. The number of companies offering such courses rose
from 200 in 1977 to 80C in 1981, and the number of places svail-
able from 4,000 to 6,0CC, 8C per cent of the places asre for
comrmercisl essistants, 15 per cent for methemsticsl or technical
ssgisteants, and 5 per cent for engineering assistaqﬁs. In 1281,
there were 14 sprlicsnts for every place offered.mb/

Cne of the ressons for the srowing reluctence of youngs veovle

to enter higher educstion at all, or at lesst not immedizstely



after completing their secondary educstion, is %o be found

in graduste unemployment in West Germany ~ 8 theme waich will
be tsken up later (see ppAO-43),

At this point it should be noted that Yest German msles are
obliged tc perform nastionsl service, which used to last for

1> months but hss recently been extended to 18 months.

The fourth level of compeny entry is after grsdustion fror 3

polytechnic (Fachhochschule).

Most of the 118 polytechnicswere set up in the early 'sixties

and developed from engineering schools (Ingenieurschulen),

senior technical colleges (HShere Fachschulen) for commerce

(Wirtschsft), socisl studies (Sozislwesen), textiles znd

clothing (Textilwirtschaft),

There sre seversl ressons why the individusl federzl states

(Bundesl§nder), ezch of «hich enjoys grest sutonomy in mstters

of educetion snd culture, were determined to promote the

expansion of higher education outside the university sector:

- Tolytechnic courses were to be of much shorter duration
then university courses in similsar disciplines, i.e. 2
maximum of three to four yesrs;

- Polytechnic courses, particularly in 'business economics'’

(Betriebswirtschaft),were to be more practice-oriented thsn

their theory-leden equivalents in the universities:

- Folytechnic courses were supposed to sddress more directly
the regionsl demsnd for mleces of study ss well ss provide
3 supply of graduztes commensurste with the needs of industry

15
and commerce in the region.< )
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There are spproximstely a guarter of a2 million students ot
polytechnics, with 1 per cent rer snnum more young reople

with the Abitur qualificstion electing to =zttend =2 vpolytechnic
in preference to 2 university. This incressing percentacge
could become significsnt in future yesrs when the number of
young people entitled to study will beegin to fall dresmetically
as fro- 4988€T%&ing to West Germany's decline in birth-rzte,
which hes resched world-record proportions of only 1.4 children
per ¥omsn.

The main subject aress, in order of popularity, studied at
polytechnics sre: mechanical 2nd production engineering;
economics and business czconomics; social studies; electricel
engineering; public sdministration; architecture; civil
engineering. (18)

Most polytechnic courses are divided into: s foundation course

(Grundstudium), which lests for two years, and after which an

exsminstion must be taken; and a8 mein studies section (Haupt-
studium) losting ususlly one year and reguiring a2 diploms
thesis as well ss written snd orsl exsminations.

In @ lsrge number of polytechnic courses, st dents sre obliged
to spend placement periods in industry or commerce (Fraxis-
semester) during which they gein practicsl experience in their
field of study.

A significant festure of solme polytechnics, in terms of inter-
national mensgement education, is to be found in s number of
European business studies courses. These ususlly last for
four vears snd slways include periods of study in the X =2nd/or
France. Cften they 21lso involve placement veriods in industry

or comrerce abrozd, and gradustes receive double degrees.

These gradustes sare much sought after by Germen companies, with
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gpproximetely two-thirds of the students in the final yesr of
the Reutling EBS programme receiving job offers before taking
their finsl diploms. Schlof Reichsrtsheusen am Phein, 3 private
polytechnic, hes sn ecually proud plscement record for its
graduates€19>The perticular successes of these two programmes,
however, serve to highlight s general fsilure by West Germany
to provide an sdequate supply of internationsl managefs -
snother theme to which subsequent reference will be made

(see pp. 47-50.

To distinguish polytechnic qualificstions from university
quglifications in similar fields, some federsl ststes insist

that their polytechnics confer scademic swards such ss Diplom=-

Ingenieur (FH) or Diplom-Retriebswirt (FE), the sbbrevistion

in brsckets referring to Fachhochschule.

The sversge zze on gradustion from 2 polytechnic is 26

years.

The fifth level of company entry is feasible =2fter gradustion
from university st diploms standard.

Universities in “est Germeny differ from polytechnics in
seversl ways. Firstly, they zre on averaze much more szncient
seats of lesrning with strong scademic trzditions, vigorously
pursuing von Humboldt's idesls. Secondly, staff at univer-
sities tend to be better qualified academicslly than their
polytechnic countervarts, but the lstter have more prazctice-
relzted experience. Thirdly, university faculty must teach
2nd resesrch: polvtechnic faculty must tesch and sre entitled
to research but this is not an obligation imposed upon +them.

Finslly, as 21lrveady mentioned, university courses are of grester

curetion then volytechnic courses. The eversge lenzth of Aiple.
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stufies for university gradustes is 6.5 yezrs. Though 2
longer period of study Aoes not in itself imply & higher
stonderd in the finsl diploms, there is 2 =zenersl consensus
thst the university saward is hisgher than that from s poly-
technic. This is 21lso reflected in the fzct that a poly-
technic diplomz entitles the holder to entry into the midile

ranks of the 'lest Germen civil service (gehobener Diensb);

2 university diploms to the higher rsnks (hdherer
Dicnst). (20)

There sre zpproximstely 975,000 students 2tfending universities
in “est Germeny, including the comprehensive universities

(Geszmthochschulen). Considering in zddition to these the

students st colleges of theology, art, music, education, 2and *the
polytechnics, it can be stated thst approximstely 2C per cent

of the 19 to 25-year-olds in the country 2zre enjoying the
benefits of higher educstion.

The most popular courses at university sre, in order of pre-
ference: the economic sciences, including business economics;
lsw; medicine; Germsan; education; mechsnicsl and production
engineering; politics snd socisl sciences.(24>

University gradustes in genersl, snd business economics ersdustes
in particulsr, have been the subject of criticism on the =zrounds
that their learning is too theoreticsl in nature. Fossibly
their most vociferous critic wes Hans Dichgans, 8 businessmen

and delegate to the Federal Fzrlisment (Bundestag), who had

2 public exchange of views of the subject with some twenty

"D

(22)

university professors of business economics in the 'sixties
According to Dichgsns =ond meny others, there is & marked lsck
of sdequste practice-relsted teaching in university courses.

Ironically enough, polytechnic gredustes have recently been
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finding it incressingly difficult to escape similer criticism
since the stipulstion wss Aropped for them to serve an aorren-
ticeship orior to polytechnic entry.

The consensus smong compsnies would 2ppesr to be that university
gradustes asre zood abstrzct thinkers but require 2 two-year
'sporenticeship' in the business before they zre really useful,
Folytechnic gradustes possess much more rractic~1l experience

on entry snd 2s 2 consequence sre up and running from the very
beginning of their compsny careers. This mey ell be why so
larze 2 percentaze of polytechnic gradustes find employment in
medium-sized 2nd smsll companies, where induction troining is
rare.,

The sverage 2ge of university students on gradustion 2t diploms

standard is 28 years.

The sixth snd finsl level of company entry occurs safter com-
pletion of doctorsl studies st university.,

In 1960, the totsl number of doctorstes swsarded by the West
Germen universities wss 6,2C0: in the 'eighties, zpproximstely
13,000 students per snnum graduste with the coveted doctor
title, among whom there sre some 2,600 mathemstics and social
science grsdustes, 1,30C economic and socisl scientists, and
1,CC0 engineers. (22)

The doctor title is slmost essentisl for the upper ranks of
menagement of certsin compsnies, for exsmple in the chemicsl
industry or in insurance. In other branches of industry snd
commerce, the pay-off rate of the title is very difficult %o
quantify. The doctorate in economics or business economics is

rewsrded much more hichly then *he diploms in certsin staff and

line positions, though here, too, 2 voune person with the title
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mightvbe circumspect about =zccepting = post such as Agsistant
to Member of the Boesrd - 'glorified secretary with 2 doctor
title.' Moreover, s doctorste csn be 2 rositive hindrance for
inclusion on some trainee programmes}24>

It csnnot be denied, however, that the doctor title is 2 sreat
help in promotion in industry and commerce: of the top menagers
in lsrge compsnies who have studied one of the economic sciences
at un%xqfsity, approximately two-thirds possess the doctor-

ate. (2

The averaece a2ge on gradustion with the doctor title 1s 30

years.

fcademization of management

Hsving identified the six levels of compsny entry snd having
commented on the type of education enjoyed by t"e aspiring
managers coming in st tre various levels, it is now possible
to sppreciste the significance of the following bar chert

(see Txhibit 2):

- The figure for est Germen mensgers holding 8 Aiploms at the
meneging director level was 62 per cent 1in 10845 in 1974,
it was 58 per cent.

- The figure for msnsgers holding s diplome 2t the "first'
level of menssement was 55 per cent in 1984; in 1974, it
wss 36 per cent.

- The fisure for mznagers holding 2 diplome 2% the 'second'
level of menzgement wes 44 per cent in 1984; in 1974, it
wes 28 per cent. (26)

- The higher the position in the compeny hierarchy, the grester

the number of grasdustes.
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But the acsdemization of mensgement does not stop st the

diploms level (see Exhibit 3).

- In the largest 1C0 West Germen Fublic Limited Companies
(AG's), some 53,8 per cent of mensgement bosrd members
possess the doctorste. At Siemens, 14 of the 2C members
of this bosrd have the doctor title; at Bayer and the
Deutsche Pank, 10 of the 12 members of this bozrd asre
entitled to be sddressed ss ‘'Herr Doktor'.

- Taking the West German AG's quoted on the stock exchange,
the figure for msnazement bozrd members with the doctorste
is 41.5 per cent.

- In 8311 ‘est Germon AG's, 36.7 per cent of menagement bosrd
members sport the doctor title.

- The number of manegers with doctorstes is highest in the
chemicsl industry, st 1,371, if 'meneger' is defined ss
menaging director, member of the board of msnagement, mem-
ber of the bosrd of supervisors or 'procurist'; second
position is held by the machinery-msnufscturing sector,
with 859 doctorates; third by insurance, with 729 doc-
torstes.

- The picture is similer if the average number of mansgers
with doctorates per company is exsmined. £fHere insursnce
compsnies lesd with 2n sversge of 2.1% doctors per com-
pany; second plece is held by chemicsl firms, with 1.46.
Bringing up the rear sre building compsnies, with 0,13.

The =2versgze number of monagers with doctorstes per company
(

)

7)

is O.44, provided the term 'menazger' is defined zs sbove,

- The percentasce of doctors in 'mensgement' is sreaster:
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o« the lzrzer the company;
. the hicher the overa1ll percentage of grsdustes in the firm;

. the more technologicelly-based the branch of industry.

The MBA

At *his point it would sppear sppropriete to pvose the question:
why did Jest Germany not see fit to establish American-style
business schools, public or private, sttached to existing
universities or not, snd swarding MBA degrees when other
European countries were doing so in the 's*’xties.X

Firstly, at this particular time, West Germeny was still en-

joying unprecedented economic prosperity 2s s result of the

Economic Mirascle (Wirtschaftswunder), so why change 2 success-
?

ful formula? Secondly, there were no initistives forthcoming
from the ministries of education in the individusl federal
stetes, where ex-professors, brought up in the German tra-
dition, sre the decision-mekers. Thirdly, Germsny hss o

long tradition in teaching and resesarch in business economics,

with the first college of commerce (Handelshochschule)being founde:

in Leipzig in 1898,snd many of the first snd best economics Jour-
nals being published in Germanyggsl‘z{oreover, these days
business economics curriculs sre not dissimiler from MBA
curriculs. Pinslly, if polytechnic students grasduzte with an
average age of 26, university students 2t diploms level at 28,

and st the doctorate level st 30; and if the MBA degree 1is to

be 3 post-experience aquelification, at what 2ge would s VYest

X A certsin sttempt wss mede at the Universititsseminar der
Wirtschaft (Uswg but it foundered, 1nter =2lia, on the 1inzp-
propriateness of Americazn case studies to the "est German
business environment 2nd business systems in zenersl,




AE-

Germon MBA student even start his or her studies?

S0, 2 citizen of the country would have to go abroad to acguire
an MBA, In 1985, there was not = single Yest Germen on the
Hervard IMBA progrsmme; there were two 2t Stanford snd two 2t

(29)

“harton. Moreover, West Germang account for onlv 4 per cent

30)
of particivsnts on the INSEAD progrsmme.

This sprerent lack of enthusissm for the MBA guslificetion

must conceal particulsr sttitudes to it within the country,
which prove to be smbivalent. In interviews conducted in s
sample of West Germsn compsnies, reactions to MBA gradustes
ranged from the sarcastic ('Ah, vou mean these so-cslled
internationsl infsant prodigies ') to the adulatory ('Employ-
ing MBA's in this company would be tantsmount to cesting

rearls before swine.')

A more messured view is evident in large, West Germsn companies
which zctually =smploy MB) gradustes. Yet here, too, reactions
are mixed, MBA's sre praised sbove 21l for their asnaslyticsal
skills, their sbility to work together in internstionsl tesus,
end their sggressiveness. %When compazred to the products of

the West Germsn polytechnics 2nd universities, thev zre often
referred to s 'Pike in s carp-pond.' They 2re, however,
criticized for what are perceived 2s their exsgzersted initisl
salary expectations, =2nd the susvicion lingers smong personnel
megnagers that their insistence on such is due to the thoroushly
unwholesome influence of university placements officers = --=d.
Since neither MBA'snmor university placements officersxarg

'mede in Yest Germeny', this criticism msy be 8ccounted for by

X University professors in West Germsny often sct as clearineg-
houses for the plecement of their students. They meintain
informal links with compsnies, and certsin gradustes are
'reconrended' to firms for considerstion.
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the Not-Invented-Here Syndrome.
MBA ersdustes 2re virtuslly unknown in medium-sized =nd small

companies. Threy are, however, much sought after by firms of

®

monegement consultants, meny of whom ruthlessly exploit th
VRA qualifications of their employees in the publicity which

they terget 2t the larger compenies.

Recruitment criteris for future manzgers

In keeping with the trezdition of the Techniker =nd the passion
for the professional, West Germsn companies perceive the m2nage-
ment task in strictly functionzl terms, esvecislly for middle
and lower msnagers. Eence the direct relstionship between
vocationsl training or studies 2nd the Jjob to be done is of

the utmost significence.

The importance of sporopriste, vocetionally-relevant diploms
studies to the profession envissged can perhaps be deduced from
2 survey conducted into the employment of Humsnities grzdustes
in the Hsmburg sres in 1980, 59 compenies, each with in excess
of 1,000 employees on peyroll, were contected for informstion
sbout their Humenities grzdustes. 49 compznies (83 per cent)
responded, only 7 of which had such grazdustes on their steff.

A orand totsl of 13 Humenities

(31)

reduestes were found to be em-
ployed in the 49 companies.
ihat, then, are "est German compznies looking for when they
seek to recruit university or polytechnic grzdustes? There

are 2 number of factors which can be found to be for or arainst
2n spnlicant.

The perticular university 2t which 2 voung person chooses to
studv is not regsrded szs important by company recruiters unless

one of the more problemstical, left-wing universities has been
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2ttended, in particuler Bremen and the Tree University of
Berlin., Nor sre the differences between universities =nd
comprehensive universities held to be significent. However,
greduation from 3 highly-~reputed economics faculty such as
Cologne, Bonn or Msnnheim can be an adventage when aprlying
for a3 first job since some hesds of personnel derpartments

have 3 long scquaintsnce with the products of these insti-
tutions.

Equally, the exsmination mark at diplome level must be judged
in connection with the faculty or the vrofessor involved.
Compenies 2re under no illusions about which faculties snd
which professors demand higher ex2mination standeards then
others, A mark of 4 on the traditionsl scale of 1 to &, where
1 is the highest mark, would tend to disnuslify an svrlicant
from considerstion by most companies. If g very specislized
position in the compsny is to be filled, o high msrk in the
sppropriste subject can, however, offset s lower cumulstive
2verage.

Juite spsrt from any benefits it might bestow during the study
reriod itself, = trasditionsl spprenticeship, or 2 hisgher voca-
tional qualification, is particularly esteemed by West Germsn
companies. This is especielly true of small or medium-sized
firms. Periods of practicsl experience during studies, in
West Germsny or prefersbly sbrozd, zre slso highly regarded by
recruiting companies.,

The diploma thesis written Jjust before the finsl exsminetion
can be of importance, but this Adepends on whether it is s
freely-chosen, scientific piece of work or something less
weighty which has been polished off in six or eight weeks.

If 2 topic hes “een thoroughly resesrched in 211 its theorsetic. .,



snd prscticasl implications, snd if it is linked to the position
in the compsny being sousht, then s zood diplome thesls can oe
of value.

University studies which have been completed in four to four
and 8 half yesrs are not necesszrily deemed by heads of per-
sonnel departments to be proof of excellence in an 2prlicant.
Complaints are sometimes voiced that such younz peovle, of say
25 vesrs of 2ge, lezck the required maturity. Altern=aftively,
someone who hss studied for more thsen seven yesrs would have
to srticulste some very convincing ressons for his or her
diletoriness. The best recruitment chences are enjoyed by
those who have completed their studies in five to five and 23
half yesrs. Thus the idesl age for s mele 2pplying for his
first job would be between 26 znd 28 yesrs, with n=tional ser-
vice 2nd vossibly an spprenticeship behind him. Femele uni-
versity gradustes would be one a2nd 3 half to two years younger
because they have not performed netional service. Tt should
2lso be noted that s meximum age of between 28 and %C years is
stipulasted for psrticipstion in most grsduste trainee pro-
grammes.

A se@ond course of studies (Zusatzstudium) can a2lso be useful

when spplying for 2 job. Gredustes in business economics eim-
ing to enter insursnce or banking might be sdvised to teke &
doctorate in law,

Some polytechnic gradustes have better 1nitisl chsnces of re-
cruitment than their university counterpsrts, particulerly

those specislizine in merketing or date processing. If, howover,

2 polvtechnic grzduste wishes to enter one of the clessic

functionsl 2ress of 3 company, such s intern2l suditing or
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corporete planning, he or she would have better employment
chances sfter moving on to 3 university 2nd tsking sn zddi-
tionsl course there.<32>

All “est Germen compsnies interviewed were 2t psins to stress
that it is not only the ouslificstions but also the personslity
of the spprlicant that zre the major determinents in the deci-
sion to sppoint or not to sppoint. A further, frequently-
voiced comment was, ‘'listurslly, we want the best; but we need

indisns ss well zs chiefs.'

Fost-entry induction treining

The grest majority of university 2nd polytechnic grsdustes do
not undergo 2ny specific induction trsining on entry into com-
panies. They have been cultivated in the Techniker mould, so
their higher education has been work-relsted. They enter an
arez of functionsl menagement within 3 company 2nd begin %o
function, but not to menage. If, in the fullness of time,
they aspire to the status of monager, they would be zdvised
not merely to function but to perform in contemporary %est
Germeny's high-performsnce society.

Graduete entrants to large companies 2re trested in one of
three ways. Some, like their counterpsrts in smell 2znd medium-
sized companies, receive nothing other than on-the-job ex-
rerience. 'They are thrown into the freezing water 2nd told
to swim - it's ridiculous,'

Cthers sre exposed to on-the-job trsininz in addition to job
rotatiocan - but only in 2 limited number of devertments, say
two or three st most, They might 2lso receive =n occasionsl
course run within the company but they would hardly ever be

sent on an external course 2t this tender sge! ZIven psrtici-
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pation in internsl courses is not axiomstic becsuse often the
initistive for such is left to the individusl concerned. 'There
is 2 lot on offer in this compeny, and one thing we do expect
of our youns employees is the 2bility to put up their hend
gnd ssk.'-

very smz1ll minority of grsdustes entering lerge compsnies
in the menufecturine sector (chemical, computer, food-proces=-
ing, snd car compaznies) or in the service sector (insurasnce
snd banking) do receive the opportunity to participste in 3
sraduate trainee progrségg? Normelly, the numbers on these
rrocrsmmes are low, 3t less than 5 per cent of grasduste intake.
Tarticipents in such progrsmmes 2re highly gqualified, totally
mobile, 2nd fluent in a2t least two foreign langussges.
The length of the trsinee programmes varies from sector to
sector: in menufacturing it tends to be one yeer to eighteen
months; in services two or more years.
The content of the programmes comprises on-the-job training,
job rotation in several depsrtments, and regulsr intern2l
courses. In the most unlikely event of sn externsl course
being sttended, it will be one of the closed-company type
that has been carefully selected =2nd tailored to the particulsr
needs of the firm.
Graduste troinees in “Yest Germsn companies sre not regsrded
s 'high-flyers' or 'fast-trackers', only as 'high-potentisls'.
They still have to prove to the company that they cen perform.
The Dsimler-Renz sattitude is typical of 311l the larce Yest
Germamn compenies interviewed: 'The better they are educsted,
the higher the track, but not necessarily the fester the
track, It's not the educstion or the traziring thst decides on

3 cereer in this company, it's the performence znd nothing
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but the performance.'

Yanacement development

4s with the induction training of future man2gers, 3 distinc-
tion must be made in the develorment of managers between larce,
medium-sized znd smsll compenies. Many large compeznies have
set ur extensive menssement develovment vrogrammes which are
proviied for internsally. Some medium-sized firms display 3
merked swereness of the need to develop their manssers but,
becsuse they do not possess the resources, they sre obliged

to send their moensgers on externsl courses. Most smsll com—
penies cleim that they hsve neither the time nor the money

to indulge in sny mensgement development.

In West Germsn compsnies, the initistive for manzgement de-
velopment lies with the individusl concerned, his or her
immediste superior, and perhaps the hesd of department or

nesd of division. The personnel 2nd trzining Adepsrtments

have only sn indirect be2ring on vroceedings. This relstion-
ship reflects the prevailing philosophy of virtuslly a1l

West Germen compsnies that the influence of the line must
8lways be stronger than thet of staff departments.,

In most companies, msnsgers and their subordinstes are subject
to reviews either annuelly or biennislly. Not only performsnce
2ssessments but also development needs sre discussed on these
Occasions between the msnsger, his superior and possibly head
of department or division. In some firms, the reviews sre

oTe accompanied by cereer forecasts covering the next five

years.
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If the individuszl employee is fortunzte enouch to have 2n
enlightened superior, then he or she can be ressonabdbly con-
fident that development needs will be met. If this is not

the case, then the individusl has 1little recourse to 3any

other point in the compsny. Theoreticzlly, anyone feeling
thst their development needs are not being asccommodated could
2pproach the personnel depsrtment but they would be extremely
reluctsnt to do so.

The preveiling view in West German compznies is thst superiors
must have full sovereienty over their staff beczuse it 1s the
superior who is ultimetely responsible for mszeting departmen-
tel or divisionel finsnciesl tzrzets. It is onlyv on the occesion
of the superior's own annual or biennisl review, 2t which 2
member of the personnel depsrtment might be present, that lack
of sympsthy for the menasgement development of subordinstes,
and with it s certain neslect of corporate aims ss opposed to
depsrtmentsl or divisionsl tsrgets, could be brought to the

]
superior s z2ttention.

In lsrge compenies, the pettern is for lower management to
receive more development than middle menagement, who in turn
receive more than senior menagement. In these compsnies, 9C

to 9 per cent of msnsgement development is performed inter-
nally, either by company trasiners, senior mensgers in the com-
pany, or bought-in specizlists from universities or polytech-
nics., “hen externsl staff sre employed on internsl courses,
their contributions are thoroughly vetted before the course
begins.

Isrse West Germen compsnies stete that their reszsons for oregenii-

ing menagement development internslly ~re firstly that they
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cen do the job more effectively than snyone else. Secondly,
they have the develovment resources, humen, physicsl a2nd
finencisl, so they are determined to use them. Thirdly, they
perceive internal courses, run at their own fabulously-located
2nd equipped development centres, to be 2 mesns of inculceting
their specific corporste culture znd thus stimulating the
employee to identify with this culture.

The content of the internsl courses varies in accordance with
the level of mensgement involved. Tor lower menecement, the
courses =re inevitably of s technical nature snd 2re often

Classified ss Fortbildung, i.e. 'upgradine' or sn extension

of initisl vocationsl trasining (Ausbildung). Examples in the
menufecturing sector sre courses on gua1lity sssursnce or safety
at work.

Above and beyond the level of Fortbildung is what would be

understood in Anglo-Saxon countries ss more specific management

develovment (Weiterbildung), which normally begins =2t the level

of middle mensgement. Typicel examples of internslly-run

courses for middle mensgers would include: the selection,
ossessment znd promotion of staffy problem-solving snd decision-~
makingg and conflict menagement.

Courses sttended by senior menagement cover such topics as time
Tanagement; presentation skills; snd the company znd the environ-
ment. The latter courses are nowloften obligatory for senior
menagers beceuse the recent successes of 'The Greens', the Vest
Germen ecological party, have brousght sbout s heightened con-
sciousness of the compsny and its environment. This concern

embraces environment in 211 its sspects within the country -

physicel, socisl, economic and politicsl.
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Internslly-run foreign lensusge courses are accessible o all

levels of management on 3 need-to-know basis.

The 5 to 1C per cent of masnagement development pursued by

lsrse compenies in the form of externsl courses involves senior
end, to 2 lesser extent, middle mensgerent, 2pzrt from the

few hishlv-specislized programmes required by lower mansze-
ment,

Cne of the perquisites of top menagement can be sttendsnce

2t the Baden-RBesden entrepreneurs' colloguis (Bzden-Badener

Unternehmergespriche), which lest for three weeks snd are

open to representstives from msny firms. At these colloauis,
subjects of common snd topicel interest to entrepreneurs and
top mansgers are discussed, for example the security of mens-
gers. It must not be forgotten that Henns-Martin Schleyer,
one of West Germsny's foremost businessmen, wss kidnapved

and executed by the 'Red Army Fsction' (RAF). More recently,
Farl Heinz Beckurts, director of resesrch st Siemens, was
blown up by a terrorist bomb,

The Bsden-Baden colloquis hsve been runnin%zs%nce 1054, and
the average sge of participants is 46 year's:LL Cf the 2,206
terticipsnts in the colloquis from 1954 to 1984, only ©

were femsle. 8 of the 9 women were entrerreneurs.

4n institution vproviding externsl courses for senior snd middle

monegers, predominantly from large compenies, is the Universitats-

seminar der “Wirtschaft (U3SW) 2% Erfstsdt/Liblar. Situsted in

5 moated castle, this is not & university but s short course
centre. Fere 55 per cent of the courses sre of the single-

company or closed variety, where the masin demand 1z for market-

ine progrsmmes, corporazte plesnning and the soft skills.
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There arpears to be 2 merked reluctence smong large “est German
corpanies to send their staff on externsl courses which are
oven to 8 number of compsnies. “'hen auestioned sabout %this ten-
dency, one hezd of mansgement develovoment replied, 'ell,

one of our supvliers might be attending the ssme course or,

God forbid, one of our customers, This would put us in 2n
intolersble position.'

Nonetheless, the USY does run 8 six-week genersl menszement
progrzume which is open to psrticipsnts from s number of com-
panies. The sverece sge of perticipants on 211 USY courses

is 4C yesrs., Attendsnce by women is less than 1 per cent.
Quite clearly, then, the position of women in menscement in
“est Germsny is 2 theme to which subsequent reference will

have to be made (see pp.32-37).

Cnly 2 handful of the 68 universities in "est Germeny offer
megnagement development programmes, gnd even the terminology

chosen to charecterize the courses, Kontoktseminare, points

very much towzrds sn srm's-lencth relstionship between the
universities snd business in terms of mansgement develop-
ment. The first of the few courses wes Jjointly established
in 1966 between the universities of Minster snd Mznnheim.

It is now run by Minster snd ¥onstenz. The seminar lassts
for three weeks, is run once per year, 2nd targeted 2t top
mensgers, The University of Gielen runs en snnusl two-week
seminer with two terget groups - senior menegers in medium-
sized companies and middle mensgers in lsrge compznies. The
Technologicsl University of Aschen orgsnizes seminers for
technicel meanegers 2nd technical speciszlists.

The most corprehensive mensgement development programme mounted

by 2 est fGermen university is the Kontektstudium Menscement d




Universitit Augsbure, Tt has been running since 1976 and

has much in common with so-caIlled executive, or part-time,
menazement development progrsmres in the UF. The Yontakt-
studiur is designed for prsctising mensgers snd renks ss

en officisl programme of the university, with prescribed
studies but optionsl examinations. It contains sz foundation
course covering the functionazl sress of management such 2s
sccountsnegy, merketing, operstions menazement, efc. ss well

as elements devoted to comrunications skills, conflict mznage-
ment snd problem-solving, Sessions sre held in the evenines,
2t week-ends, and in one-week blocks, on the premises of

the university. The prosramme is designed on the modular
principle, with modules lasting from 1C to 5C hours, bullding
up to 'sequences'. 50C hours in =2n sprroprizte set of
'sequences' complete the programme. Interested perticipants
can then opt to take an exsminstion, and successful czndidates

receive the Xontakstudienbrief Msnagement der Universitid

Augsburg.,

Medium-sized compeznies without the eppropriste humsn, physical
and finsncisl resources a2t their disposal zre oblized to look
outside the firm for their msnsgement development opportu-
nities.

There sre in West Germeny scores of private orzsnizations offer-
ing » plethors of courses in what could loosely be termed
menasement developrment. Irogrammes vary in length, content
2nd quality. They sre run mostly in h~tels. Many of the
courses mounted by private orgsnizestions sre frecuented by
menscgers from medium-sized companies snd 3 few by manacers

from small firms. Tees are, of course, paysble.
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The cost of courses begins to become significsnt for medium-
sized and smsll companies, snd reduced fees sre an undoubted
2ttraction provided that the proersmmes on offer sre equally
mood. This is very much the cese with the mansaement develop-
ment programmes of“ered by the West Germen Chambers of Industry
end Commerce. Since 211 compsnies involved in 'trade' (Gewerbe)
must be members of their local Chamber snd must therefore DAYy
membership fees, the value-for-money courses held under the
gegls of the Chambers are very populsr,

The Chambers offer 2 range of development courses agimed st 211
levels of management, from entrepreneurs to lower mensgement.,
Mgny of them also possess their own short-course centres, some
of which sre locsted in asttractive countrysife snd sre lsvishly
equippred.

As is well known, the Chambers sre intimstely involved in initi=l
vVocational treining (Ausbildung), inter 21lis through their
inspection of compenies training apprentices and the setting

of exsminstions for the spprentices. Moreover, they asctuslly
Tun courses 3s well 2s set examinations for further vocstionsl

training or 'upgredine' (Fortbildung). Therefore, the recent

extension of their work into menscement development (Weiter-
bildung) would sppesr to be s natursl progression. It must,
Powever, be pointed out thst moanszement development is not

on obligation which is specificelly imposed upon them by the
Chembers' Act of December 18th, 1956,

The Chambers cleim to have very sensitive redar, especisally

for the development needs of medium-sized =nd small companies,

by dint of their close contects with firms of 311 sizes and
types. Indeed, some of them see their most velusble contribution

to lie in the detection of current menasement development tren
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in the large compznies and the subsequent provisior of similer
programmes for mefium-sized 2nd smell compenies. A1l of the
Aevelovment courses orgznized by the Zharbers asre open to sll
member companies.

The Munich Chamber of Industry s2nd Commerce, for exsmple, runs
its management development programmes ir the foothills of the
Alps, at YWesterham (aoffectionately known as Yest Ham after tre
English football cIub). Exsmples of courses tarseted directly
2t medium-sized compenies are those on sales planning, recent
developments in production and distribution, and chang%ng

from suthoritarisan topsrticivative monsgement styleé%5/Sometimes,
the Munich Chamber combines with other Chambers in Scuthern
Germe~y to 1lay on courses which sppeal to compsnies outside

its own catchment ares.

A1so catering for the neéds of medium-sized and smoll compsnies,

where the latter can be sttracted st 3ll, are the Rildungswerxe

in the individusl federsl states, some of which have so-cszlled
‘Monsgement Academies' stteched to them. These educstional
estsblishments are funded meinly by employers' associstions,
individusl compsnies, and to 2 lesser extent by the states
themselves,and the fees charged for their courses: )They exist
primerily becsuse the employers' asssociations 4id not want to

be totslly relisnt on the Chembersfor the provision of vocational

opportunities st 8ll levels. Since the cmployers' associstions

fund the Bildungswerke voluntarily, snd not by resson of 2

federal Act, they can exercise much more direct influence over
their sctivities.
igain, some 80 per cent of the menegement development courses

orecanized by the Bildunzuwerke sre single-company programmes.
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They are run on the premises of 3 psarticular compsny or in
hotels. The courses sre stzffed by professors from univer-
sities or polytechnics, snd especisally by senior msnagers
and trsiners from large compsnies, in sccordance with the
cascede principle. Here, experienced stisff from the lerge
compsnies permit their know-how to flow down to menezgers in
medium-sized compasnies in particulsr. Many of the courses
tend to focus on behavioural or presentation skills, with s
few devoted to selling techniques. Indeed, the courses on
selling skills sare virtuslly the only ones that succeed in
8ttracting perticipants from smoll companies becsuse the lessons

learned 2zre perceived 3s being immedistely avrplicable.

In interviews recently conducted in West Germsny, on attempt
wes made to establish why smell companies should displsy so
little interest in mensgement development. The reasons sprear
> be connected with the entrepreneur mentality. The owners
the small firms do not go on courses themselves becsuse they
are too involved in the running of their companies, snd they
harbour serious doubts ss to whether snyone csn tesch them
anything sbout their psrticuler line of business. Therefore,
they do not encourage their staff to 2ttend courses either.
Unless the need is patently obvious, as with negotisting or
selling skills, the employees in their turn develor 2 kind of
tunnel vision in relstion to their particulsr t=sk: provided
the boss is satisfied with their performence, then they are
2s well,
The usual excuses for neglect of masnsgement development which

are put forwsrd by smsll companies in 8ll countries, i.e. lack

of time snd leck of money, possibly possess even less validity
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in West Germeny than elsewhere. As for lack of time, "es?t
Germsn menazgers have six weeks' holliday per yesr in sddition
o the 1lsrge number of public holidays celebrated in meny
parts of the coutry; es for lack of money, meny of the smsll

companies sre extremely profitable companies,

The whole issue of menagement development in "est Sermeny must
be v ewed within the brosder context of continuing education

for the entire citizenry. 'Lifelong lesrning' (lebenslsnges

Ternen)has become s porular slogsn, end it 1s cleimed that

every vesr 25 per cent of the population between the ages of

19 and 65 teke part in some form of continuing educstion,
including menesgement development.(57%nf0“tunately, however, some
of the trends =2re not encouraging. There sppesrs, for exsmple,
to be a erowing reluctance among unskilled workers, i.e. those
without sny vocational trsining st s1l, to join in continuing
education. The participstion rate 2mong this group fell

from 14 per cent in 1979 to only 8 per cent in 1085, Sinmilerly,

the participstion rste in continuing education for those with

only Hsuptschulabschluf (the eauivalent of 5 CSE passes) is

six times lower thsn for those educated to the Abitur sten-
dsrd., In sddition, there sre significantly higher participa-
tion rates for men rather than for women, for the employed
rsther than the unemployed, snd for young peovle rather than
the older sge groups. (8
Cne ides which hss been put forwsrd to achieve more equality
of opportunity for continuins educstion is thet of Bildungs-

urlaub, i.e. '(Extrs) paid holidays for self-improvement., '

The brosd concept itself has found favour with meny bodies in

West Germsny but there has been & signel failure to define
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what the term reslly meens. Bildungsurlaub has formed part

of the DGR (West Germsn equivalent of the Rritish TUC) Basic
Irogramme since 1963, The issue has been discussed in 2 number
of working pspers by 211 the mein politicsl parties 2t federsl
level. Five of the individusl federsl ststes as well &s West(5q>
Berlin have passsed different forms of legisletion on the subjecé,
and in one form or another it has become part of s limited

number of tariff sgreements between a few of the 17 trade unions
eand their negotisting counterparts, the employers' sssocistions.,
As yet, however, there sre no federsl guidelines covering the
whole countrnyO%uestions of how much extrs peid holidsy per
snnum, and what constitutes 'self-improvement' sre still swait-

ing sstisfactory snswers by the majority of compenies. Hence

reactions to the concept of Bildungsurlsub by those firms not

yet affected by either legislastion or tariff accord sre totally
predictable, 'Look, we caen tske czre of initisl vocstiorsl
troining for our spprentices. We 8lso see to it that t-ose of
our employees who seem capable of taking on more responsibility
are given further vocationsl trasining or upgrsding. In sidition,
we provide mosnasgement development 8t 3ll levels where we think
that 1t's mutuslly beneficizl - to the compeny and to the
individuel menager., But we don't see why we should give any
employee of ours extrs pzid holidsys to go to Mscedonis for

& month to study Greek icons!'

iresent problems

There are currently in West Germeny three mszin problem =2ress
sssociated with the education, trsining sand development of menszcer

concern sbout which is by no mesns limited to the present day

but extends to the future as well. These are the issues of wor.n
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in menegement, monsager mobility, end graduste unemploy-
ment.

‘iest Germany has a8t its disposal s lerge, highly-educated
female workforce, 38 per cent of 21l employed persons being
womenf4qgut females are very much conspicuous by their sb-
sence in top and senior mansgement, and strongly under-—
represented in middle and lower mansgement,

In 198%, 46,4 per cent of school-lesvers with the Abitur

or Fachhochschulreife qualification were femsle, 2ni there

were in the same year some 482,00C women 2t universities snd
polytechnics, i.e. 37.7 per cent of the totsl student popu-
lation. GZExsmining the stetistics relating to subjects per-
haps most immedistely associsted with mensgement, in 1983,
79,000 women were resling the economic sand socisl sciences 38t
university snd 12,016 engineering. In 1982, 200 of the 1,30C
doctorstes in the economic snd socisl sciences were obtzined
by women, snd 20 of the 1,000 doctorstes in engineer-
CE
Exactly what happens to these large cohorts of highly-intel-
lige?;yfemales sfter their educstion a8t university snd poly-
technle is something of s mystery. Cf course, some of

them marry, Dut not meny begin to produce babies. As

has slresdy been noted, West Germsny currently holds the world
record ~or the lowest number of children per womsn. Nor do wo=
men enter menagement in snything like representative numbers.
Interviews on this issue conducted by the suthor in s ssmple of
ijest Germsn compsnies pointed to very low numbers of femsles in
mansgement positions at 211 levels, the most-quoted reszson being
that » women had to be twice ss zood st her job as 2 men before

she becsme 3 menacer. The same criterion holdsgood for promotion
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further up the mesn=2gement ladder. But the most relistle sto-
tistics on women in menagement 2re to be located in 2 survey
published in 1986 by FIDA, the society for the promotion of
scientific resesrch into the position of women in internstional
co-operationgqagrom May to August 1982, FIDA sent out 4,000
questionnaires to 2 representsastive selection of companies -
lsrge, medium end smell, in menufscturing industry snd in the
services sector. fewer than 10 per cent of the questionnsires,
i.e. 398 in totsl, were returned 2nd completed. Crushine
indifference to the issue of women in menagement in West Ger-
meny is, therefore, the first inference that could be drswn
from the evidence of the response rate slone,

Most of the responses came from the chemical industry snd the
food industry (13 per cent each). Next followed the services
sector in general with 12 per cent, including financizl ser-
vices with 11 per cent. However, the average number of women
employed in the compsnies responding was slichtly lower, st

3% per cent,agién the sverage for femele employment throughout
West Germsn companies as s whole (38 per cent).

The findings of the survey reveal that the percentage of women
in menegement positions 2% the individusl levels of the
hierarchy tskes the form of 3 pyrsmid. The higher the position
in the msnagement structure, the smsller the percentese of

females. (45)
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Top management

5.9%

Senior management
(branch manager, etc)

11.9%

Middle management
(head of department, etc)

17.1%

Lower management
(Meister, head of group, etc)

Source: Frauen als Fihrungskrifte in der Wirtschaft, FIDA

he msin re=sons ziven in the FIDA survey for the low number of
wemen in manzgement positions sre firstly that the trsditionsl
r8le rerception of the woman in “est Germen society - tha: of

the 3 ¥'s (¥inder, Xirche, Fiche, i.e. 'children', 'church!'kitchen')-

is chensing only slowly, 2nd this is reflected in companies (48

per cent of responses). Secondly, the nature and scope of 2 woman's
orofessionsl life take second place to her family duties (31 per
-cent)._amhirdly, there zre too few female applicants for menszenent
positioﬁr (28 per cent). Fourthly, too few women are vocationzlly
cu2lified (17 per cent)., TFinelly, women interrupt th?ié>working life
for too long in order to resar children (16 per cent).

et should be done 2bout the situstion wss exemined by the szme
survey. The most-favourei solution wss 2n improvement in the |
vocational counselling of femsle échool-leevers and their psrents
(8 per cent of responses) ; the crestion of better coniisions for
workings varents (31 per cent); abolition of santi-femsle pre’udice

by information 2nd enlishtenment within the company (23 ver cent);



experimentstion with new career patterns, i.e 2 second course

of trsining after the child-resrins phase, (20 per cent);:
private industry ought to implement its own promotion vrogrsmmres
targeted at women (18 per cent). (57)

"hat should not be done is perhaps the most revesling finding
of 311 after the dissppointineg response rate. The hichest
degree of rejection was met by the following sugrestions: an
Office of Equslity should be estsblished, with powercs of inter-
vention similsr to those of the Federsl Cartel Cffice (36 per
cent of responses); @n Anti-Discriminstion Act should be passea
(35 per cent); there should be minimum employment auotas for
women in compsnies (34 per cent); equality commissions should
be set up in companies (22 per cent); specizl employment pro-
graommes for women should be implemented by the Federsl Govern-
ment (17 per cent). (8
The FIDA survey separates out some of the replies by male res-
pondents from those by females, and msle chsuvinism is not
difficult to detect in seversl of the former. Two will suffice
8s illustration: 'Mothers Jjust don't belong in a factory or sn -~
offtee but with their children, because children hsve to be
brought up, and our society needsnew generstions with good,
bourgeois values.' 'Do women reslly want to be equsal with men?
Leave the wesker sex ss it is. As they gre now, women sre Jjust
fine for us men'. Ogglh trese responses came from owners of com
penies, egnd as lonz as such attitudes are prevalent zmong the
decision-mekers, women in West Germeny will hsve to wait some

considerable time before they achieve equality of repressntatio

at any of the levels of mansgement, let 2lone the uprermost
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ranks.

The second.problem srea identified as affecting msnasement

in West Germsry todsy is that of lack of monhility. The prob-
lem is by no mesns confined to menagers but is endemic in

the entire workforce,

Ferhaps the mein resson for the lack of mobilitr lies in the
fact that West Germsns are essentislly cresatures of their
region, and not of the nation. Germsny was a la2tecomer ss 3o
netion, with unificstion not being achieved until 1871. Many
would in fact argue that the nation was not so much unified

8s token over by Bismarck's Prussia. The result is that even
today s Bavarisn does not feel a3t esse living snd working out-
side Bavesris: the ssme epplies in equsl measure to, say, 3
cizizen of the state of Hamburg. Emotionsl loyslties lie

first with the region.

The mobility problem was verhsps further exscerbsted seversl
years ago by & famous csse which csme before the courts. A

men achieved promotion within his company and informed his

wifs thet his new post involved s trsnsfer from Hamburg to
Munieh. The wife protested that she did not want to lesve
Homburg, but the husband countered that, as head of the fsmily,
he was reronsible for their upkeep, 2nd this entsiled his
choice of their domicile, The case went sll the way to the
Federsl Constitutional Court in Ksrlsruhe, where 2 decision

wos reached in favour of the wife. The husbsnd could not force he:
To tronsfer to Munich since one of her bssgic rights

wos affected, i,e. that of her freedom of movement (Article 17,

Section (1), Grundgesetz, 'Bssic Lsw').

A further determinant in the laeck of mobility of West Germany's



workforce c2n be found in compsny pz2ternalism. In the late

‘forties and the 'fifties, when 3 chronic housirg shortase
coincided with s lasbour shortage, West Germen firms besan to
offer subsidized rents in company flasts ss o means of sttrsct-
ing workers. Whole 2ress of certain towns were boucht up by
companies, and flate were built for white snd blue-collar
workers slike., Now the housing shortaze =2nd the lsbour shortase
have long since passed, but low-rent compsny a2psrtments 5till
act as 5 disincentive for employees to change compeny. Holi-
day entitlement slso rises with lenzth of compsny service, =s
do other percuisites such as the benefits from occupstional
pension schemes, very few of which a2re transfersable,

Factors not attributable to the company are slso involved.
There has been an oversupvly of housing in Germeny since the
mid-seventies, with the result that house prices have actuslly
fsllen in some sress over the psst ten yesrs. DMoreover,
doubts sbout whether the spouse could procure ss well-paid »a
Job in the new town, physicsal separation from psrents and
grand-parents, even concern sbout waiting-lists at s new tennis
club:gre factors not to be overlooked.

A1l this contributes to s conviction, which is widespresd throush-
out the country, that if employees chenge compeny three or-

four times in 2 working life they sre nicht serids ('unpro-

fessional'), In the lsnd of the professionsl, the expert, the
Techniker, there can be no more damning indictment!

Accordingly, of the 12,000 positions svailable in top menacement
in Yest Germany, 1,5CC of which become free every yesr, only

2C0 to 230 sre ever advertisedgsoghe rest sre filled by compeanies

internzlly. At the level below, i.e. that of senior msnscement
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there sare estimsted to be some 170,0C0 posts in the country.

lere the snnusl turnover smounts to spproximately 34,0(C rosts,
25,CCC of which zre filled internslly. Therefore, some /5

ver cent of top and senior menzgement posts are taken up by
promotion from within. The figure is even higher for larse
companies, many of whom have 2ny number of suitable candidztes

to choose from. The vast majority of the small number of Zop

and senior posts sre thus availsble in medium-sized and smsll
companies.

Top management mobility in West Germany is not exsctly enhsnced
by the generous salsries, including loyalty bonuses, paid to

the incumbents of such posts, particularly in the lsrge companies.
Averege remuneration in the mid-eighties was in excess of

DM 1 million for each of the members of the management boards

8t Altsns, Bertelsmenn, Krones, Springer, Volkswagen, Deutsche
Benk, Gruner + Jahr, Lemfdrderer Metallwsren, Dezimler-Penz,
BHF-Bsnk, Rheinmetsll, and Bayer'.<5,l>

Indeed, mensgers at all levels in West Germany, even in medium-
sized compenies, heve few ressons to complain sabout their ssla-
riese The typical remunerstion structure for 2 msnufacturing
compgny, with s turnover of DM 150 million and 1,CCO emvloyees,
in the mid-eighties was: top menager DM 320,000; senior msnager
DM 240,000; middle mansger DM 140,0C0; lower manager DM 90,00CC,. 02
It will be noted that the compsny hiersrchy is fsithfully reflec-
ted in the slaries of the mansgers st the various levels,

Salary levels z2lso sffect the mobility of the blue-collsr work-
force, but in s different wsay. Here there 1is 2 two-stzge system
of sslary regotlastions. At the first stege, minimux rates of

pay are set in negotistions between one of the 17 trade unions

and the corresponding employers' associztion, either for the
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whole country or the whole region. The translation of these
minime into sctusl esrnings then takes place 3t plant level in
bargaining»between local management and the local works council.
The outcome is, almost inevitably, that sctusl earnings for

the ssme job do not vary significsntly from company to company.
Thus the mein incentive is lacking for an individual to move
from one compsny to another even within the ssme region, let

¢lone outside 'his' or ‘'her' region,

There is 1little hope that the mobility problem will be solved
in Yest Germany in the foreseesble future, Even the record
numbers of unemployed, including mensgers, in the lste'seventies

and eerly 'eighties failed to meke & significant impact.

The third problem ares in West Germsny todey 21so concerns the
labour market, but it does not affect so much existing menszzers
2s ssplring ones. As indiceted esrlier, it is the very grave
problem of graduste unemployment.

The Techniker trasdition of educstion st polytechnics and uni-
versities, coupled with lengthy periods of stu‘y, has ss its
natursl corollary a one-stert system in socliety. As wBs seen
carlier in the csse of the Humenities sradustes in *he Hamburg
ores, if s young person is educzted in s psrticular discipline,
he or she is expected to esrn s living on the basis of those
studies. Cnce 2 lawyer, 2lways a lawyer: once s shoe salesman,
2lways o shoe sslesmen. The opportunities for s change of
direction after completion of studies, or even vocationsl
training, sre limited in the extreme.

If, in addition, there is in the country 8 leegal right of entry

to 2ny university to study any subject where there is no nunerus

cl=usus in operstion provided 2 youne person is in possession
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of the Abitur qualificstion; 2nd if, 2s s result of larger

age cohorts snd hicher participstion rates, university ex-
pension proceeds at the rate which wass demonstrsted esrlier,
resulting in todsy's so-cslled 'mess universities', then

the necessary pre-requisites for grsduste unemployment are
given. All that is needed to meke it & reslity is 8 recession,
or chsnges in economic patterns. Over the pzst deczde, West
Germeny has witnessed both,

The outcome has been 8 steep and continuing rise in graduete
unemployment. “heress in 198C there were on aversge 2
university gradustes competing for every Jjob, in 1985 the

figure was 85533egistered ss mnemployed at the end of 1984

were some 29,000 gradustes who trained ss teachers, 22,C00

s engineers, 13,000 as economic or socisl scientists, 6,500

as natural scientists, %,700 8s doctors of medicine or dentists,
eand £,300 as lawyers.<54>
Looking more closely 2t those gradustes who would most pro-
bably have sought to enter msnagement, from 1973 to 1985 the
figure for unemployed economic scientists fw»em universities grew
byvﬁﬁ? per cent., The corresponding figure for unemployed
economic scientists from volytechnics increesed from 1975 to
1985 by 316 per cent.<55)

Currently, very little is being done in West Germany to alleviate

the problem. The ides has been mooted that s numerus clsusas

should be imposed for the economic sciences in an effort to
curtsil the supply, which is 3t present putting some 13,000
fresh economic scientistse onto the labour market evéry yesr, &)
Some retrsining courses for gradustes from s3ll discirlines sre

being run by the federsl Institute of Iebour (Bundesznstalt fiir

522313). In addition, the Federsl government in Bonn has made
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sporadic z2ttempts to persuszde individusl companies to taks on
tnemployed gradustes with 2 view +o retrainine, but without suc-
cess., TGrodustes 2re in fect heins tolid thew are relstively “or-
tunate that so few of them =re unemployed, ‘“heress 17 ver cont

of unskilled z2nd 5.8 ver cent of skilled workers were without®

[§V]

Job 2t the end of 1985, the figures for rolvtechnic gradustes
were 'only' 5> per cent and for universitv ersdustes 4.5 ver cent,
v is is, of course, scoznt consoletion, esvecislly when future
rrospects sre conusicdered,

According to the Institute of Iabour Merket 2nd Vocastionsl fe Abals

(Institut fiir Arbeitsmarkt- und Berufsforschung), there were in

the country in 1980 2 tot21l of 1,50 ,000 university grsdustes,
874,000 of whom will still be cmployed in the yesr 2,000, There
will be 2n 2dditionsl demend for 627,000 crsdustes by the end of
the century becsuse of re-irements in the interim. 3ut in the
vear 2,000 the new supply of gradustes will be 2, 109,000, If
the €27,000 gradustes for whom there is 2 forecsst of demand sre
subtracted from this new suprly, then by the vesar 2,000 "est
dermeny will have 1,482,000 mniversitv gradustes for whom e tre
Jjobs will have to be found, ?otel university =rsduste supply
having resched 2,983,000 ! (>8)

Fatterns of university grsduste employment sre slso forecast

to chenge, Hitherto, the vest mejority of these sradustes have
Tound employment in the public services, 2nd not in the privste
sector. Put in view of the lar=ze degree of indebtedness of

Che public services st 211 three levels of government - federal,
state snd commune - , and the incressine number of university
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v improbable thst previous take-upr retes

of such gradustes by the public services, of some &C-70 ver cent,
(59)
ieved sgain,

i
The privste sector is,therefore, expected to z2bhsorh +he wvat
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me jority of these gradustes, and the msrked trend towards the
the scsdemization of menazcement hes indeed been noted., But

the West Germsn economy would have to achieve phenomensl zrowth
rztes froﬁ now until the end of the century to creste sufficient
Jobs for 21l grasdustes. Smell wonder,then, that successful
Abitur csndidstes are incressingly reluctaznt to study 2t
university st 211, or if they do so,not until they heave taken
out an insurance policy in the form of 2 traditionsl sppren-

ticeship.

Future concerns

A total of 2lmost one and s half million unemployed grsdustes
by the end of the century is in itself s horrifyine prospect
for sny sdvsnced society to have to contemplate.. What is more,
it is open to question whether West Germany hss not only sot
the numbers wrong in mensgement education, but the direction

8s well, Is West Germany currently growing the type of menager
who will be capable of meeting the challenges of industry snd
commerce in the twenty-first century?

In 1983, Bruce Nussbsum, co-editor of Business News, putlished

(60)
his eelebrated book, The World after Oil, In the chepter

devoted to Europe in genersl snd West Germeny in particulsr,
he writes:'The technological base thst underpinned Germsny's
Economic Mirscle is quietly becoming obsolete. Like 5 speeding
car that shoots off 3 pier and hesitates that one moment before
plummeting into the ses, “est Germsny is todsy s nstion con-
fidently moving through the twehtieth century unswsre of the
economic catastrophe that has slready befsallen it...For West
Germeny is fast losing the high-tech race %o Japan, the United

States 2nd perhsaps even france. It may soon find itself s
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second-rate ecomomic power, the new "sick men of Zur-
ope" . ! (&1)

Nussbsum 2rgues that the twenty-first century hes zlresdy

begun in the sense thet two locomotives, micro-slectronics
snd bio-technology, are quickly pulling the world into

8 new ers. “hoever fslls behind in the race for these two
key technologies will be unsble to keep abresst of other
nations. 'Germany today is 2 nation that cannot meke the change
from mechanical engineering to bio-engineering. It cannot
mske the lesp from precision-engineering, the mschines of
yesterdsy, with their thousands of movine perts snd motors,

to the throwewsy electronic devices of todsy 2nd tom~rrow.

It csnnot moke the chasnge from petroleum-besed chemicals to
biologicslly produced phsrmsceuticals. ' (62)

Shortly sfter the publication of Nussbeum's book, Dr Konrsd
Seitz, hesd of planning in the West Germsn Foreign Office,

(63)

wrote 2n grticle in Der Spiegel resvonding to the criticism,

He sdmitted that the genersl line of Nussbeum 's thinking

was correct, even if the pace of change *1»a not so rapid ss
the American believed. Seitz cslled for 2 concerted effort
between West Germsn industry, state bodies, science znd the
medis to close the technology g2p, and made four specific
demends: more computers in schools; a policy unit to co-ordinste
university resesrch; state lozns to sponsor research and
development; 2nd an efficient system in the country for rsis-
ing venture cepitsl.

The stir which Nussbsum's criticism caused in West Germany

3t the time can be gsused from the fact that, nine numbers

_ (s1)
later, Der Sriegel sddressed the same problem =2gain, this

time in 2 lesding zrticle. The lesader opened with 3 1list of



45—~

'West Germsn traditionsl industries in trouble, quoted

Nussbaum extensively, and reminied readers thst West Germany

had been swarded only 12 Nobel Frizes for science since the
war, witﬁ s number of these referring back to discoveries in
the 'thirties, &8s compared to one single university in the
United States, Stanford, with 9 Nobel Prizes. The article
concluded by quoting the managing director of Hewlett-Fackasrd
West Germoany, who stated that the country needed its own
equivaslent of the Americsn Apollo progrzmme in order to
revitslize industry.

Nussbaum obviously struck & raw nerve in West Germsny, and
large companies there took the criticism seriously. They, too,
realised that, despite the l2rze smounts of money they were
stending on resesarch and development 2t home, they were failing
to close the technology z2p. Two clesr strategies have emerged
in the mesntime which are simed 2t returning to the forefront
of technolgy: internsationsl co-operstion in resesrch and
1evelopment; and purehsses of oversess companies by cash-rich
Yiest Germsn firms.

In $he field of micro-electronics, Siemens begsn in 1884 to
co—éparste with Fhilips on @ p-ograsmme to develop the one-
megabit ch1p.65%ubsenuent1y, Siemens came to an agreement

with Toshibs to reslise an even larger version, the four-
megabit chip. By the end of the 'eighties, Siemens plans

to have spent some DM 100 million on the resesarch snd developmen
in sddition to DM 1.4 billion on plent for the sctusl pro-
duction of the chips.

Furcheses overseas by West Germsn companies, especislly in

the United Ststes, had begun even before Nussbsum's book wes

published. In 1981, Hoechst psid § 50 million to the
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Harverd snd Msssachusetts Genersl Hospital to enter the field
of gene splicing. In return for the cold cesh, Hoechst no%
only obtsined first cleim on 21l petents coming out of the
research but also the right to trazin its own scientists in
bio-engineering st Harvsrd. According to Nussbaum, the Hoechst
decision not to set up its senetic engineering resesarch in

any of the "est Germsn universities or reseasrch instiﬁptes
'e..w3s seen 25 a blot on the honor of the nation.' @%iln
Hoechst later announced that it was to set up 2 smell zenetics
laboratory in Jepsn, West Germsn scodemis was reported to

be 'livid, (67)

In 1986, Hoechst made 2 much lerger purchsse in the United
States, when it bought up Celsnese for $2.85 billion to become
the world's largest chemicals group. In doing so, it surpasssed
1ts lzree Germsn rivsls, BASF and Bayer.(68)

In 1985, BASF hsd bought Inmont for @ 1 billion. It slso

Took over three smoller compsnies snd reorgznized its American
operations under 2 newly-formed BAST corporstion,

Bayer hss traditionslly been strong in the United States market,
which sccounts for some 25 per cent of total ssles. 1In 1986,
1t bought back the right to use its own neme snd trademark
there, which it had forfeited sfter the 1914-18 wsr. This
exercise in orderly housekeeping cost 2 25 million,

Siemens in 1986 peid ¥ 420 million for parts of GTE, sn American
telecommunications company, 3and in 1985 it scquired or rsised
its stake in » handful of smaller American firms. Tts capitel
investment in North Americs totslled DM 727 million in 1985,
compared with DM 469 million in Western Eurore, ewxcluding West

(69)

Yermany.



According to figures by the Americsn Commerce Department,

West Germany's direct investment in Americs hsd in 1986 3

book value of more thsn 3 14 billion. In excess of 2,CCO
German-ownedbfirms sre active there, employing some 4CC,

Coo people€7j%he push to catch up in the fields of micro-
electronics and bio-technology, the restrictions on the

growth of the larger compsnies at home by the West Germsn
Federsl Cartel Office, snd the strength of the DM sgainst

the dollar have 8ll contributed to meking internstionsli-
zation, especisllyin the United States, an extremely attrac-
tive proposition for West German compsnies.

Purchesing & compsny sbread is one thing: running it success-
fully is something quite different. Although it is often
possible to employ s certein number of the indigenous popu-
lation s mensgers, strategic decisions will inevitably be
tsken by Germsn masnegers back home. Of the chsirmen of the
mznegement bosrds of the 20 top West Germsn compsnies in 1987,
only 11 had either studied or worked sbroad. 20 per cent of
the top managers st the Dresdner Bsnk had oversess experience,
and 33 per cent 3t Siemens. (1)
Nor is the picture likely to chen=se radicslly in the future.
In fact, it could get much worse. In 1985, only 1.8 per cent
of 311 West Germen students were sttending o university
abrosd, and the vast majority of thes- were foreign lenguege
students€72%o take just one example, of the 3,000 West Germsn
students in France in 1985, over 2,000 were studying the French
language, and only 150 were resding one of the economic
sciences. (7)

We know, however, that very few if 2ny of these foreign language

students will find emplovment in West Germsn companies, as
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was evidenced by the survey of the Humznities gradustes in
Hamburg, to which reference wss mzde earlier. Equally, we
know that there sre no MBA students 'mede in Yest Germeny',

who might have been expected to possess at least 2z nodding
acquaintance with the subject of internationz]l menagement.

We know also that verv few “West Germans go abro=d to take the
B~ guslification, thus missing out on meny networking oppor-
tunities with their peer groups oversess., Although certein
courses such ss the Turopean Business Studies rrogremme st

the polytechnics of Reutlingen snd Schlofl Reicharts’isusen

end, more recently, the Busifdess Economics Frogremme st the

new and private University of Koblenz insist on study periods
abrosd, these are exceptions which merely serve to expose

West Germeny's fakture deficiency in internstionel meonsgement
expertise. We con concludes, therefore, that compsratively
little is beineg done 3t the level of higher educsation to
produce the internstionsl monsgers that West Germeny will

need in the future to run its business interests

abroad.

If, then, 3 pronounced degree of parochiszlism is to be detecte..
in menagement education in the polytechnics and universities,
what is being done about interneztionsl menagement in “est
Germen companies? We have seen that mensgement develovment

for lower monsgers 1is function or 2res-specific. Moreover,

we have seen thast development for the middle tier of manszgement
is compsny-specific. We have slso seen that, 2lthough mznesgement
development for senior mensgers 2mbraces courses on the company
environment, considerations sre restricted mostly to the

environment within West Germsny.

The initistive for education or development in internztionsl



menagement is therefore left to the indivi‘usl. Here he or

she can be assisted by the Carl Duisbers Society in Cologne,
which arranges 8 study/work programme in the United States

for some 100 West Germsns per year, or by the Americen Chember
of Commerce in Germeny, which runs 2 similsr programme for

soge B0 person every yea§?4>The cost of both these programmes
is, however, borne msinlyby the psrticipsnts themselves. The mos
that Wesu Germen compenies 2re apparently prepsred to do

is to gusrantee that psrticipsnts will not lose their Jobs
during the interim sbrosad. 73
“est Germeny's continuing neglect of asn internstionsl dimension
to the educstion and development of her mensgers 2ppears to

be 211 the more incomprehensible if, in addition to her sub-
stantial @ond growing business interests abrozd, the fact

is tzken into considerstion that some %6 per cent of GNP is
accounted for by exports. This neglect can only be explained
by the country's strict adherence to the Techniker tradition
of functional menagement and the concomitsnt rejection of

education, training snd development in genersl management,

together with its sllied discipline of internstionsl msnsge-

Conclusion

There csn be no denying that the West Germsn tradition hes
served the country well over the dec=des since the end of
World Wer II., On any measure of econbmic success, West
Germsny has performed well, and mauy of her citizens sre en-
joying “he benefits of that success 1in an affluent society.
But this high level of performsnce has been achieved in con-

ditions of stesdy stazte or continuous change,
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The burning question today is: could the West Germsns become
victims of their own success? Their reluctance to change s
winrine formule in the educsation, treining =2nd development of
their menzgzers is perfectly understandable in view of their
past record. But this same z2prrosch mey be less well-suited
to redicel shifts in msrkets or types of technology, i.e. con-
ditions of discontinuous chznge, which, gs we have seen, are
alresdy bezinrninz to affect the country's economy.

If cash-rich West Yermsn companies outside the high-technology
sector 2lso decide thet internstionslizstion of their business
interests provides the best hedge agsinst the vaesries of dis-
continuous change - znd there sre alresdy signs thet this 1is
h=ppening, with Bertelsmenn tsking over RCA Records =2nd Doubdbledey,
the American publisher, to become the world's lergest medis

(76)

group - then the education, trsining snd development of inter-

t

nstionsl menagers with become an urgent necessity. How Yest
Germeny can break the dominance of the Techniker tradition 2nd
begin to produce sufficient numbers of generalist menagers with

an internationsl beckground is the problem which should be occupv-
ing the minds of the planners in the various ministries of edu-
cation and the thinkers in the development derartments of "est

Germen companies, To d=te, there is scant evidence to sugrest

that this is in fact the coese.



EXHIBIT 1

Basic structure of the education system in Germany
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1About 27 per cent of pupils in Figures in the right-hand column
General Schools in addition att- show the earliest possible age of
ended an additional tenth school entry in an uninterrupted progress
yoear. through the education system.
2About 72 per cent of pupils in The size of the rectangles is not
fifth and sixth school years proportional to the numbers att-
attended the Orientation Stage. cending.,

sThere are slight diffecrecnces
within the individual Laender.

Source:
Grund-und Struktur Daten 1984/85: Der Bundesminister fuer
Bildung und Wissenschatt




Educational qualifications of managers in the
Federal Republic of Germany
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00000 '/"
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University 6 ‘ 351000 6 /5] %
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iEssses il

First Level (eg head of division)

34 7 %

Second level (eg head of department)

I
|

2 14 %

/

7
/97
i

Sources Institut der deutschen Wirtschatft. 1985 and Kienbaum Vergutungsberatung, 1984
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Educational qualifications
of management board members of
the 100 largest German companies

Doctorate
(incl. members of

management board with
title of professor)

53.8%

No indication
of profession

35.4%

‘Includes 5 4% engineers and 4 5% economic sCientists

Source Dr Frank Grutz Unternehmensberatung
Bergisch Gladbach
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