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About Bulding Morale

VERYONE benefits when he is a member of a

company where staff relations are happy, loyal and
co-operative. Morale is one of the most precious ele-
ments in a business.

In time of war, morale is the ability to endure
hardship and to show courage in the face of danger.
In peace time, it means willingness to serve faithfully,
to get together in solving problems, to work harmoni-
ously in getting the work done.

Good morale is expressed in the creed suggested by
His Grace the Lord Archbishop of Canterbury at the
Duke of Edinburgh’s Study Conference on the Human
Problems of Industrial Communities: “I believe in the
work this factory is doing and in the fellowship of those
who work with me in it, and in what it produces.”

No firm whose employees feel like that will ever be
riven asunder by internal conflict, or worsted in
competition because of slackness of its workers. The
management of such a firm will be made up of
executives who are leaders of men, co-ordinators of jobs,
and the source of inspiration.

No one will deny the emotional benefits of being one
of a group that has high morale, but there is more to it
than emotional pleasure. High morale generates
thinking and planning, it stimulates initiative and
enterprise, it is a most important ingredient of
efficiency, and only in its atmosphere are people
inspired to seek the best. High morale pays off in
earnings and job satisfaction, and in the effective
operation of the factory or office.

Indeed, hich morale spreads outward from the
workshop. The worker who is happy in his job, with
confidence his management and co-operative
relations with his working team, will spread his
contentment throughout the community, and will win
friends for the company. What workers say about the
company is a potent force in public relations.
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Management’s responsibility

With whom should the human relations practices
that make up good morale start? With top management.
Executives get to the top because of their ability as
leaders of men, and building morale is first of all a
leadership problem and job

Successful business managers take pride in the teams
of which they are captains. Morale and team spirit are
the product of consistently high executive character
displayed over a period of years. Loyalty and efficiency
are not created overnight by some code or appeal or
promise or hand-out. They arise out of the personality
of the executives, managers, supervisors and foremen.

The character of leadership includes forethought in
the interest of employees, fairness and impartiality,
willingness to listen to complaints and suggestions,
liberality in giving credit where it is due, honesty in
living up to promises. But to all these necessary qualities
the executive who is most successful in building morale
has added something special: he is considerate of his
workers in minor matters.

Great men are careful in dealing with people. The
fact that they take greater care than lesser men is at
once a cause and a symbol of their success. They know
that only through other people is it possible for them
to progress. They do not boast only an ““open door”
policy by which employees may reach them: they go
out through the open door to reach their workers.

The executive will lay out broad plans of operation,
assign them to subordinates, insist upon the fulfilment
of not only the letter of the law but the spirit in which
he laid it down, and then devote his attention to
exceptions — the gremlins that can ruin any plan if
they are not watched out for.

Supervisors’ responsibilities

What supervisors and foremen do with the good plans
of the executive will make or mar the morale of the
company.



People in supervisory positions are not doing their
best for the company if they are content to administer
rules. Fairness, consistency, and demonstrated interest
in employee problems are the backbone of supervisory
morale building.

The supervisor is charged by management with
taking his group of human beings, every one different
in temperament, emotions and skills, and developing
them into a satisfactory work unit. An important
ingredient in that development is the reflection by the
supervisor of the high principles of his executive officers.
Morale, it has been said, doesn’t start at the bottom of
an organization, but trickles down from the top.

Every supervisor has some job that is his special bit
of the bigger job. He may set up a machine, lay out
blue prints, check accuracy, or prepare reports. But
while he will do that part of his work well, it is not the
part out of which he gets his greatest satisfaction.

The joy of leadership and the thrill of being in charge
of men consists in spending the last ounce of your
management talent so as to see the men under you
fulfil their greatest abilities in their jobs and raise their
stature as efficient workmen.

It will pay every man who is in charge of workers,
both for his own sake and for the sake of his firm, to
make a personal inventory along these lines: Am I
developing good human relations with my people, or
am I content with casual daily contact? Have 1 some
guiding principles in dealing with men and women in
my department, or am I going along from day to day,
doing the best I can according to how things look? Do
I always seek the positive factor in a problem or a
situation, or is my negative attitude putting a wet
blanket on morale? Have I given thought to the fact
that all these workers have the human instincts and
emotions that I have, perhaps differently emphasized,
or do I look upon them as “hands™ hired to make the
machinery run?

The supervisor who expects his employees to be
perfect is due for disappointment. No matter how
carefully the worker is selected, he brings to the
workshop all his imperfections, his peculiarities and his
limitations. You can’t hire just the fine points about a
man: you have to take all of him.

This, of course, gives the supervisor his great
opportunity. There is little glory to be had in jotiing
down on charts the hour-by-hour performance of a
smoothly-running machine, but to keep one operating
that is given to break-down, that needs gentling under
load, that has to be carefully lubricated in particular
places and at certain times: that is, indeed, a triumph
and a satisfaction.
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The supervisor’s self-analysis should go further than
merely listing things he should or should not do. Any
man in the shop could prepare a list like that: don’t be
arbitrary, don't disecriminate, don’t treat your workmen
as if they were parts of their machines, don’t play
favourites, don't give an order when a request will
serve as well, don’t brush off suggestions, don’t say
“no’ as vour first reaction to every request, don’t put
off decisions, don’t pass the buck, don’t be niggardly
with your praise of a job well done.

The good supervisor will be aware of all these, but
he will wish to go behind them to seek the basic acts
and attitudes that can be made to contribute to improv-
ing team-work in his department, thereby enhancing
his stature as a manager.

Co-operation

Co-operation is one of our misused words.
Ignorant men ‘“demand” co-operation. They say:
“Your co-operation will be appreciated” when they
really mean: “Do it — or else.”

Co-operation must be practised by everyone, by
those who are supervising as well as by those who are
supervised. It is a voluntary thing, a two-way street, a
way of living in which people work together to get
something done. A fair index of a man’s efficiency in
management is the degree of working together that
exists in his unit of the factory or office.

When people become a team, their capacity for
production is astonishingly increased. “Teamwork,”
said Dr. J. F. Johnson in Business and the Man (Alex-
ander Hamilton Institute, New York) “is achieved
through voluntary effort pooled in a common cause.”

The best team-work will be organized by the
supervisor who allots to each member of the team the
special task for which he is best fitted, and who sees
to it that every man knows, sees, touches, and
appreciates the importance of, the finished product to
which his hands and skills have contributed.

Everything the supervisor does in intercourse with
his workmen must be done sincerely. False attitudes
can be spotted quickly. Then results a loss of faith that
is hard to re-establish, and a weakening of the team
spirit.

Expediency has come to mean too much in today’s
living. We are inclined to give in too casily to the idea
that the immediate purpose justifics the means. But a
supervisor who does what is expedient for the day
without reference to what it will mean tomorrow is
digging a grave for his department’s team spirit.
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Since the supervisor is not managing
things but is developing people, he must
people. But because he is in a position of authority he



