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Colleges of business are beginning to ex-
perience the effects of the intensive 
period of questioning that is affecting 
higher education throughout the nation. 
This is particularly startling because 
schools of business seem to be at the 
height of their prestige. The MBA de-
gree is much desired both by young, in-
experienced men anticipating a business 
career and also by older, mature men of 
considerable experience. Northwestern 
University in Chicago reports that one-
third of its candidates for MBA degrees 
are over 40 years old, and Northeastern 
University in Boston has more than half 
its MBA enrollees past 30 years of age. 

At the same time, approximately 5,000 
experienced businessmen attend non-
degree executive development programs 
annually, a growing movement that be-
gan with the Harvard Advanced Manage-
ment Program immediately after World 
War II and spread rapidly to other uni-
versities, especially during the 1950's. 
University executive development pro-
grams are shorter, highly concentrated, 
non-degree courses which meld the 
adult experience of older managers into 
the academic program of the business 
schools. Their prestige and acceptance 
has grown along with the acceptance of 
the longer, more formal MBA degree 
programs. It is a phenomenon of mod-
ern American higher education that ma-
ture, experienced managers have adopt-
ed the idea of continuous education and 
periodic educational renewal in a format 
and to a degree that has taken place in 
no other profession. 

CRITICISMS OF EFFECTIVENESS 

But questioning of business schools has 
begun. In his Fortune article of May, 
1968, Sheldon Zalaznick suggested that 
corporate acceptance of the MBA de-
gree is less because of conviction as to 
its real value and more because it assures 
a further screening of intelligent people 
who are motivated towards business.1 

The questioning has also extended to 
the executive development programs. 
Recent articles in Dun's (July, 1970), 
Business Week (Dec. 26, 1970), and the 
Harvard Business Review (Jan.-Feb,, 
1971) have reiterated the truism that 

management cannot really be taught 
and that academic instruction unrelated 
to the real world of actual problems and 
strategic planning and decision making 
is, at best, incomplete. 

Of course, this is not really such a new 
and startling discovery. The early found-
ers of schools of business at the turn of 
this century recognized this essential 
point. In its earliest days, for example, 
the Harvard Business School built into 
its curriculum design opportunities for 
practical work experience through in-
ternships in industry and carefully selec-
ted summer jobs. Even today the Har-
vard Business School prefers a man with 
some experience to a man enrolling di-
rectly from college. 

EXECUTIVE PROGRAMS' 

SPECIAL ROLE 

In the case of executive development 
programs, the orientation is different. 
They are designed for the mature, ex-
perienced manager. It would be absurd 
for them to attempt in the classroom 
what can be better learned on the job, 
although sometimes the distinction is 
delicate. On the other hand, the exec-
utive programs cannot be excessively 
theoretical, since they are geared to the 
needs of practical managers. Yet they 
will fail their clientele unless they bring 
to bear on the practice of management 
the latest knowledge of the universities 
gleaned from the research and theo-
rizing of the faculty. 

It is also appropriate to introduce the 
managers to current criticisms of long-
established operating policies and to 
propose alternatives that require testing 
in practice before their full acceptance. 
There are many subtleties involved here, 
but the essential point is that the 
schools of business are professional 
schools to serve the profession of man-
agement. The schools are weakest when 
they fail to make proper differentation 
between themselves and the more re-
search-oriented academic graduate 
schools and weaker still when they do 
not differentiate between the needs of 
younger students and older experienced 
managers. Executive programs must 
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make this distinction and MBA pro-
grams, especially evening part-time MBA 
programs, must also do so. 

MBA, EXECUTIVE 
PROGRAM STUDY 

However, the really key questions re-
main: (1) what are managers seeking 
when they come to a business school in 
either an MBA or executive develop-
ment format; and (2) what are the ef-
fects of their attendance? Much of the 
recent criticism of the schools seems 
based on general impressions rather than 
on anything very specific. It is also pos-
sible that too much has been expected 
of the business schools — results which 
were never possible. 

The author has completed a compar-
ative study of the objectives and per-
ceived effectiveness of Northeastern 
University's MBA and Management De-
velopment Programs' 1967, 1968 and 
1969 graduates. A selection of compara-
ble groups was taken in terms of their 
status, upon enrollment, as "older, ex-
perienced managers in responsible posi-
tions." All of those chosen were at least 
30 years old, held undergraduate college 
degrees, had a minimum of 8-10 years 
experience, were at middle levels of 
management or higher with salaries con-
firming the significance of the titles and. 
had successfully completed either the 
MBA or the Management Development 
Program. 

Over 90 per cent of those meeting the 
criteria responded to a survey question-
naire designed to find answers to the 
following questions: (1) what are the 
objectives of older managers in return-
ing to the university for an MBA or ex-
ecutive development program; (2) does 
a university executive development pro-
gram have more success with experienc-
ed, adult businessmen than the usual 
MBA program in meeting their objec-
tives; (3) does the quality and effective-
ness of teaching result in a greater pro-
gram effectiveness; and (4) are the more 
effective teaching approaches those that 
incorporate student participation to a 
significant degree? Effectiveness is de-

termined on the basis of subject matter 
impact; growth in professional, analyti-
cal, ethical, and personal categories; as 
well as career influence. 

STUDY FINDINGS 

The MBA and executive programs are 
approximately equal in effectiveness by 
measures of subject-matter impact and 
various aspects of professional, analyti-
cal, ethical and personal growth. MBA 
graduates perceived more of a direct in-
fluence on their career progress, but ex-
ecutive program graduates had consider-
ably fewer reservations about their pro-
gram's effectiveness. Executive program 
teaching is perceived as clearly better 
than MBA teaching, although overall 
program effects were similar. The vari-
ous participative approaches to instruc-
tion received the strongest endorse-
ments from graduates of both groups 
when carefully directed and well-organ-
ized. Both programs stimulated their 
participants to further efforts at career 
development, especially through addi-
tional course work and largely in sub-
jects of significant program impact. 

IMPLICATIONS OF THE STUDY 

The acceptance of graduate business 
education by mature, experienced man-
agers represents a widening of the origi-
nal concept of the university business 
school as a means of preparing young 
men for professional careers in manage-
ment. The separate MBA and executive 
development approaches appear equally 
effective for older managers overall. 
However, the executive program's learn-
ing/teaching team approach and its de-
emphasis of traditional academic devices 
of grades, exams, etc. seems more ac-
ceptable to an adult clientele and in sev-
eral ways duplicates the real business at-
mosphere. It also melds the adult expe-
rience into the academic program in 
ways that suggest a possible model of a 
true professional school. 

Such a true professional school would 
link closely the resources of the schools 
to the needs and experiences of busi-

ness. It would presuppose careful and 
continuous assessments of individual 
needs in relation to the resources of the 
schools and the requirements of the 
firms. It would emphasize continuing 
education and a curriculum designed to 
supplement the co-curricular efforts of 
the business firms. It would have clear 
notions of what a truly professional 
manager requires for his continued 
managerial development. It would bring 
together the enthusiasm of the younger 
student, the experience of the older stu-
dent, and the special competence of the 
faculty in suggesting new directions and 
breaking new ground. There would be 
continuous appraisal both by the 
schools and by business to assess the 
quality of attainments and to suggest 
future needs. Business would then be 
more confident in the schools and their 
readiness to cooperate in the education-
al objectives of the firms. This would 
encourage the close interrelationship of 
individual career planning with the long-
range objectives of the firm and the 
close cooperation of the schools with 
both. 

POLICY NEEDED 

The basic question for business organi-
zations is one of educational policy — 
what are the educational needs of mana-
gers, what programs should be devel-
oped within the firm, how can the 
graduate business schools be of greatest 
help in meeting career needs, and how 
can the individual manager be a princi-
pal determinant of what happens to him 
educationally within the parameters of 

the organization's needs. In many in-
stances this alignment is missing. Large 
numbers of individual managers enroll 
in MBA programs while still in their 
early 30's. Companies may finance these 
individual decisions through tuition re-
bates but otherwise show only the most 
general interest in the individual's goals, 
plans or progress. This can be a prescrip-
tion for false direction, disillusionment 
and eventual disaffection. On the other 
hand, the company takes a positive 
stand on the executive program, not 
only financing it but usually selecting it 
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and integrating it into its plans for the 
manager. However, it often comes at a 
much later age, although many of the 
younger and more dynamic companies 

do send younger managers to executive 
programs. 

Timing is very important in education. 
Obviously, some younger men should be 
in MBA programs and some in executive 
programs, a truism for all age brackets. 
But if there were a clear plan for the 
educational development of the individ-
ual manager, formulated in consulta-
tion with the manager and based on 
clearly enunciated career objectives 
understood by the organization and the 

individual, there would be less career 
planning apart from the obvious career 
channel, the organization. It would also 
tend to reduce simple degree-chasing 
which substitutes symbols for success. It 
should also have important effects on 
recruitment because there would be a 
clear policy on managerial development, 
especially its educational aspects, which 
could go far to alleviate a frequent tend-
ency to accept a management job "to 
get experience" rather than for its own 
career potential. But the most impor-

tant effect of planned career develop-
ment through continuing education is 
likely to be the true professionalization 
of management, combining continued 

education with continued experience in 
a planned, goal-oriented way. 

CONCLUSIONS 

The recent flurry of articles reporting 
disillusionment with MBA and executive 
development programs is the inevitable 
consequence of unrealistic expectations 
of what results are really possible from 
any educational program. Since the 
founding of the university schools of 
business, the attitude of business practi-
tioners has ranged from complete cyn-
icism to a feeling that the schools can 
work miracles. In fact, the schools of 
business can accomplish much in the 
professional development of the mana-
ger when the managers have clear ob-
jectives and these objectives are support-
ed and even mutually established to-
gether with the employing firm. The 

educational programs are weakest when 
the schools, the firms and the managers 
are all pursuing objectives apart from 
one another. The Northeastern Univer-
sity study of its MBA and executive 
development programs shows in great 
detail the strengths and weaknesses of 
these two approaches to university busi-
ness education in furthering the devel-
opment needs of older, experienced 
managers. 
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It is a human paradox that a man's 
strength—used in excess—is his weakness! 

Training Directors' 
Newest Concept in 
Organizational 
Development 

periericed by companies large and 
small). Among them are Training in 
connection with leadership courses 
and management seminars. Team 
Building • Selection • Job Enrich-
ment • Managerial Counseling • Self-
Development. 

Remember, each manager holds with-
in his strength/weakness paradox the 
very source of his power and further 
achievement. Util izing LIFO and 
Strength Management, the Training 
Director can help the manager see, 
understand and control his excess 
use of strength and style for maxi-
mum productivity. 

You can examine LIFO, Survey of Life 
Orientations, along with a complete 
Self-Study Manual for Training Direc-
tors for $8.00. Order today. 

LIFO 
SURVEY OF LIFE ORIENTATIONS 

A manager's strength—used in excess 
or exaggerated—can defeat his own 
success; bias his decisions; become 
counterproductive under opposition; 
demoralize a team. 

LIFO, Survey of Life Orientations is a 
20 minute questionnaire which en-
ables Training Directors to identify 
managers' unique strengths and how 
they may be counterproductive 
through excessive use; to classify 
them around four basic Strengths & 
Styles. Supporting-Giving, Controlling-
Taking, Conserving-Holding, Adapt-
ing-Dealing. 

In addition, through the use of LIFO 
and Strength Management (a system 
of executive and organizational 
growth), the Training Director can aid 
the manager in finding pathways to 
growth and improvement — by man-
aging his strength and controlling his 
excesses for greater productivity! 

Taken as a whole, LIFO has numer-
ous positive organization uses (ex-
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