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tizierte Beispicle - Empfehlungen fiir die Praxis , Ludwigshafen (Rhein) 1977, SS. 49-81.
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ungsbedingungen, der theoretischen Konzepte und praktischen Modelle—, Kéln 1977, SS. 11-27.
K. Hax, Personalpolitik der Unternehmung, Reinbek bei Hamburg 1977, SS. 62-75.
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Limiting the content of the individual’s job was one of the guiding principles for most companies. The emp-
hasis on the minimization of skill requirements, education, learning time, and thc stress on a narrowly defined
task clearly indicates that the work of Frederick Taylor and his scientific management approach were in 1953,
and very likely still are today, the dominating job design principles in Industry. (J. F. Bolweg, Job Design and
Industrial Democracy——The Case of Norway——, Leiden 1976, p. 40.)

() Vgl C. PreiB, a. a. O., SS. 12-13 u. S. 14.

(=) Ci. J. E. Bolweg, op. cit., p. 40.

(w») Vgl F. Vilmar (hrsg.), a. a. O, S. 28.



Vgl. E. Gaugler, M. Kolb, u. B. Ling, a. a. O, SS. 70-71.
Vgl. C. PreiB3, a. a. O., S. 88.

(v) Cf. F. Emery & E. Thorsrud, Democracy at Work

The Report of the Norwegian Industrial Democracy

Program——, Leiden 1976, p. 14 & p. 159.
(~) Cf. F. Emery & E. Thorsrud, op. cit., pp. 15-16.
(w) Cif. F. Emery & E. Thorsrud, op. cit., pp. 16-17.
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