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FIFTH DISTRICT PORTS
ORTH CAROLINA in 1967 ranked 

11th among the states in total value of 
world trade. The picture was not always 

so b r ig h t , h o w e v e r ; s ev era l  
decades ago, it ranked 15th. Due 

to the shoals reaching jar out to sea from the “ outer banks”  most 
of the coast of North Carolina is inaccessible to large ships, but 

with the conclusion of World War II, steps were taken to increase the 
usefulness of the ports south of the outer banks. Wilmington, 28 miles 

from the ocean on the Cape Fear River, and Morehead City, 90 miles 
further north and three miles from the Atlantic near Camp LcJeune, were 

natural sites for coastal ports with their capable manpower, deep harbors, and sufficient transportation facilities 
to serve the industrial centers of the state. A third coastal port, Southport, on the estuary of the Cape Fear 

.ocr, was isolated by its lack of rail transportation. □  In 1949, the North Carolina General Assembly authorised 
the ftablishment of the State Ports Authority. State owned ocean vessel cargo terminals zvere established at Wilming

ton andMorehead City. The Ports Authority is financed by direct appropriations of the General Assembly which issued 
General O'igation Bonds to raise the original $7.5 million for expansion of facilities at the two ports. Private industry also 

has made jna>r investments in specialised services for its own use at the two state terminals. With the joint effort between state 
and private indiiry, the ports have grown steadily. In 1967, the tzvo ports handled more than one million tons of cargo, 829 ships, 

8,000 railroad car'^and 25,000 tractor-trailers. It is estimated that by 1970 the ports will handle over three million tons of cargo. 
M ajor exports haned in order of their rank are tobacco, textile mill products, food and kindred products, paper and allied products, and 

chemicals and alliedproducts. □  Aside from the two major coastal ports, North Carolina has a number of smaller ports. The river 
ports include Fayettdle, Washington, Elisabeth City, New Bern, and Greenville. These inland waters are traveled by barges and pleas

ure craft. Southport, h the coast, holds the promise of one day becoming a small commercial craft harbor. In 1959, a bond issue tvas 
passed providing the funS for the North Carolina Ports Authority to construct some type of harbor facility at Southport. In 1965, the South

port Boat Harbor was debated. It operates mainly as a pleasure craft marina. woodcut courtesy North Carolina state Ports AuthorityDigitized for FRASER 
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T h e  E x e c u t i v e  G a p

When the economy approaches full employment, it is inevitable that shortages should develop. 
Typically, there are shortages of certain raw materials, of the more complex manufactured goods, and 
most frequently shortages of labor. Some types of labor shortages can be offset by using more ma
chinery, or by changing the product being produced, or by altering the type of service being rendered; but 
the type of labor shortage most difficult to cope with is the shortage of executives.

There is no precise definition of an executive. One does not qualify as an executive by the attain
ment of a given age, or by a set of physical characteristics, or by any recognized course of education or 
training. There are executives of almost all ages, of both sexes, and of all races and creeds. Their 
educational backgrounds run from practically no formal training to the post-doctoral level. But all have 
one thing in com m on: they make things happen. They provide the inspiration, the guidance, and the 
leadership for all types of productive activity.

Trend in Demand The demand for executives closely follows fluctuations in general business ac
tivity. In the accompanying chart, prepared by Heidrick and Struggles, a national management con
sulting firm, it can be seen that demand dropped from a relatively high level just before the beginning 
of the recession in 1957. It rose again in 1958 as business picked up, then slackened slightly in the 1960 
recession. Gains were moderate until the economy felt the stimulus of the 1964 tax cut, and the de
mand rose sharply to a peak in 1966. The “ credit crunch”  of 1966 was accompanied by a downturn, 
and there was relatively little increase in demand in 1967.

When we consider that this chart represents the demand for additional executives, it is remarkable 
how closely it follows the trend of business in general. It might be assumed, for example, that if the 
strong demands of 1955-56 were met, demand for new men would not immediately surge again with the 
pickup of business in 1958. But apparently the demand for new executive labor is just as sensitive to 
cyclical fluctuations as the demand for other types of labor. (Continued)

NATIONW IDE TREND IN DEMAND FOR EXECUTIVES
(3 Month Moving Average Adjusted for Seasonal Variation)

1960-1961 =  100

Source: Executrend, Heidrick and Struggles, Inc.
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D E M A N D  BY EXECUTIVE CATEGORY
(3 Month Moving Average Adjusted for Seasonal Variation)

1960-1961=100 1960-1961=100

Source: Executrend, Heidrick and Struggles, Inc.

Over the past three years, demand for manufacturing executives has fluctuated most, and 
the steadiest growth has been in the financial area. In the fourth quarter of 1967, most of 
the demand for executives was in engineering. Out of 13,754 openings catalogued, 38% 
were in general engineering, 20% in defense engineering, 18% in finance, 10% in market
ing, 8% in manufacturing, 4% in personnel, and 2% in general administration.
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Part of the reason for this may he that an ever- 
hroadening range of work is being done by people 
who may be considered executives. With the in
creasing complexity of business technology, it has 
become necessary to hire larger numbers of staff 
executives, who exercise little authority but do a 
great deal of work themselves, as compared with line 
executives, who constitute primarily a line of au
thority and communication from top management to 
employees. The physicists, chemists, economists, ac
countants, lawyers, and other professionals employed 
by business firms are executives in the sense that 
they influence corporate policy, and in some cases, 
are essential to the operation of the firm ; but they 
may have few people working for them and often 
perform more actual labor than their subordinates. 
A  firm may expand greatly with no increase in its 
structure of line executives; but if it depends heavily 
on staff professionals, any substantial increase in 
output requires more “ executives.” This not only ties 
the demand for executives more closely to the busi
ness cycle, but it also lengthens the average training 
time, for the route to the top increasingly tends to 
be through the professional ranks. As staff men 
move into top management, they give up their staff 
work and must be replaced with other staff men who 
require lengthy education and training.

Given the problems of producing executives, any 
surge in demand will inevitably result in shortages: 
but there are also other significant long-run influences 
on the supply. For example, the demands of gov
ernment, the military establishment, and educational 
institutions have limited the supply of able personnel 
available to corporations. Also the relatively low 
birth rate of the 1930’s resulted in a shortage of 
persons in the most appropriate age range for exe
cutives in the 1960’s.

These factors might seem to encourage the pro
motion of young men to the executive level at an 
earlier age, but if that has been done, it apparently 
has been more than offset by retaining others beyond 
their normal retirement age. This is particularly 
evident because the average age of executives has 
risen in recent decades. A  study by Wilbur G. 
Llewellen, under the sponsorship of the National 
Bureau of Economic Research, reveals that the 
average age of company officials is now higher than 
in 1940. Chief executive officers of 50 firms sur
veyed averaged 60 years of age in 1963, compared 
with 56 years in 1940. and ages of other top exe
cutives showed comparable increases. One reason 
for the increase in average age is that more slowly 
rising compensation together with higher taxes have 
made it more difficult financially for executives to

retire. Another explanation may be that the lag in 
executive supply has made it more difficult to hire 
replacements.

The gap between supply and demand has brought 
significant changes in attitudes toward executive 
recruitment and development. At all levels, but 
especially at the college recruiting stage, firms are 
increasingly recognizing the management potential of 
women or members of minority groups, sources of 
executive talent which until recently were largely 
neglected.

The trend toward large numbers of staff executives 
has been beneficial to many of those who have had 
difficulty breaking into the executive ranks. A 
woman or a non-white, for example, is likely to be 
in demand as a physicist or a member of the legal 
staff in a firm that would hesitate to employ either as 
a production superintendent.

The growing executive gap has led to the pro
liferation of a type of institution which was very rare 
a few decades ago— the executive placement firm. 
These firms, sometimes called "head-hunters” or 
“ personnel pirates” by their critics, came into exist
ence in a variety of ways. Some represent an ex
tension of management consulting; others grew out 
of employment agencies which had previously dealt 
with non-executive personnel. Agencies specializing 
in executive placement are generally of two types. 
First, there are those who offer career counselling 
which has as its goal either promotion in the client's 
company or an improved position through a change 
in employment. These agencies usually charge the 
client a fee. Second, there are executive search 
agencies who offer little counselling, but whose main 
objective is to match executives who are seeking 
improvement with employers who need executives. 
The employer usually pays fees charged by this type 
of agency.

Although placement agencies have sometimes been 
criticized for “ raiding” an employer, it is widely 
recognized that they perform a useful service. Many 
companies which are well established but are rela
tively stable or are growing slowly train more 
executives than they can use effectively. If they hire 
sizable numbers of competent young people, some of 
them must ultimately be frustrated by lack of room 
at the top, and it is probably better for them to move 
into a rapidly growing firm where they are badly 
needed than to spend years attempting to repress 
their ambitions. The placement agency bridges the 
gap between those firms who train too many potential 
executives and those who train too few.

Harmon II. Haymes
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