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ABSTRACT 

Most of the research that has compared task-oriented job analysis 

methods with worker-oriented job analysis methods has involved comparing 

the results when both methods are used to classify a group of jobs into 

families. In this study, both approaches were used to analyze one 

specific job, the job of MBA student, and the results were compared by 

translating the task-oriented data into worker-oriented form. The 

results showed that, although both methods rated Information Processing 

as the most important performance dimension, the methods produced 

significantly different overall job profiles. The task-oriented 

approach placed relatively more emphasis on formal job qualifications 

that an incumbent brings to a job, rather than general abilities or 

skills related to the performance of job duties. 
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INTRODUCTION 

Job analysis is extremely important to an organization, since the 

information it produces is used for many critical functions, such as 

selection, classification, job evaluation and manpower planning. It is 

also a legal requirement when tests are used for selection purposes. 

Some of the methods of job analysis have been categorized into 

two general approaches: task-oriented and worker-oriented. The task-

oriented approach involves breaking a job down into its component tasks 

and rating these tasks in terms of frequency and importance. The 

worker-oriented approach typically involves completing a structured job 

analysis questionnaire, using as a reference a general knowledge of the 

job. 

There are many arguments regarding the relative merits of the two 

approaches, but relatively few studies have been done which directly 

compare them. Most of these studies have compared the approaches by 

classifying jobs using both methods and then comparing the resultant 

clusters. This has provided some information regarding the differences 

between the two approaches in terms of job classification and in the 

development of selection procedures for groups of similar jobs. 

However, in the management of an organization it is frequently necessary 

to devise selection procedures for a particular unique job, and this is 

especially common when professional positions are involved. 

However, little, if any, research has examined the differences 

between task- and worker-oriented approaches when applied to the same 

job. 



The purpose of this study was to compare the approaches by using 

both to analyze one particular job and to identify any differences and 

similarities in the information produced by each. This was done by 

translating the data from a task-oriented method into worker-oriented 

form. 

It was hoped that the results of this comparison would provide 

some insight into the potential consequences of choosing a particular 

job analysis approach when analyzing one individual position. 



CHAPTER I 

LITERATURE REVIEW 

Job analysis is an important process in the management of human 

resources in an organization. The function of job analysis is to define 

a job in terms of the objectives that must be accomplished and what 

employee behaviors are required to achieve those objectives (Cascio, 

1978). The uses of job analysis information include personnel selection 

and placement, recruiting, job evaluation and classification, job 

design, assessment of training needs, manpower planning, career 

development, safety programs, job satisfaction, operations research, 

writing job descriptions, compensation administration, performance 

appraisal, labor relations and establishing job qualifications (Ash & 

Levine, 1979; Christal, 1974; Dunnette & Borman, 1979; McCormick, 1976; 

Prien & Ronan, 1971; Rouleau & Krain, 1975; Wilson, 1974; Zerga, 1943). 

Job analysis plays an especially important role in selection, 

since the courts have consistently held that some form of job analysis 

must be performed before tests can be used in the selection process 

(Thompson & Thompson, 1982). The importance of job analysis in 

selection was first indicated in Griggs v. Duke Power (1971), in which 

the court held that any test used for selection purposes must be related 

to the functions performed in the job in question. This implied the 

necessity of a job analysis, since the functions of a job, and hence the 

job-relatedness of a test, cannot be determined unless some form of job 

analysis is performed. 



Several court decisions after Griggs indicated the beginnings of 

a movement toward the requirement of some form of job analysis (Rowe v. 

General Motors, 1972; Brito v, Zito, 1972; Fowler v. Schwartzwalder, 

1972; Western Community Organization v. Alioto, 1972, 1973). Finally 

the decision of the Supreme Court in Albemarle v. Moody (1975) firmly 

established the necessity of a relevant job analysis in the validation 

of selection procedures. 

This decision was supported in subsequent cases, including Rogers 

V. International Paper (1975), and Wade v. Mississippi Cooperative 

Extension Service (1976). In these two cases, the use of selection 

tests was disallowed because no job analysis was performed, but the 

courts did not specify what would have constituted a sufficient 

analysis. 

In FIRE V. City of St. Louis (1977) the court ruled that an 

adequate job analysis had been conducted, but rejected the test that had 

been used because the results of the analysis had not been used in the 

test's development. This decision established the principle that any 

selection test must thoroughly reflect the job analysis, and any part of 

a job shown to be significant in the job analysis must be included in 

the test (Perticone & Weisen, 1979). 

The decisions of the courts in the above cases were strengthened 

by the Uniform Guidelines on Employee Selection Procedures (1978), which 

specifically state that data from a formal job analysis must be used in 

the validation of selection devices. The type of job analysis to be 

used depends on the specific validation strategy (content, construct, or 

criterion-related) to be employed. 



The major methods of job analysis in use at the present time 

include: 

1. Job elements method (Primoff, 1975); 

2. Functional Job Analysis (FJA) (Fine & Wiley, 1971); 

3. Task analysis (U. S. Department of Labor, 1972); 

4. Critical incidents (Flanagan, 1954); 

5. Position Analysis Questionnaire (PAQ) (McCormick, Jeanneret & 

Mecham, 1969); 

6. Professional and Managerial Position Questionnaire (PMPQ) 

(Mitchell & McCormick, 1979); 

7. Job Diagnostic Survey (JDS) (Hackman & Oldham, 1975); 

8. Guidelines-oriented job analysis (GOJA) (Biddle, 1977); 

9. Executive Position Description Questionnaire (EPDQ) 

(Hemphill, 1960); 

10. Clerical Task Inventory (Lawshe, 1955); 

11. Narrative job descriptions; 

12. Ability requirements (Fleishman, 1972); 

13. Job analysis brainstorming sessions (JABS) (McDermott, 1982); 

14. Managerial and Professional Description Questionnaire (Tornow 

& Pinto, 1976). 

Generally, the effectiveness of each method depends on the purpose for 

which it is used (Prien, 1977; Wilson, 1974) and it has generally been 

accepted that the use of multiple methods is superior to employing one 

alone (Levine, Ash & Bennett, 1980). 

Pearlman (1980) has described four general approaches underlying 

the above job analysis methods: 



1. Task-oriented, in which the nature of the work itself (i. e. 

the actual tasks to be accomplished) is emphasized. Task-oriented 

methods typically involve the use of task checklists, and the tasks are 

rated in terms of frequency and importance. Examples of task-oriented 

methods are task analysis, guidelines-oriented job analysis, the 

Clerical Task Inventory and the Executive Position Description 

Questionnai re. 

2. Worker-oriented, which is concerned with the human behaviors 

and efforts required to perform the job. The assumption behind this 

approach is that all jobs can be defined in terms of several dimensions 

related to job performance. This type of analysis generally involves 

the use of structured job analysis questionnaires, such as the PAQ and 

PMPQ, in which ratings of job elements are combined to form profile 

scores on the critical job-related dimensions. 

3. Attribute-oriented, which describes the job in terms of 

general human traits, such as abilities, education, experience, training 

and physical characteristics. Examples of this approach are the ability 

requirements method and the MPDQ. 

4. Overall nature of the job, which analyzes jobs in terms of 

job titles or general descriptions of the type of work performed. This 

type of job analysis is generally used in government job classification 

systems, such as the one used by the federal government (U. S. 

Department of Labor, 1977). 

The two most significant of the above approaches are the 

worker-oriented and the task-oriented. Of these, the worker-oriented 

methods, the PAQ in particular, have been studied much more 

comprehensively than have the task-oriented methods. 
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Reliability, in terms of interrater agreement, of the 

worker-oriented methods has been firmly established (Prien, 1977), with 

reliabilities ranging from .49 to .96 (Brumback, Romashko, Hahn & 

Fleishman, 1974; McCormick et al., 1972; Smith & Hakel, 1979; Taylor, 

1978; Taylor & Colbert, 1978). The validity of worker-oriented methods 

is generally estimated by using regression techniques to predict salary 

or job level from the results of the job analysis. Validity 

coefficients have typically been relatively high, ranging from .38 to 

.67 (McCormick et al., 1972; Smith & Hakel, 1979). 

The reliability of task-oriented analysis, usually estimated by 

the use of incumbent and supervisor descriptions of the job along with 

selected items from the task checklist, has not been clearly determined 

(Prien, 1977). However, McCormick (1976) reported that rating scales 

such as relative amount of time spent are reliable indicators of the 

importance of the task to job performance. The validity of 

task-oriented methods refers to the relationship between the generated 

task inventory and the "real" position. Evidence of this is indirect 

and scarce, usually consisting of comparisons of job profiles produced 

by different analysts describing the same job (Prien, 1977). Moderate 

to high relationships have been found between estimated and actual time 

spent on tasks (Carrol & Taylor, 1969; Hinrichs, 1964; Stogdill & 

Shartle, 1955). 

In terms of practical utility, many arguments have been proposed 

regarding the merits and usefulness of each type of method, and the 

arguments tend to be made primarily in terms of personnel selection and 

classification. McCormick et al. (1972) identified worker-oriented 

methods as having utility for the establishment of synthetic validity 
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(Lawshe, 1952) and for job evaluation purposes. They argue that if a 

particular type of job activity is conmon to several different jobs, 

then the aptitudes required for those jobs would be similar, at least as 

regards the common activity. Thus worker-oriented methods, which are 

designed to measure these aptitudes, are useful for establishing 

validity across jobs and situations. This is, in essence, the concept 

of validity generalization (Schmidt & Hunter, 1977), which refers to the 

idea that test validity can be generalized to many different jobs in 

different settings without the need for separate validity studies. This 

approach presupposes the existence of human aptitudes that underly most 

jobs, and worker-oriented methods have been useful in identifying these 

attributes (Pearlman, 1980; Schmidt, Hunter, Pearlman & Shane, 1979). 

Smith and Hakel (1979) found that worker-oriented methods could 

be employed to produce accurate job analysis data using analysts with 

very little familiarity with the work. Also, it has been shown that 

structured job analysis questionnaires can be effective in quantifying 

data from narrative job descriptions (Jones, Main, Butler & Johnson, 

1982). 

The advantages of worker-oriented methods are that they are less 

expensive (Levine et al., 1980), take less time (Mecham, 1983), and 

require a minimal number of incumbents to analyze a particular job 

(Brumback et al., 1974). 

Task-oriented methods are useful for establishing content 

validity (Levine et al., 1980; Perticone & Weisen, 1979; Prien, 1977), 

for developing job descriptions (Primoff, 1975), and have been 

recommended as the preferred analysis for the purposes of selection 



(Biddle, 1977; Prien, 1977, Rouleau & Krain, 1975). Thompson and 

Thompson (1982) report that task-oriented methods have been indicated by 

the courts and by the Equal Employment Opportunity Commission (EEQC) as 

the preferred type of job analysis for establishing validity for 

selection tests, stating: "...it should be noted that the courts stress 

the identification of tasks as prerequisite to an acceptable job 

analysis." 

The major advantage of task-oriented approaches is that they are 

more easily defensible in court (Cornelius, Carron & Collins, 1979; 

Thompson & Thompson, 1982). However, they are costly and time-consuming 

(McCormick, 1976; Sackett, Cornelius & Carron, 1981), and cannot easily 

be used to compare different jobs (Prien & Ronan, 1971). Furthermore, 

when developing attribute requirements for jobs, an "inferential leap" 

is required to link specific tasks to worker attributes (Brumback, 1976; 

Mussio & Smith, 1973; Prien, 1977; Prien & Ronan, 1971). 

Thus the job analyst is faced with a difficult problem, since a 

different method may be needed for each specific purpose for which the 

job analysis data is to be used. Since most organizations use job 

analysis information for many different functions, this can result in a 

very costly and confusing collection of job information. 

Fleishman (1975) and Dunnette (1976) have espoused the need to 

establish a link between the two approaches, but very little research 

has been done in this regard. Fleishman (1975) looked at the effects of 

systematic variations in task characteristics on the ability 

requirements developed through worker-oriented analyses, but the results 

were inconclusive. 



Cornelius et al. (1979) analyzed seven foreman jobs using task-

oriented, worker-oriented and abilities-oriented methods in an attempt 

to form job clusters and found that the task-oriented technique resulted 

in three separate clusters while the worker-oriented method did not 

distinguish between any of the jobs. This evidence supports the notion 

that worker-oriented methods are better suited to providing information 

about groups of similar jobs rather than differentiating between 

specific individual jobs. Another study found that job groupings based 

on task analysis did not differ from job groupings based on simple 

global judgements of job similarities (Sackett et al., 1981). This 

casts doubt on the precision of the information obtained from task 

analysis. 

Levine et al. (1980) compared four methods of job analysis and 

concluded that the worker-oriented method, in this case the PAQ, was not 

as effective in highlighting general job characteristics or for 

establishing content validity. However, a flaw in this study was that 

the participating job analysts differed in their familiarity with the 

job analysis methods used, and it is possible that this contributed to 

the variance between methods. Also, it was found that selection exam 

plans which were developed from the different methods were very similar, 

thus indicating that the outcomes of the approaches may not differ. 

Pearlman (1980), in his review of the literature, also states 

that jobs judged to be different when grouped using one approach may be 

judged to be similar when another type of method is used. However, it 

is possible that the variance due to the differing organizational 

perspectives of the subjects could contribute significantly to these 

grouping differences, maybe more than method variance. 
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A few studies have investigated rater differences, but the 

results have been mixed. 0' Reilly (1973) examined job ratings of 57 

pairs of supervisors and subordinates and found only one case in which 

there was full agreement between the supervisor and subordinate on skill 

and knowledge requirements. It was suggested that the supervisors may 

have exaggerated their ratings in order to make the jobs appear more 

skilled and demanding. 

Smith and Hakel (1979) compared the PAQ ratings of job 

incumbents, supervisors, job analysts and students, and found little 

difference between them in terms of reliability. However, they found 

that the types of analysts differed in the relative leniency of their 

ratings, with supervisors and incumbents rating all items higher than 

the other rater types. This led the authors to recommend caution when 

constructing selection tests from aptitude requirements when different 

analyst sources are utilized for different jobs. 

Arvey, Davis, McGowen and Dipboye (1982) investigated the 

possibility that level of incumbent interest in the job and amount of 

job information available systematically affect the ratings of job 

analysts, but found no supporting evidence. 

It seems intuitively obvious that job ratings obtained from more 

than one analyst are confounded by differences which result from 

differing organizational perspective, since no two people in an 

organization will see a job in exactly the same way. Perhaps this is 

the cause of differences in job clustering when different methods are 

used by the same analysts to rate several different jobs. The analysts 

more than likely have differential knowledge and familiarity with both 

the jobs under study and the job analysis methods used. 
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Most of the studies which have compared the job analysis 

approaches have involved the classification of several jobs into 

families or clusters and the subsequent comparison of the clusters 

identified by each method. This assesses the utility of the methods in 

the development of selection tests for entire families of jobs. 

However, in practice, especially in the case of managerial and 

professional jobs, it is often necessary to devise selection procedures 

for only one particular position. No study was found that compared the 

results of worker-oriented and task-oriented methods using only one 

specific job as the unit of analysis. 

Prien (1977), in his review of the literature, states: 

In situations where I have used both task and worker-oriented 

approaches, I have attempted to reconcile the data obtained 
using a task-oriented method with the data obtained using a 
worker-oriented method. In performing the comparisons, I've 
used both thematic analysis categories and individual items 
to construct a matrix. Uniformly I have difficulty reconciling 
the two approaches because the worker-oriented data contains 
items without parallel in the task-oriented items or the reverse. 

This study was an attempt to do exactly what Prien has tried to do; that 

is, to analyze one particular job using a worker-oriented method and a 

task-oriented method and compare the information obtained from each. 

At the same time the effect of rater differences was examined by using 

two types of raters. 
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CHAPTER II 

METHOD 

Design 

The design of the study was multivariate, the independent 

variable was method of job analysis, and the dependent variables were 

scores on nine job performance dimensions. Three methods of job 

analysis were compared: (1) a worker-oriented analysis conducted by 

subject matter experts (SMEs), (2) a worker-oriented analysis done by 

non-SMEs, and (3) a task-oriented analysis. The job performance 

dimensions were: (1) Planning/Scheduling, (2) Information Processing, 

(3) Relevant Job Experience, (4) Technical Activities, (5) Special 

Training, (6) Communicating, (7) Interpersonal Activities, (8) Formal 

Education, and (9) Personal Characteristics. These dimensions were used 

because they were the ones measured by the worker-oriented instrument 

used in the study. 

Participants 

Participants were graduate students in the Master of Business 

Administration (MBA) program and the Industrial/Organizational (I/O) 

Psychology program at the University of Tennessee, Knoxville. These 

students completed and returned mailed job analysis instruments. One 

faculty member in the Department of Management also participated after 

being contacted by telephone. 

The following job analysis instruments were mailed to three 

separate groups of MBA students: A task analysis questionnaire (20 

mailed, 5 returned, 25% response rate), a task frequency and importance 

13 



questionnaire (45 mailed, 26 returned, 58% response rate) and a 

worker-oriented questionnaire (45 mailed, 10 returned, 22% response 

rate). The following instruments were mailed to two different groups of 

I/O Psychology students: A translation matrix (20 mailed, 10 returned, 

50% response rate) and a worker-oriented questionnaire (20 mailed, 10 

returned, 50% response rate). Follow-up telephone contact was made with 

four of the I/O Psychology students and this somewhat improved the 

response rate. The above mailing procedure was performed so that each 

participant completed only one particular job analysis instrument. 

Procedure 

The job analyzed was the "job" of MBA student at the University 

of Tennessee, Knoxville. This job was chosen because it has never 

before been analyzed, and, more importantly, the results of the analysis 

will be used to develop an assessment center for the MBA program. 

However, that project is beyond the scope of this paper and will not be 

discussed further. The purpose of this paper is to discuss only the 

similarities and differences in dimension structure as identified by 

the job analysis methods chosen for study. 

The MBA students who participated in the study were designated as 

SMEs and the participating I/O students were designated as non-SMEs, and 

hereafter in this paper will be referred to as such. 

In the context of this study, the differentiation between SMEs 

and non-SMEs in terms of knowledge of the job was considered to be 

analogous to the difference in job knowledge between job incumbents and 

job analysts in the same organization. Thus, since the non-SMEs were 
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I/O Psychology students in the same university and had some contact with 

the MBA program, they were not assumed to be totally ignorant of the MBA 

job before their participation in this study. They were considered to 

have a similar level of job knowledge, as well as familiarity with job 

analysis, as would a job analyst in a typical organization. 

The job of MBA student can be considered a preprofessional 

position, according to the definition of professional jobs proposed by 

Mitchell (1978): 

...[professional positions] tend to be at the higher end of the 
wage scale, are typically subject to more stringent selection of 
the persons to be employed, frequently require that applicants 
be highly trained or educated, and commonly require more of an 
incumbent than a "normal" workday or work week. 

Though the MBA student job falls slightly short of being a truly 

professional position, most of the activities performed are very similar 

in nature to the duties involved in most professional jobs. Thus, for 

the purposes of this paper, the MBA job was considered to be a 

preprofessional position. 

Since the job of MBA student is a preprofessional position, the 

Professional and Managerial Position Questionnaire (PMPQ) (Mitchell & 

McCormick, 1979) was used as the worker-oriented method. The PMPQ was 

designed specifically to analyze professional and managerial jobs, and 

is closely related to the PAQ (McCormick et al., 1969). It was 

developed because the PAQ, which seems to be the standard for worker-

oriented methods, may not be as accurate in analyzing higher-level jobs 

(Harris & McCormick, 1973; Mecham & McCormick, 1969; McCormick, DeNisi & 

Marquardt, 1974; Mitchell & McCormick, 1979). 
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The PMPQ measures 10 job dimensions: (1) Planning/Scheduling, 

(2) Information Processing, (3) Relevant Job Experience, (4) Technical 

Activities, (5) Special Training, (6) Communicating, (7) Interpersonal 

Activities, (8) Formal Education, (9) Personal Characteristics, and (10) 

Second Language Usage, However, the tenth dimension. Second Language 

Usage, was inapplicable to the job of MBA student and was not used in 

this study. Definitions of these dimensions, except for Second Language 

Usage, can be found in Appendix F, 

Although the PMPQ was developed in the tradition of the PAQ, 

little is known about the interrater reliability of the instrument, 

Mitchell and McCormick (1979) reported reliabilities ranging from ,46 to 

,78, but these estimates were based on an extremely small sample (n=3) 

and thus do not provide a realistic estimate. 

More substantial evidence is available concerning the PMPQ's 

validity. The instrument has been found to correlate ,80 with salary 

(Mitchell & McCormick, 1979) and has been shown to have convergent 

validity with other job analysis instruments in measuring administrative 

jobs (Dunham, 1979), 

The PMPQ contains 94 items, however, items 87 through 94 are used 

strictly for job evaluation purposes and pertain to factors such as 

actual salary and number of employees supervised, which are 

inappropriate for the purposes of this study. Thus the instrument was 

shortened to include only the first 86 items. 

The shortened PMPQ was completed by 10 SMEs who were instructed 

to fill out the instrument based on what they did as a student, and not 

what they expected to do in any future job, 
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The 10 non-SMEs were given a description of the MBA program and 

were told to fill out the PMPQ based on the information contained in the 

description. The instructions given to the participants are presented 

in Appendix A, and the shortened PMPQ is contained in Appendix B. 

Raw scores on each PMPQ item were converted to z-scores based on 

the item means and standard deviations obtained from a normative sample 

developed by Mitchell (1979). These means and standard deviations are 

presented in Table 1. Using the principal component loadings in Table 2 

(Mitchell, 1979), the z-scores were then combined to produce dimension 

scores on the 10 job dimensions (principal components) measured by the 

PMPQ. As mentioned previously, one of these job dimensions. Second 

Language Usage, had a dimension score of zero in every case and was 

dropped from the analysis, resulting in a total of 9 dimensions. 

The job dimension scores of the SMEs and non-SMEs were then 

arrayed in two 10 X 9 matrices, with the participants constituting the 

rows and the dimensions making up the columns. 

The task-oriented analysis consisted of a straightforward 

analysis of tasks, following the guidelines outlined by Perticone and 

Weisen (1979). Five SMEs generated a list of tasks, which were then 

reviewed by a supervisor, in this case a faculty member in the 

Department of Management. This procedure resulted in a list of 23 

tasks. The instructions given to these participants are presented in 

Appendix E. 

Each task on the list was then rated in terms of frequency and 

importance by 26 SMEs, using a 5-point Likert-type scale. Appendix D 

contains the instrument used to obtain these ratings. The frequency and 
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Table 1 

Normative Means and Standard Deviations of PMPQ Items 

Item Item 

Number Name 

1 Work Scheduling 
2 Complexity of Work Scheduling 
3 Budgeting 
4 Complexity of Budgeting 
5 Operations Planning 
6 Complexity of Operations Planning 
7 Planning Future Development 
8 Complexity of Future Planning 
9 Transcribing/Coding/Compiling Info. 
10 Complexity of T/C/C Information 
11 Quantitative Processing 
12 Complexity of Quantitative Processing 
13 Analyzing/Synthesizing Information 
14 Complexity of Analyzing/Synthesizing 
15 Judgements Involving People 
16 Complexity of Judgements Inv. People 
17 Judgements Involving Operations 
18 Complexity of Operations Judgements 
19 Judgements Involving Fiscal Resources 
20 Complexity of Fiscal Judgements 
21 Oral Communications 

22 Complexity of Oral Communications 
23 Written Communications 

24 Complexity of Written Communications 
25 Using Other Languages 
26 Complexity of Using Other Languages 
27 Supervising/Directing 
28 Complexity of Supervising/Directing 
29 Instructing 
30 Complexity of Instructing 
31 Coordinating 
32 Complexity of Coordinating 
33 Interviewing 
34 Complexity of Interviewing 
35 Advising 
36 Complexity of Advising 
37 Representing/Negotiating 
38 Complexity of Representing/Negotiating 
39 Using Equipment and Devices 
40 Complexity of Equipment Use 
41 Using Procedures, Technical Devices 
42 Complexity of Using Proc., Tech. Dev. 
43 Summary-Planning 
44 Summary-Processing Info, and Ideas 
45 Summary-Exercising Judgement 

46 Summary-Communicating 

Standard 

Mean Deviation 

5.92 2.09 

4.69 1.76 

3.80 2.72 

3.63 2.44 

5.73 2.01 

4.67 1.88 

5.36 2.22 

4.52 1.93 

4.22 2.58 

4.23 2.32 

4.47 2.27 

4.18 1.86 

5.94 2.03 

5.29 1.68 

6.49 2.29 

5.33 1.71 

5.51 2.20 

4.92 1.72 

3.92 2.61 

3.74 2.36 

7.40 1.50 

5.55 1.33 

6.21 1.78 

5.63 1.53 

0.35 1.10 

0.43 1.30 

6.05 2.69 

4.53 2.05 

4.57 2.32 

4.64 1.86 

5.88 2.15 
4.45 1.58 

5.03 2.42 

4.88 2.04 

5.23 2.46 

4.89 1.93 

4.32 2.72 

4.31 2.12 

3.50 2.59 

4.46 2.19 

4.61 2.44 

4.92 2.11 

5.60 1.99 

5.66 1.96 

7.04 1.51 

6.64 1.68 
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Table 1 (Continued) 

Item Item Standard 

Number Name Mean Deviation 

47 Summary-Interpersonal Activities 6.10 2.16 

48 Summary-Technical Activities 4.42 2.44 

49 Summary-Complexity of Planning 4.68 1.59 

Summary-Complexity of Proc. Info/Ideas 5.03 1.78 

51 Summary-Complexity of Exer. Judgement 6.01 1.58 

52 Summary-Complexity of Communicating 5.39 1.52 

53 Summary-Complexity of Interper. Act. 5.13 1.81 

54 Summary-Complexity of Technical Act. 4.36 2.17 

Summary-Impact of Planning 5.12 2.06 

56 Summary-Impact of Proc. Info/Ideas 5.08 1.83 

57 Summary-Impact of Exercising Judgement 6.20 1.68 

58 Summary-Impact of Communicating 5.49 1.78 

59 Summary-Impact of Interper. Activities 5.19 2.06 

Summary-Impact of Technical Activities 3.93 2.43 

61 Summary-Responsibility for Planning 5.59 2.13 

62 Summary-Resp. for Proc. Info/Ideas 5.72 1.95 

63 Summary-Resp. for Exer. Judgement 6.80 1.60 

64 Summary-Resp. for Communicating 6.24 1.68 

Summary-Resp. for Interper. Activities 5.96 1.89 

66 Summary-Resp. for Technical Activities 4.22 2.44 

67 Formal Education Required 5.27 1.96 

68 Use of Education 5.86 1.64 

69 Complexity of Education 5.13 1.66 

Impact of Education 5.56 1.98 

71 Special Training Required 5.74 2.22 

72 Use of Training 6.43 2.10 

73 Complexity of Training 5.18 1.71 

74 Impact of Training 6.12 2.10 

Required Relevant Experience 4.86 1.74 

76 Use of Experience 6.52 2.06 

77 Complexity of Experience 5.34 1.78 

78 Impact of Experience 6.12 2.11 

79 Required Personal Characteristics 5.70 2.09 

Use of Personal Characteristics 6.00 1.78 

81 Complexity of Personal Characteristics 5.20 1.65 

82 Impact of Personal Characteristics 5.93 1.85 

83 Adaptability 6.45 1.60 

84 Use of Adaptability 6.00 1.69 

Complexity of Adaptability 5.10 1.53 

86 Impact of Adaptability 6.10 1.63 
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Table 2 

Item Loadings on PMPQ Job Dimensions 

Item No. Item Content Loading 

Planning/Scheduling 

43 Planning/Scheduling .726 
61 Planning/Scheduling ,718 
6 Complexity of Operations Planning .717 
4 Complexity of Budgeting .698 
49 Planning/Scheduling .684 
3 Budgeting .676 
2 Complexity of Work Scheduling .647 
5 Operations Planning .645 
55 Planning/Scheduling .640 
8 Complexity of Planning for Future Development .610 
1 Work Scheduling .536 
7 Planning Future Development .513 

Information Processing 

11 Quantitative Processing of Information/Data .673 
9 Transcribing/Compiling/Coding of Information .666 
10 Complexity of Transcribing/Compiling/Coding .631 
44 Processing of Information/Ideas .597 
12 Complexity of Quantitative Methods Used .541 
50 Processing of Information/Ideas .533 
56 Processing of Information/Ideas .527 
62 Processing of Information/Ideas .492 

Relevant Job Experience 

76 Use of Experience .802 
75 Required Relevant Experience .778 
78 Impact of Experience .757 
77 Complexity of Experience .719 

Technical Activities 

40 Complexity of Using Equipment or Devices .887 
54 Technical Activities .842 

66 Technical Activities .835 

48 Technical Activities .832 

60 Technical Activities .777 
39 Using Equipment/Devices .696 
41 Using Procedures/Techniques/Processes .604 
42 Complexity of Using Procedures/Techniques/Proc. .579 
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Table 2 (Continued) 

Item No. Item Content Loading 

Special Training 

72 Use of Training .761 
71 Special Training Required .739 
74 Impact of Training .712 
73 Complexity of Training .697 

Communicating 

46 Communicating .587 
21 Oral Communications .578 

23 Written Communications .566 

Interpersonal Activities 

59 Interpersonal Activities .558 
53 Interpersonal Activities .537 
65 Interpersonal Activities .451 
47 Interpersonal Activities .432 

Formal Education 

67 Required Education .710 
69 Complexity of Education .654 
70 Impact of Education .521 
68 Use of Education .437 

Personal Characteristics 

79 Required Personal Characteristics .713 
80 Use of Personal Characteristics .712 

82 Impact of Personal Characteristics .688 
83 Adaptability Required .656 
81 Complexity of Personal Characteristics .634 
57 Impact of Exercising Judgement .629 
84 Use of Adaptability .620 
86 Impact of Adaptability .610 
45 Exercising Judgement .604 
85 Complexity of Adaptability .575 
63 Exercising Judgement .565 
15 Judgements Involving People .478 
51 Complexity of Exercising Judgements .466 
16 Complexity of Judgements Involving People .443 
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importance ratings were standardized into distributions with a mean of 

10 and a standard deviation of 1, which were arbitrary parameters chosen 

in order to ensure that all scores were positive. This was essential to 

produce logical linear combinations with the translation matrix data, 

which will be described below. The choice of these particular 

parameters did not distort the results of the study, since other 

parameters were tested in the analysis and did not affect the results. 

The standardized frequency and importance ratings were then 

combined by summation, using unit weighting, into one score representing 

the overall importance of the task. This combination of ratings was 

performed because there was only a moderate correlation between them. 

The mean correlation of the individual ratings of frequency and 

importance across all tasks was .51, while the correlation between the 

mean ratings was .77, as computed using Fisher's r to z transformation. 

The overall importance scores were arranged in a 26 X 23 matrix, 

where 26 equals the number of raters and 23 represents the number of 

tasks. This matrix constituted the results of the task analysis. 

In order to convert the task analysis data into the same form as 

the results of the PMPQ, a 23 X 9 translation matrix was developed, in 

which the rows were the tasks generated in the task analysis and the 

columns were the PMPQ dimensions. The elements of this matrix were mean 

estimates of the strength of the relationship between each task and PMPQ 

dimension. These estimates were produced by 10 non-SMEs using a 3-point 

Likert-type scale. The instrument used to obtain these ratings is 

presented in Appendix F, and the resultant matrix containing the mean 

estimates can be found in Table 3. 
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The task analysis data was converted by multiplying the 26 X 23 

matrix of overall task importance ratings by the 23 X 9 translation 

matrix to produce a 26 X 9 matrix of PMPQ job dimension scores (see 

Appendix 6). In simple terms, these PMPQ job dimension scores represent 

a linear combination of the overall importance ratings of each task, 

using as weights the estimates of the relationship between the task and 

each PMPQ dimension. This translation procedure is diagrammed in Figure 

1. 

Thus the three methods of job analysis resulted in three sets, or 

matrices, of raw PMPQ job dimension scores. The dimension scores were 

then converted to z-scores, such that the overall mean and standard 

deviation for each method were equivalent. The matrices of standardized 

dimension scores are presented in Appendixes C, 0 and G. These standard 

scores were then analyzed to determine if any method differences 

existed. 
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Figure 1 

Translation of Task Analysis Data 
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CHAPTER III 

RESULTS 

Reliability of Ratings 

Interrater reliabilities of all ratings were quite high, as 

estimated using the analysis of variance approach suggested by Winer 

(1971). Reliability estimates are presented in Table 4. 

Table 4 

Estimated Reliabilities of Ratings 

Instrument/Rating Type of Subject n Reliabi 1 ity 

Task Frequency Ratings SMEs 26 ,93 
Task Importance Ratings SMEs 26 .92 
Translation Matrix Estimates Non-SMEs 10 .88 

PMPQ SMEs 10 .86 
PMPQ Non-SMEs 10 .89 

Task Analysis 

The task analysis produced a list of 23 tasks that comprise the 

job of MBA student. The combined frequency and importance ratings 

indicated that the three most important tasks were (1) attending courses 

and taking relevant notes, (2) careful budgeting of time, and (3) oral 

communications. The three least important tasks, beginning with the 

least important, were (1) computer data entry using a keypunch machine, 

(2) applying algebra and differential calculus to business problem-

solving, and (3) typing reports. The complete list of tasks and 

standardized frequency and importance ratings are presented in Table 5. 
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Table 5 

Tasks in Order of Mean Combined Frequency and Importance Ratings 

Rank Task 

Mean 

Standardized 

Frequency 
Rating 
(n=26) 

Mean 

Standardized 

Importance 
Rating* 

Mean 
Combined 
Rating 

1 Attending courses and 
taking relevant notes. 10.99 10.64 21.63 

2 Careful budgeting of time. 10.69 10.80 21.49 

3 Oral communications. 10.78 10.64 21.42 

4 Writing reports. 10.45 10.64 21.09 

5 Organizing and planning -
daily tasks. 10.42 10.55 20.97 

6 Critical reading of college-
level material. 10.42 10.36 20.78 

7 Participation in group 
projects. 10.42 10.29 20.71 

8 Library research, including 
use of microfilm and micro 

fiche readers. 10.36 10.14 20.50 

9 Reading of business journals 
and periodicals. 10.06 10.29 20.35 

9 Reading and assessing 
financial statements. 10.09 10.26 20.35 

11 Taking extensive written 
exams. 10.54 9.79 20.33 

12 Understanding and inter 
preting key ratios such as 
liquidity, profitability and 
leverage. 10.24 10.08 20.32 

13 Oral presentations. 9.59 10.36 19.95 

14 Analysis of prepared cases. 9.86 9.95 19.81 

Mean = 10; Standard deviation = 1. 

29 



Table 5 (Continued) 

Rank Task 

Mean 

Standardized 

Frequency 
Rating 

Mean 

Standardized 

Importance 
Rating* 
(n=26) 

Mean 
Combined 
Rating 

15 Memorization of information 

for later recall. 10.21 9.57 19.78 

16 Use of statistical analysis 
in business problem-solving. 9.65 9.89 19.54 

17 Computer analysis of data 
using preprogrammed statis 
tical packages. 9.44 9.95 19.39 

18 Computer data entry using a 
video display terminal. 9.35 9.98 19.33 

19 Preparation of tables, charts 
and graphs. 9.44 9.67 19.11 

20 Providing adequate business 
forecasts using economic 
"natural laws." 9.41 9.51 18.92 

21 Typing reports. 9.83 9.01 18.84 

22 Applying algebra and differ 
ential calculus to business 

problem-solving. 9.17 9.38 18.55 

23 Computer data entry using a 
keypunch machine. 8.57 8.26 16.83 

Mean = 10; Standard deviation = 1. 
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Analysis of the Method Effect 

The overall effect of method on the job dimension scores was 

assessed using the one-way MANOVA approach described by Lissitz, 

Mendoza, Huberty and Markos (1979). Using this approach, the overall 

method effect was tested using Wilks' maximum likelihood criterion (see 

Figure 2), and the strength of the relationship was assessed using the 

multivariate extension of 

The MANOVA revealed a significant overall method effect (Wilks' 

lambda = .021; F (18,70) = 22.99, p < .0001). The multivariate estimate 

of was computed using the formula suggested by Tatsuoka (1970): 

- 1 .^ (N-K) +A 

where N = total sample size, K = number of methods and A represents 

Wilks' likelihood ratio statistic. Applying this formula resulted in an 

Co ̂  of .98, indicating an extremely strong relationship between job 

analysis method and the set of job dimension scores. 

In order to examine the method effect in more detail, a series of 

univariate ANOVAs was performed which assessed the effect of method on 

each of the job dimensions. All but one of the ANOVAs showed 

significant method effects, with the strongest effect being on the 

Interpersonal Activities dimension {<o^ = .92). The only dimension in 

which the methods did not differ significantly was Planning/Scheduling. 

Table 6 presents the complete results of the univariate analyses. 

Having determined the existence of an overall method effect, 

Scheffe post hoc comparisons were performed using the data from the 

univariate ANOVAs, in order to identify significant differences in mean 

dimension scores among the three methods. 
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Table 5 

Univariate ANOVA Results 

2Dimension N F 

PIanni ng/Scheduling 46 0.76 .00 

Information Processing 46 37.12* .61 

Communicating 46 57.14* .71 

Interpersonal Activities 46 256.10* .92 

Technical Activities 46 34.52* .59 

Formal Education 46 15.76* .39 

Special Training 46 18.62* .43 

Relevant Job Experience 46 21.59* .47 

Personal Characteristics 46 9.30* .27 

* p < .0001 

The pair-wise comparisons on each dimension revealed that the 

mean scores of the SMEs and non-SMEs who used the worker-oriented 

method differed significantly only on the Special Training dimension. 

On that dimension, the non-SME mean was significantly higher than the 

SME mean. On most of the other dimensions in which there was a 

significant overall method effect, the task-oriented mean differed 

significantly from both worker-oriented means. The two exceptions to 

this were Special Training, in which the task-oriented mean differed 

significantly only from the SME mean, and Personal Characteristics, in 

which the task-oriented mean was significantly higher than the non-SME 

mean, but did not differ from the SME mean. The complete results of the 

post hoc analyses can be found in Table 7. 
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Table 7 

Differences Between Means - Scheffe Post Hoc Comparisons 
(Overall = .05) 

Worker-Oriented Worker-Oriented 

Task-Oriented (SMEs) (Non-SMEs) 
Dimension (n=26) (n=10) (n=10) 

Planning/ 
Scheduling -0.39 -0.28 -0.15 

Information 

Processing 2.13 1.30 1.13 

Communicating -0.34 0.46 0.29 

Interpersonal 
Activities -1.75 0.01 -0.04 

Technical 

Activities -0.46 0.83 0.85 

Formal 

Education 0.88 0.28 0.33 

Special 
Training 0.09 -0.91 -0.16 

Relevant Job 

Experience -0.14 -1.01 -1.10 

Personal 

Characteristics -0.03 -0.68 -1.17 
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The job profiles produced by the three methods were all somewhat 

different (see Table 8). Even though there were few significant 

differences between the mean scores produced from the worker-oriented 

methods, the rank orders of the dimensions were not the same. Also, 

there was a large difference between the dimension rankings produced by 

the task-oriented and worker-oriented methods. 

Information Processing had the highest ranking in all three 

profiles, but in the profile based on task analysis was more than one 

standard deviation above the second-ranked dimension. The two worker-

oriented profiles had much smaller gaps between the first and second-

ranked dimensions. 

The task-oriented rankings identified Information Processing, 

Formal Education, Special Training and Personal Characteristics as the 

four most important factors related to success in the MBA student job. 

Both worker-oriented profiles agreed on Information Processing, 

Technical Activities, Formal Education and Communicating as the four 

most important dimensions. Thus the task- and worker-oriented methods 

had Information Processing and Formal Education in common as important 

factors, but differed on the other two dimensions comprising the top 

four. 

In general, the task-oriented analysis resulted in significantly 

higher ratings on Information Processing, Formal Education, Special 

Training, Relevant Job Experience and Personal Characteristics. The 

worker-oriented methods produced higher ratings on Planning/Scheduling, 

Communications, Interpersonal Activities and Technical Activities. 
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Table 8 

Job Dimensions Ranked by Mean Standardized Dimension Scores 

Rank 

1 

2 

3 

4 

5 

6 

7 

8 

9 

1 

2 

3 

4 

5 

6 

7 

8 

9 

1 

2 

3 

4 

5 

6 

7 

8 

9 

Dimension 

Task-Oriented 

(n=26) 

Information Processing 
Formal Education 

Special Training 
Personal Characteristics 

Relevant Job Experience 
Communicating 
Planning/Scheduling 
Technical Activities 

Interpersonal Activities 

Worker-Oriented (SMEs) 
(n=10) 

Information Processing 
Technical Activities 

Communicating 
Formal Education 

Interpersonal Activities 
PIanning/Scheduling 
Personal Characteristics 

Special Training 
Relevant Job Experience 

Worker-Oriented (Non-SMEs) 
(n=10) 

Information Processing 
Technical Activities 

Formal Education 

Communicating 
Interpersonal Activities 
Planning/Scheduling 
Special Training 
Relevant Job Experience 
Personal Characteristics 

Mean 

Standardized 

Dimension 

Score 

2.13 

0.88 

0.09 

-0.03 

-0.14 
-0.34 

-0.39 

-0.46 

-1.75 

1.30 

0.83 

0.46 

0.28 

0.01 

-0.28 

-0.68 

-0.91 

-1.01 

1.13 

0.85 
0.33 

0.29 

-0.04 

-0.15 

-0.16 

-1.10 

-1.17 
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CHAPTER IV 

DISCUSSION 

The purpose of this study was to analyze one particular job using 

both a task-oriented and a worker-oriented job analysis approach and 

compare the data produced by each. In evaluating the study, several 

statistical and methodological issues must be discussed. First, the 

study was constrained by a small sample size (N=46), utilizing groups 

with as few as 10 participants. This indicates a possible lack of 

adequate statistical power to detect small differences in method. 

This, in fact, may have been the case, although power was 

enhanced by the large effect size, as indicated by the relatively high 

values, and by the high interrater agreement on all the instruments, 

which served to reduce the size of the error component. Thus it is 

likely that lack of power was not a very significant factor. 

Also, though the sample was relatively small, it approximated the 

number of participants, and hence the lack of precision, that one might 

expect in the field. Thus, while small for the purposes of significance 

testing, the sample was of a realistic size. 

It should also be noted that no demographic information, such as 

age and sex, was collected to describe the sample. Also, no information 

was obtained regarding the year of study and major concentration area 

(finance, marketing, management, etc.) of the MBA students who 

participated. However, this information would not generally be 

collected in a job analysis and the high interrater agreement on all the 

ratings indicated that these factors had little effect. 

Another concern was the fact that the instructions given to the 
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SMEs who provided the task frequency and importance ratings did not 

specify the level of job performance to be achieved. Thus the 

participants used their own conception of performance as a guide in 

determining the importance of each task. However, this more than likely 

did not confound the results, since the importance ratings showed high 

interrater agreement. Furthermore, the PMPQ instructions also did not 

specify a specific performance level. Since a required level of 

performance was not specified in either approach, it is safe to assume 

that this did not play a role in determining the results. 

Lastly, the use of the PMPQ dimensions required the assumption 

that they were the "real" dimensions underlying the MBA student job. 

This assumption is not unique to this study, but is the entire basis of 

the worker-oriented approach, which presupposes that all jobs can be 

defined in terms of a finite set of common dimensions. Task analysis 

requires an "inferential leap" to link tasks to performance dimensions. 

In this study, the tasks were linked to the set of dimensions measured 

by the PMPQ, in order to provide a common basis for comparing the two 

methods. It was necessary to assume that these dimensions were adequate 

to describe the job, and the validity of the results was dependent on 

the accuracy of this assumption. 

The results of the study indicated a significant difference in 

the information obtained from the two methods when applied to the job of 

MBA student. That is, the dimension structure of the job as described 

through task analysis was significantly different than the structure 

obtained using the worker-oriented approach. 
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Specifically, although both approaches listed Information 

Processing as the most important factor, the task analysis resulted in 

significantly higher ratings on Information Processing, Formal 

Education, Special Training, Relevant Job Experience and Personal 

Characteristics. All of these factors, with the exception of 

Information Processing, describe qualifications that incumbents 

generally bring to a job. On the other hand, the dimensions rated 

higher as a result of the worker-oriented analysis, namely. Planning/ 

Scheduling, Communicating, Interpersonal Activities and Technical 

Activities, refer to abilities related to the performance of job duties 

after hire. 

This suggests that task-oriented methods may put more weight on 

formal job qualifications than on general human skills or abilities. 

However, this result could have been caused by the technique used to 

translate the task-oriented data into worker-oriented form. As 

described previously, raters were used to estimate the relationship of 

each task to each PMPQ dimension. These estimates were then combined 

with the combined frequency and importance ratings to produce an overall 

score on each dimension. 

However, when the dimensions are ranked only on the basis of the 

mean estimates from the translation matrix, the rank order of the top 

five dimensions is exactly the same as when ranked according to the 

standardized dimension scores presented in Table 8. This indicates that 

the results of the task analysis, when translated into worker-oriented 

form, were primarily influenced by the translation matrix ratings. 
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Therefore the use of the task frequency and importance ratings in 

producing the raw dimension scores did not affect the job profile to any 

great extent. 

Thus the validity of the task-oriented information depends on the 

accuracy of the translation matrix ratings and on the extent to which 

the list of tasks adequately covers the content of the job. The 

reliability of the translation matrix ratings was acceptable (.88) and 

there was no evidence to indicate that the tasks did not sufficiently 

embrace job content. This, coupled with the fact that both methods were 

used to analyze an identical job, indicates that the differences in the 

profiles were most likely caused by inherent differences between the two 

approaches. 

In the task-oriented approach, the job was analyzed by viewing 

each job duty individually, and each individual job task was weighted on 

each dimension. Thus, the overall score on a particular dimension was 

dependent almost solely on the number of tasks that were given high 

ratings on that dimension, since the relative importance of the tasks 

only minimally affected the resultant profile. 

While the task-oriented results were based on a task-by-task 

point of view, the scores from the worker-oriented method were based on 

the analysts' general knowledge of the job as a whole. Therefore it is 

possible that the differences in relative ratings may have been caused 

by these differing perspectives, although Sackett et al. (1981) found no 

differences between job groupings based on task analysis and those based 

on global judgements of job similarity. 
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The results also revealed that the job profiles produced by SMEs 

and non-SMEs who used the worker-oriented method were not significantly 

different. This is evidenced by the fact that the mean scores of the 

two groups differed significantly on only one dimension (Special 

Training), This is in contrast to the results found by Smith and Hakel 

(1979), which indicated that analyst sources differed in the leniency of 

ratings, but the study described herein was not designed to measure 

leniency. 

However, the lack of difference between the SMEs and non-SMEs in 

this case may have been due to the use of I/O Psychology students as 

non-SMEs. At the University of Tennessee, many I/O Psychology students 

have close contact with the MBA program and its students, and thus have 

a very good knowledge of the job of MBA student. In this sense it is 

not surprising that there was agreement between the two types of raters, 

although this did not overly confound the results since, as mentioned 

previously, the I/O Psychology students were considered to have job 

knowledge similar to a job analyst in an organization. Job analysts 

would be expected to have some prior knowledge of a job they are 

analyzing, mainly because it is part of their job and because they are 

in the same organization. Thus the situation in this study was a 

somewhat realistic one, and was not very different from a genuine field 

situation. 

It is also possible that the failure to detect significant 

differences between the mean dimension scores of the SMEs and non-SMEs 

was the result of low statistical power due to small sample size (10 in 

each group). 
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It is clear that the task- and worker-oriented job analysis 

methods, when applied to the same job, produced different information. 

The task-oriented data emphasized formal job qualifications, such as job 

experience and formal education, while the worker-oriented data put more 

weight on skills and abilities like communicating and interpersonal 

skills. Although the specific dimension differences are not 

generalizable to other jobs, the fact that different profiles were 

produced supports the use of caution when choosing a method of job 

analysis. While other research has shown that task-oriented and 

worker-oriented methods tend to group jobs differently when used to 

classify jobs, this study has shown that in at least one case, when the 

two approaches were applied to the same job, they produced different job 

dimension structures. Thus it is clear that deciding which method to 

use is an important consideration. 

Traditional theory, professional practice and legal guidelines 

have indicated that the choice of method should be based on the purpose 

for which the job analysis information is to be used. Generally, it has 

been accepted that task-oriented approaches are more appropriate for 

determining content validity, while worker-oriented methods are 

preferred for estimating criterion-related and construct validity. 

However, since the data obtained from the two approaches in this 

study was not comparable, it can be surmised that neither of the 

approaches fully described the job. This suggests that the most 

effective analysis of any job should incorporate elements of both types 

of methods. 
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In conclusion, although this research would have been more 

significant had no difference been found between the methods, the 

primary contribution of this study is not its results per se. What is 

important is the ipsative nature of the methodology, in that it is the 

first study to compare task- and worker-oriented approaches within the 

context of one specific job. Although the results have little 

generalizability, they have implications for selection in that, since 

the approaches produced different dimension profiles, it is likely that 

somewhat different selection criteria would have been developed as well. 

Since this study gave no clear idea as to which method provided 

more valid information, it is suggested that this study be repeated 

using other jobs, in an effort to accumulate more information regarding 

the nature of the differences between task-oriented and worker-oriented 

approaches. 
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APPENDIXES 



APPENDIX A 

PMPQ INSTRUCTIONS 



INSTRUCTIONS TO SMEs 

Emphasis Area (Management, Marketing, Finance, etc.) 

INSTRUCTIONS 

You are being asked to analyze your "job" of MBA student. Attached is a 
version of the Professional and Managerial Position Questionnaire 
(PMPQ), which is an instrument designed to collect job analysis 
information. Please read the instructions for the questionnaire and 
fill it out, basing your answers to the questions on the duties and 
tasks you perform as an MBA student. Do not predict what type of job 
you may have in the future. Focus only on the activities you perform as 
a student in the MBA program. 

The PMPQ requires the use of five different rating scales, descriptions 
of which are on a separate page clipped to the last page of the 
questionnaire. Refer to these scales when answering the questionnaire 
items. 

Please answer all the items to the best of your ability. If an item 
does not apply, simply put a zero as your answer. 

Thank you very much for your participation. 
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INSTRUCTIONS TO NON-SMEs 

INSTRUCTIONS 

Attached is a description of the MBA program at UT, which in a sense can 
be considered a job description of the "job" of MBA student. Also 
attached is a modified version of the Professional and Managerial 
Position Questionnaire (PMPQ). Carefully read and familiarize yourself 
with the description. Then using the information contained in the 
description, along with what knowledge you already have about the MBA 
program, fill out the PMPQ. 

The PMPQ requires the use of five different rating scales, descriptions 
of which are on a separate page clipped to the last page of the PMPQ. 
Refer back to these scale descriptions when answering the questionnaire 
items. 

Please answer all the items to the best of your ability, and remember to 
mark a zero if an item does not apply. Thank you very much for your 
participation. 
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The MBA Program 
TheMBA program Is designed for students 

with undergraduate degrees in the social ap>d 
natural sciences,the humanities,and 
professional fields such asengineering, 
business,agriculture,and architecture A 
fjll-time student can complete the program in 
81* academic quarters. Those with degrees m 
business earned at an institution accredited by
the American AssSmbly of Collegiate Schools 
of Business(AACS8)should be able to 
complete the program in five quarters. 

Full time students are expected to 
successfully complete 12hours per quarter 
and part'time students6hours per quarter. 
Scheduliftg and sequencir>g of courses are 
do^ with ttWs assumption in mind. ^ 
The program consists of the MBA core 

(twelve to nineteen courses depending upon 
exemptions besed on prior studies and or 
P'oflciency examinetions)and a 
concentration eieclives block of eightcourses 
Each course is 3quarter hoursof graduate 
credit Thus,the total program may consist of 
from60to81 quarter hours. 

Prerequleltea. Upon matriculation, the 
student must have received a bachelor's 
degreefrom a regionally accredited institution 
College'evel mathematics through at least 
one course m calculus is the only prerequisite 
requirement for entry into the program Those 
electing ine managementscience or statistics 
concentration musth^ecompleted two years 
of college level calculus. Those admitted to 
the accounting concentration should plan on 
up to two additional quarters for 

undergraduate prerequisite courses that are 
taken during the first yeerof the program 
MBA Core.Thefollowiog courses are 

required in each student's program unless an 
exemption from one or more courses is 

granted as provided below under the heading 
Fxemption from Core Courses"All courses 

are3credit hours Thecorecourses are 

S010 Pinenetel Aeceuntlfig (3) Introduction to 
accounitng model of firm and accounting mtormabon 
sysierr Sot ivaiiaOle to atudenta with crau.l tor 
2n0-20or tQuiva'em F.Su 

9020 Corporate Reportlrtg Probleme(3)Anafyt^s 
cf uses ar>o limitations of accounting modal ol firm 
Emphasis on internal and eiiarnai uses of general 
purpose financ>a' reports. Prereq 9010 or equiva 
lent F.W 

9030 Menegerlai Accounting (3) Aneiyni of 
accounting moael of firm as vatMcia for planning end 
controlling activities Attention to devetopmeni ot 
coat data appropnate to maneganai decision mod 
els Prareq 9020.Economtca9010 W.Sp 

9310 Byeiwaee Policy (3) Caae atudwt covenng 
poKytormuletion and admtniatranon:pointof depar 
ture—lop and middle management,wherecompany-
wide obieclivea ere set end depertmentei policies 
and actfviiiet coordinated, siamg up company a 
siUietiOn. determimryg obiectives. developing aound 
policies, orgemiing and administering personnel to 
reach company obiectives. continuous edm<nisea-
iive reeppreisels Enrotlment priority grven MBA stu 
dents m lest quener 0( thee program Prareq AS 
MBA corecourees E 

9010 1090!end toctei Cmrtromnent of Bwelneee 
(3)Survey of legal end queei-iegal institutions with 
emphasis on those which have perticuier signtti-
cence 10 business;basic legs!notions end prmcpiee 
that pertem 10 buemeea management Not available 
to students wrth credit for 4110-20 or equivalent F. 

M10 tntredvellen to Economic Anaiysie (3)
Areiyticei tools of macro- end microeconomics for 
students without prior training m economics Price 
delsfmination, naiipnai income measurement end 
deiermineiion, end benXmg sysiem Not available to 
•fcidenis with credit lor 2910-20O'squiveleni F Su 

9080 MenegerlaiEconomics(3)Application of eco 
nomic concepts to business decision making Analy 
sis end forecasting of demand,cost analysis, pncirrg 
behavior, and optimijrmg techniques Prereq SOlO 
or equivalent Prereq or coreq Statistics 5020 or 
equivalent F.W 

9030 Economic Fluctuetlone, Forcceeting, end 
StebMUatlon(3)Macroeconomic environmentofthe 
firm Oetermmetion ot level of output, employment 
end prices for economy ss a whole implications ol 
eggregeie lluctueiions tor individual firm Roie ol 
forecasting techniques and stebiiixetion policies. 
Prereq 5010or equivalent F.So.Su 

Ml# FIfwnciai ManaQMiwnl I(1)Anaiys,. ol mci-
.Kjn making in financial managamani Proeasi of 
v^at'On of firm, roles of investors, fmar^cial mar 
ket end instruments Short-run menegemeni pt
•^ing cepiiei Long-run consideretions of cepiiai
budgei.ng Prereq Economce 9010. Sietistics SO'O 
Prereq or coreq Accounting 5020 
lOM FlneneW Mwigemeni II(3)Deveiopmem o< 
tMoride of CdplUi budgeting, cepiiei structure, end 
dhridend pbUcy under conditions of uncertainty Ve-
noue toots end (echruques used to mcorporeie riek 
enalyeit into hnarKlel decision making process Pre-

. req 9010. Economics 502C Prereq or coreq Steiis-
ucaS020 

9010Orgei^laallon Theory end Bohevlor(3)Basic 
concepts ot orgenuaiion theory, organiiationel be 
hsvior and management processes 

5020 Operations Management (3) Management 
processes of planning operating end conlrof pi pro 
duction systems Management concepts and quan-
I'tet've techniques with systems framework to oper 
ating problems Prereq 9010 Menegemeni Soence 
9010 Stai.stics 5020 F.Sp,Su 

8018 Quantltathre Anaiyelttor Menegemeni Oecl-
alone (3) Aetignmeni. treneportaiion end general 
linear progremm(r>g problems decision theory. Mar 
kov Chains and queuing Prereq or coreq Siei<st>cs 
5010 May not be taken lor credit by students who 
recO've creditlor5310 W.Sp 

9010 Marketing and Oletrlbution Menegemeni(3) 
Ana'ycis of current marketing end distribution struc 
ture institutions,functions, and marketing problems. 
Systems concepts and anai/ticel decision process
Prereq Accounting 5O10. Economics 5010. Prereq 
o;coreq Statistics5010 W.Sp 

9020 Marketing Strategy and Declelon Making(3)
Men^ment of basic marketing tunciions integra 
tion of functional dec>sK>net areas mto development 
of merselmg strategy, both domesticand inierneiion-
el Prereq: 5010. Prereq or coreq Econormcs 5020, 
Statistics5020 Sp,So,W 

5092 Mathematics for Business Decisions(3)Ex 
ponential function. apDiicaiions to g'owth and decay
models, aniidervatives. integration as area l-n. 
damer^tai iheorem of calculus, method ol subsi.iu-
iicn ntegra: tables, integration by parts, Simpson s 
rule irr,proper integ'a's. applications, functions of 
two variables, partial denvaiives, mtearaticn over 
s npfe regions, applications, mtroduclory matn* 
a qebra. application to solution ol simultaneous 
eouai-ons Credit ava-iab'e oniy lo satisfy MBA tore 
reoui-emeni Prereq Math 5051 or eouivaiem 

9010 Probebitttyend Stettetlcelinference(3)Fuiv 
dameoteis of probebiiify diicreie ervj continuous 
probebility models, methemeticel eipecietion end 
inference co.neerniryg meets Prereq Mathemetics 
5052 or equivalent and a computer programming 
course May not be taken for credit by students who 
receive credit for 5110 F.W,Sp 

9020 Stetietleai Methede(3) Regression and cor-
reist on models, basic iime senes analysis end lore-
cesting inierences etioui one or more proportions 
•rd tests tor independence Prereq 5010 W.Sp,Su 

Concqntrbtion and Etaetlvaa. A 

concaniration araais)may ba indicated on the 
MBA Program Application or this declaration 
may be deferred until after matncuiaiion.In 
any event,selection must be made no later 
than completion of 27hoursof MBA p'ogram 
course work In some cases selection of an 
area(s)early m the program isencouraged lo 
facilitate proper course sequencing Requests 
for changes in concentration area(s)must be 
submitted lo the Office of Graduate Business 
Programs. 
Among the8courses in the 

concentration eiectives block, at least 4 out 

not more than6 must Oe m one ot the following 
concentration areas(for specific courses 
required in some concentration areas,see 
departmental s«»ct>ons on following pages) 

Accounting' 
Economics 

Finance 

Forest Industries Managemeni 
Management 
Management Science 
Marketing 
Statistics 

Transponaiicn and Logistics^ 
The remaining elective coufse«(2 lo 4)must 
be in fields outside the concentration area, 
normally selected from MBA cou'ses oflered 
in other departmentsof the College and rray 
comprise a second concentration area of 4 

courses Up to2courses(6 hours)m th.s 
block may be taken outddo the College of 
Busmess Admimsiialion No more than 3 
courses numbered be.ow 500C may bo 
included in this 8-courso block Course: 
numbered below 4000 nc""al.y arc n.^t 
approvyd for the MBA program R(vi,'o 
beginning tte concentration e'ectives part of 
the curriculum the student r^ust have hiS her 
prt.gram approvd by tr.u OK cc of Graduate 
Business Piog'ams 
To quality lor the degree the student must 

achieve a8average ,3 0)or atxve m MBA 
core coursesfoquited m h^s her program,a B 
average or higher in courses cornpi.smg thu 
concentration area.'s)and a8average or 
higher in the overall progfan- in iicu c' 
passing a written comprehensive examr.aticin 
the studonf must satisfactorily demonsi'ate 
his.her abi'ity to anafyre and soive 
multi-lunctional problems of the adr^in.st'atu-e 
processes and pclicy deiermmation and to 
integrate the concepts of ihe various 
disciplines embodied in the curriculum of the 
program. The student is tested in thcso ceas 
in the coursesof the MBA core, oarficufa' y ir 
the capstone course.Business Adr^.'n.si-ation 
S3I0—BusinessPolicy,as well as m work 
required in the concentration areas 

MBA Concentration AccounUng 
Minimum Course Reouirements 

9110 Seminar Ir^ Aceourtting Theory(3)Evoiutiqr^ 
of account.r.g theory, concepts underlying financial 
reporting rr.odeis and auirycrilative accounting liter 
ature es eech relates to measurement of periodic 
performence and finariciel position Prereq Conaerft 
of departm«ni head May not be taken by students 
with credit lor 4990 

5120 Seminar In Advanced Auditing (3) Theory 
end concepis underlying the philosophy of auditing 
as re'a*ed to current auditing issues Prereq 4120or 
equivalent 
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!"***«?«*««»—fri«i cmwowitlng(9)Anafytit of cenoipluol and currant 
•••oaa impacting on davalopmant and oraetion o« 
managanat eoai aecounflng Coat adocatton pan
ning and control undar conditionf of uncartamtv arwi 

mounun,«KK^ 
conaantofinatructor 
M»Taa Waaaarch(9)Davalopmant of atpartiaa m 
tai raaaareh utifiair>g tax aarvioa. tax panodicali,la-
^caaaaandoiharavaiiabtaaourcaa mcfudaarndi«Aiai raaaarcn profoda Praraq.4430or aqurvatant 

•f)d twoolihttonoamg: 

ftUO Advanaad AiidMnp(9)Caaa onamad.tnciud-
ing audK of apacdle aaaat, NaMMy.ravanua and ax-
panaa accounta. Empnaaia on raporting. data pro-
caaamg. atatialical aampting. and Intamai auditing 
Praraq:4110 wdtiCor batlar.(Avaiiabia orWy to MSA 
atudanta «nodo nothava craditfor 4120.) 

MM Advanaad Incoma Tai (9) Fadarai mem 
taxation with amphaaia on tax planning and 
aaareh.Praraq;3120withCor highar;3430witnCor 
highaf.(Avaiiabla onty to I4BA atudanta wN> do not 
fwva craditfor4430) 

9940 Conaolldatlona and Buainaaa Coaibtna> 
ttona (3) Thaory and practiea of accounting for m< 
tarrataiad buainaaa aniitiaa—domasiic and foraign 
Not iniandad for paraona wtio hava cradit tor a 
couraawitnaaimifarcontant Praraq 3130 

Accounffogffacffvoa 

9130talactad Topica—Currant Aoaounltng Prae-
ttca (3) Critical in>dapth eonaidaration of aafaciad 
financial raporting topica of particular ralavanea to 
currant accounting practica Praraq 51 tO. 

9140 Safaetad Topica—Currant Aeeounlino 
Thaory(3)Critical tn-daplh eonaidaration of currant 
isauaa m tna financial accounting litaratura Praraq 
5110 

9100 Oraduata Intarnahtp In Accounting(3)Futi-
tima rasioant prolastionai ampioymenl for on# 
acadamic quarter involving qualifiad|O0 axpahanca. 
wnitan rapod of raiponsib«iit>aa. and evaluation of 
•ludarttoarformanca Praraq Conaantof•natrucio' 

9990 tudgatary Planning and Control •yatama 
(3)Alternativa approachaa to organizing of planning 
and comroi aytlama to maal organization a naads 
and ot^tecinraa Control tyatamaand corporata atruc-
tu't. diacratjonary aipanaa cantara, pmfit cantars. 
invaatmant cantara. tranafar phemg. and control in 
not-for-profit organizationa Praraq:3220or 5030 

9310 Audtting Coricapta(3)Concapisand tnaory of 
auditing, anvironmani of intamai and axtamal audit 
ing natura of avidanea. intamai control avaluatwin. 
and raporting Not iniandad for paraona who hava 
cradit for auCMmg couraa Praraq 3130 Praraq or 
coraq Statiatica4415oraqurvatant 

5430 Taa Planntfig(3) Advancad atudy of incoma 
tai proOiama amphaaizing allamalnraa availabia to 
mimmiza tax liatxlity compatibia with achiaving tax 
payer oOjectivat Praraq 5420. 

5440Taiatfon of Catataa and Oftta(3)Tranatars at 
daath, mtarvivoa tranafara, iiia mxuranca. annuitiaa 

and ampioyaa daath panafita. mantai and oihar da-
ductiqna and axamptiona. and tatata and gift tax ra-
turnt Praraq 4430 (Not availaPia to atudanta with 
eradrt tor4440) 

0400 Taxation of Partnarahipa and Partnara (9) 
Formation, oparaiion, tarmir\ation. and liquidation 
and othar apaoal problama of partnarahipa Praraq 
5420 

9400 Taxation of Corporationa and Sharahofdara 
<3)Organization and atructura,diatnputiona. hquida-
tiona. racrganizationa and spaciai problama mcKKf-
mg ̂ bchaptat S Corporationa and Parsonai hold 
ingC^pamat Praraq 5420. 

9400 Tax Policy (3) Currant pohcias axpiortd 
through hiaioncal davalopmant and currant atatua of 
varioua typai of taxaa and Amancan taxing |uriad>c-
tiona diractad raaaareh m aafactad lopica withm tiatd 
ot taxation. Praraq.5430.5450.$460 

m» Wot-let-^rnt Aceeumtfig (i) Tfwwy and 
MMof budgoiani o"*!fund accoontind.financ.af 
f*pof»nd maaauraa of output and accompltafimant.
and finawal and parformanca auditing for nonprofit 
aniN»at Praraq 9 tira of accounting and conaant of 
matructor. 

•MO Santlnar In Accounting Information iya-
••••(3) Litoratura on accounting information tya-
lama and advanced aystama anaiyaia and dotign 
concopla, informational naada ol othar functional 
craaa of buainaaa and iniarfacing of thaaa araaa 
f^rqraq 4630or aquivaiant. 

AcmimifidSoinlnwd.i.iiRoMarep
wid diacuaaion ofconiamporary laauaa in practico of 
accountancy. May ba rapaatad Admiaaion by con 
aantof dopartmont haad S NConfy. 

OmSomlnar in Acoounttng Raaaareh(3)imogra-
aon of aroaa of financial, managahai.tax. and audM-
m^including diractad probiom-oriontad raaaareh m 
•ofaciod topica. Proraq; 5110, 5120, 5210. 5420 
(Notavaiiabfo to MBA itudonta.j 

99M Individual Roaoorch In Accounting (3)
Dvoctod raaaareh in a topic of mutual mioroai lo alu-
dont̂ toGulty mombor.Proroq:Conoontof dapart-
r*nt haad m ^miiar prior to anidpdtod anroHmam 
May ba rapIalla. Maximum•hra. 

MBA ConcpntrMtior Economics 
Minimum Course R9quir9m«nisfor MBA 
Concanfrarton Astpprovod by the area MBA 
faculty adviaor 

5090 Wortiahop In Ceonomica(3-9)Special topica 
in economic aducaiion Not avaiiabla lor credit in any 
Coliega ot Businass Adm-mstraiion dagrae program. 
Pre'uq Content ot instructor May be repeated. 
Maximum9hrs 

9910-20-30 Economlca Seminar(1. 1.1)Research 
in progress and discuss-on ol selected topics May 
bereoeatad S NConiy E 

6000 Doctoral Reaearch and Diaaertatlon (3-19) 
P NPoniy E 

ECONOMIC THEORY 

4110 Managerial Economlca(3)Appircanon of aco-
nomtc inaory to business 0acis>on making empnaaia 
on profit obiectivas. measurement eno torecesimg 
demand and costs, and capital budgeting Prereq 
2510-20or equivalent 

4190 Buainaaa Cyclea (3) Fiuctuaiicne in income, 
employment prices, and output m the economict 
aystem. subjects discussed ere the historical facts 
concerning booms and depressions, statiiticai 
methods lor analyzing Pusmess fluctuations, tnaore-
ticai axpianaiions of cycles, and policies that have 
been proposed to tomcatthem Prereq 3120 or con 
sent ot instructor Sp 

4190 History of Economic Thought(3)Develop 
ment ol economic ihcught. tools of analysis, and 
economict as a social science, logather with an 
analysis of socioeconomic conditions which influ 
enced this development Period covered: 1776 
through 1936 Prereq 1 yr of pnrKipies of economics 
and consentof instructor F 

4170-90fnlroductlen to Methemetlcel Eeonemfca 
(3.3)Appiicaiion of mathumaiical methods in theore 
tical study of micro- and macroeconomic phe 
nomena (designed for beginning graduate sludenta 
who have limited training m analytic geometry and 
calculus Must be taken m sequence Prereq 3fl0 
and coiiege algebra,calculus,and analytic geometry 
or th eguiveieni F.w 

9110Fundcmentala of Microeconomice(3)Verbal 
arguments and geometric and algebraic lechmquea 
Theory of consumer behavior and demand;theory of 
production and cost, long and stiort run theories of 
profH maximizing firm m both perfectly competitive (3)Leading issues m imperative and mdicativa pian-
and monopolistic environments; theory of derived nir>g Prereq:Cor\eent of instructor May be repeated
ciemend For students whose major is other than with consentofdepartment F 
ecory>mics Not available for students with credit for 
5111 Prereq.3110or equivalent F 

B111-H lUcroMonemle T)worv I, II (3. 3)Th«ory
Of consumer choice and demand,theory of the firm 
theory of production end cosis. merkoi structures! 
derived demand and factor pricing, introduction to 
welfare economics, capital theory Should be laxen 
m consecutive quarters Prereq 3110 or equ vaieni 
F.W 

9120 Fundcmenteia of Meeroeconomica (3) De 
termination ol Itvels ol employment and pncaa for 
economy as a whole reieiionships between mtereat 
ratea. price eipectetions. productivity, and quantity
ol money, end aggregate aavmg. investment and 
liquidity praferenc# For students whose ma|or n 
other than economics Not available for students with 
credit lor 5121 Prereq 3l20or equivalent W 

9121-22 Maeroccohomie Theory i, ii {3. 3)Mone-
tenet and income-expenditure approaches to ques 
tions of income and price level determination 
appficaticns to conlemporery macroeconomic prob 
lems Should be taken m consecutive quarters Pre 
req:3120or eouivatent W.Sp 

9190 History of Ecortemie Thought(3) Develop 
ment of economic ideas from mercantilists through 
Alfred Marshall: emphasis given to classical and 
neoclassical tradition 

9160-90 Mathematleai Methoda In Ecenemiea(3,
3) Applications of bas c concepts .n diMe'ennai and 
integral ca'cuius. di"'rreoce and differential equa-
tiooa. linear algebra . d stochastic models to topics
in theory ot'irm, gicwih models,game theory i.near 
programming,ana decision making under uncertain 
ty Praraq 1 yr cl calculus Sp.F 

6910 Quantitative Methods in Economic Re-
•careh(3)Methods oi estimation ano testing of eco 
nomic relationships witn use Ol time series arid cross 
section data with applications to current economic 
problems Prereq iniroduciory statistics or Siat'stica 
5211 or equivalent w 

9980 introduction to Econometrics (3) Stai.sficei 
demand anaiys.j production and cost anatys s dis 
tribution of incon-.i, and wealth, models of growih and 
Cycles, macrooccnomic applications Should not be 
taken by students who contemplate lakma Econom 
ics6170-80 90 So 

6610 Ftnenctei Markets and intermedlariaa (3) 
(Sameas Finance 5810)W 

9630 Commercial Banking (3)(Same as Fmanca 
5830)F Sp 

6111 Advanced Mleroaconomic Theory (3) Con 
sumer behavior, production,, a exchange ;r partial 
and general equilibrium sett ngs Prereq 4i70 
4160,5112.or equivalent F 

6181 Advancad Macroeconomic Theory (3)
Topics in macroeconomic iheo'y and po'icy Prereq 
5122or equivalent w 

6150-60 Hietory of Economic Doctrines(3.3)im-
portant Ideas oleconomic thinkers Irom Midaic Aoes 
to preaant W.Sp 

6170-60-i0 Econometric Method#(3,3.3)Theory
and lechntguea of ilairaticai testing of economic 
hypot^aee eixJ construction end estimation ofecon 
ometric models Review of classical least squares 
regression mode' extensions of least squares ra-
gresaion model, end approaches to simultaneous 
equation models with apptication to current econ 
ometric research Prereq 5100-90 and 5510 or 
equiviient. F.W.Sp 

ECONOMICSOFCENTRALLY 
PLANNEDECONOMIES 
9310Economic Syctcms(3)Study ar>d appraisal of 
undarfying Ihtories and operation pi capitalism, 
socialism, communism, and other economic avs-
tema W 

6331 Theory crtd Practice of Economic Planning 
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ECONOMICSOfLABOf^ 
ANDHUMAN RESOURCES ****IWieds ef Wtgloml AnMydi(j)Tinory olroBWl «^lur« and groMh E«».-nin»i«,n^r». Poltey )4.4.4)Orgsn<(i«m oi mduttryCoMMn «« Humm mam. P'onol modoit lot impacl tnalysii and aconomic »im^n d^sd •nM.p.is* seonomy Pmblsmj ol** ®*cofr«m proMimi in human raaouif duw«lap> lOiKaating Mothoda of analysis inciuda raoionsido- nwpoljf snd ccmpoi.iun and maif soci4i conlroiscnpiiys siaiislics. graviiy and poitniial concapit.mantand MAfiMnatton o(poMciMMMat aotu-
l»on Prot>«ama inckitfa unemptoymant. aducalion ragnnal fncoma and product accounta. ahili and And regulation Praraq.Consantofinstructor Sp.A 
and training, povarty and trKOma radiatnbulion. dia- df^lyaia. aconomic boa# aaidios. and ragional monetaryECONOMICS
cnmination baaad on tax or athnierty, or othart Pra> mpu^eugit. Unaai programming, and accnomairic MM HenMary Thaory and Policy(3)Aalahonshm mooata wrag 2520 ol monay, cradil and lahndily ip mcoma miaraa? 

ail Mamttiofial fiaoiiomica: Trade (4) Pur#4430-40 Lal»or UotalatlOfi(3,3)UV>—ioonomK theory of dasacal. naodaaaicai. and modarn .nier-background ar>d affacta of govarnmantal ragulalion national uada. Comparative advantaga. traa trada Praraq 5020or aquivalarw ^ vnyof labor rafationa. daiaiiad axammatioft o( National and aaltara. and tachnotogtcai change, growth andLabor Ralationa Act aa amandad Praraq: 3420 6610.30 Eaaihiai: Manatary Thaory(3,3)Study ofmigration,tanfft and aubsidiaa,and customs umona4440—Social mauranca. aralfara and oovammani monay.cradN and Nquidhy aa related to ircoma in-
Praraq 5112or conaantofinatructor.raguiahon aa ramadiar for probtam of aconomic Mastrates,ampioyiiiant.ouMul.and prices Praraqaacunty Economiea of tha Social Sacuriiy Act, on. Stl2and5i22.ail truernattonat Eaenomici:Cammarclal Pefl-

ampioymant inauranca. wortiar'a companaation and cy (4) Oatarminar^a of commodity composition of 
ratalad lagtalaiion. Praraq 2520. trade, protection arguments, economic costs and 

PUBLIC FINANCEoentsquancas of protactionisi devices, adiustmani 
barga>nir>g,aiructura of bargaining, atratagy and tac- (3) Aflocativa dts-
4470Cotlaedva SargaMfig(3)Laoal Irwrtawork ot 

to trada liberalisation. U S trada policy Praraq 
6211 t^hra. and stabilisation affects of aftamativa'rav-

diaputa aattiamant and public aactor bargaining anoasyatama Praraq Of earaq 5020oraqulvalani
lica. aubiaci mattar of bargaining, induainal conNct. 

tt13 intamaltanal Manatary Economiea (4)
Simuiatad bargaining axarciaa. Praraq: 2510 and Thaoriaa of axchanga rate datarmmation, •W PubMc FInanoa: Eapandituraa (3) Functwna 
3420 •pproachaa to baianca of payments theory, balance M growth of public sector, public goods and ban. 
•4W Samlnar In Indwatflal Ralatlena(4)Hiatoncal of payments ad|ustmant under aftamativa exchange jNje«i .n4iy..,. 0,

rat# ragimas. aconomic poiicy in open economy, m-davaiopmant of Amanean ayatam of induatnai rafa 
tiona and roota of contamporary labor probiama Na- tamational capital movamants Praraq:5121 5030 

5120or consentofinatructor 5TM Ftouncd Admlnlttrmion ol GcnnuMni I3i
lu^a of labor unioria ar>d collactiva bargaining pro* 
cats Raaolution of induatnai conflict. Praraq:6 hra M31 Economic Davaiopmant: Thaoriaa(4)Siudy Praraq S020 or consent of instructor Sp
o!labor ralationa or consam ofinatructor of pnncipa)thaonaa axpiammg economic behavior m 

teas davaiopad countries Praraq 21 hrs ol under •740 SomliMr In PuMIe Flnane* (3) Soioc-ed
MOO Samlnar in Labor Economiea <4) Thaory of 

graduateeconomicsor consent ofinstructor lopict. fublic cnoco, pncmg govommoni urv.coslabor markats arx> human capital Artafyaia of aaga fiscal policy, and fiscal dynamica Praraq 5710 c-
datarmmation. employment and unamploymant. a32 Economic Davaiopmant: Pellclaa (4) Poii- conaant of inatructor •-m a/ u c.Wage d Harantiais aconcmic diacnmmation,and im c»aa. ft-atagias. and piar*ning lachntquas used to 
pact ol unionism Praraq:3t10 and 3120.or aQurva* promot# fnodarnizaiion m lass Oavaiopad countries 
lent Ti.

Prarao 6231 or consantof instructor "1^ ' "OO*" I""! lf»Ory .-d 
0470 Pubfle Policy in tha Labor Flald <4) Oov •241 Economic Davatepmant:Wastam Impacton 
crnmantai regulation of wages, hours, and other Aataand Africa(4)Studiesc'consaquancaso'con 
aspactt of industrial raiaiio^ia Pul>lic policy in traaa MBA Concentration Financetact batwaan davaiopad world and third world coon-
Qt mcoma.human rasourca davafopmant.equal am* fr^as of Asia and Africa Praraq 2i nis of upper <jivi Minimum Course RaQo/raman.'s for MBApioymeni opportuniiy. occupationat haafth arid aata. aton unoargraduaia aociai scianca or consant of in 
tv social insurance, and immigralion policy Praraq Concentration: Al least four and not more man 

structor 
6450and6460 fix courMt from tha following 

•243 Saminar In Economic Davaiopmant c 4700 Sualnaaa and PubMc Riaii Managamtnt (3)INTERNATIONALTRADE AND Tcpics vary with iniarasts of ■todant# Praraq 6241 idantificaiion ano maasuramer.t of pure r sks lac -g
ECONOMICDEVELOPMENT or consant of mstruaor. business or govarnmantal unit assoc.atad with prop
4230 Problems In intariMllortal Trade and Eco erty. habilily and persona' exposures imp.or-.er;a-UIO Seminar In European Economic History (3)nomic Davaiopmant(3)Problamsor problem areas lion of most econcrrfical methods ol dea'mg winSaiactad topics m European aconomic history Praof currant importance m fields both of international neks at lowest coat consistent with good firanciSiraq Consant of instructor May be rapaatad with
accr.omics and economic davaiopmant. Praraq management practicescontent of dapartmani w 
32i0or3220 W 

62W Seminar in American Economic Hlotory (3)4231 the Pomieat Economy of Latin AmaHca (3) •130 Problams In Financial Managamant (3) Ap-Salociad topics m American eronomie history Pr#.Oascription analysis, and comparison of major eco plicaiion of decision making procaduras to piobiamsrec Conaant of instructor May be repeated w>rhnomics problems and policies ol venous Latin Amar In financial managamant. emphasising case 
ican countries Sp approach. Firyancial statement anatyais short-termconsent 0! department Sp 

aourcaa ol funds, long-tarm capital structure and•370 Samlnar In Eeonemie History of tha Third4333 The Potttlcaf Economy of Aatan Oavala^ capital budgeting, and multi-national Imanca PraWorld (3) Saiactad topica ir economic history ofmant (3) Description, analytia. and campar«on of raq 5020sociatias other than those of Wasiam Europe andmajor economics probiama and poiiciaa Of India. Chi 
na. and Southeast Asian countnaa W English-speaking North Amer'cs Praraq Consantof 9140 Financial Strategy (3) Effects of fmanciciinstructor May be rapaatad with consent of depart atratagy on sharahoidar wealth integration and in 

ment. F. A4360 Economiea of Raaoureaa and Envtronman- teraction ot linancmg and invasimeni decisions Im-
tai Policy (3) Economic anaiyats of anvironmantal piicationa of corporate uia cycle for itnanciai daci-6610 Seminar In Ragional Analyala (3) Saiactadpolicy and allocation of rasourcat. Efanatila and aiona Praraq S020topics in regional oconomic thaory and anaiyais Maycosts of davaiopmant of natural resources and im-
pacts of growth on anwonmant Praraq: 2510 W 6430 Mivaatmant Artalyale <3) PnrKipias and lach-be rapaatad. Maximum 6 hrs Sp, A 

niquas for avafuation ot investment desirabii'iy ol•630 Roglonal Economiea Workshop (3) SelectedS3S0 Eoanemic Hialory ef Europe (3) Nature M markalabia aacuniies, with emphasis on commontopics in applied regional raaaarch. Emphasis on stufunctioning of economic systtma and p^iciat m hta. dent participation m modal dasign and estimation, stocks and corporate bonds Financial statamant
iory of wasiam civiliraiion. examination of aom# ma* loracaating. simulation, and mathematical and com- anafyaia. of pnca-aarnmgs ratioa, and recant matha-
/or laauas of method and interpretation. F ^tar programming May be rapaatad Maximum 6 matieal valuation models Praraq 5020 or consent of 

irtaiructor.hm sp. A 
tion of American acoriomic atructura and polciat 6660 Samlnar In Envlronmant and Raaourca Ea^ 6430 Povtfeiio Analyala and Managamant (3) Da-
from coioniai timaa W valopmani ol basic concepts and varied meihod-

•360 Economic History of tha U.S. (3) tntarprata-

nomlca (3) Topics m anvironmantal quaHy, natural 
56te Leaatlon and Regional Davaiopmant Thaory ramrca allocation by private markata. and issues m oiogias in aaiaction. management, evaluation and 

revision of aaaat portfolios Modarn analytical and(3) Theory ol industrial, agncultural and rasidanbaf formulating put>lic policy towards aowronmanial 
probtams Praraq: Conaaryi of instructor May be re- staiisticai lachmquas Praraq 5420 or consent of inlocation, economic basis for land use pattama arxS structorcentral places examination of regional maquaMias poatad Maximum 9 hrs Sp, A 

and nationat ataiaianca tor ragional aconomc da •610 Intamatianal Financial Managamant (3)INDUSTRIAL ORGANIZATIONvaiopmant. F Analysis ol international finance aspects of the finan4360 Induatnai Organlxation Analyala (3) cial managamant ot multi-national firrr intagraiion of
Monopoly a'*.d competition m tha United States aeon, ralavani loptca Irom corporals Imance mtamationai 
omy. rnarkat stnxiura. bustnaas behavior, and eco financial markets, international monaia'y ihaoTy and
nomic parlormanca and intarratauonahios Praraa managamantot ioraign axchanga risk Preraq 5020
2510 W 
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M10MeMM ftnM*(S) ValuMKn. hfwtciai ^rodwctton Menegemeiil (3. 3. 3)tnatyM. tnd w¥—imiw m mcome-prcducmg prop 
erty Tax aapaeta o4 ac^<nnion.operation and uie 22^21 n-WluclKjn mtn.pcobtamt Pr«,«,: SOSO 0. conMnt ol m-Syf*dKation arid financing matlioda Prereq 5010 or 
conaentof instructor 

M30 Eeonomle Anelyata of Houaing and Urban •••'••lO' (3,1) 8»h.vBr»l 
Land MarkaU(3)intrametropohtan moOitity. neigh incluamg rev.»» oftr^iCll b«h«v.oral fasufch m org>niz»lion» Mull
borhood transibon and federal housing policy Diffi- be taken m sequence P. w 
cuNies in obtaining atficient and equitable soiutiona 
10 vanaty of urban problems. Relevar>ce of empirical 5M0R«M«rch MMhoda In Managanwni (3|
and theoraticat economics iiteratura lo policy makers kwhodoiogical issues m menagemeni research R# 
and antreprenaurs Prereq Economics 5020 or con of axperimantal design maasuremeni prob
sent ofinstructor data sources and coliection. and application of 

statistical methods, followed by cntique of student
MMReal Caiale Inueatment Anafyala(3)Appiica jKonosai, DBA ail ,I'a^o,tion of contemporary appraisal and feasibility wiefy- coneeni of instructor SNConiy Spsrs to raai estate case studies Useofcomputer mod 
els tor discounted cash flow arid mortgage equity 
analysts Praraq SOtOorconaenfoftnttrucfor aHlLlT'Iir'*"®"" ■"••"••A "tanagamanl |3|Anahrsis Of environment of irfernationai business 

nrma and impact of internal and external factors onUto Financtal MarbeU and Intarmedlartaa O) managerial decisions SpCapital formation and allocaiion in the economy
Rota of financial mtarmadianes and markets. Theory MIO en«s, Mtntstrnwi: Ttwofy .nd Praetled 
snd structure of interest rates Anslysis of money (3) Man.d«fTtam ol anargy lasource. m opa'aling
and txrnd markets, study of mternafionai fmariciai ayilamj. oacsion cmana. UMo-oiit. aysiam anal? 
markets Prereq or coraq 50i0 (Sam# as Econom-
ICS 5610) awktePda ana<gy aupply and da-nand. 

hew eciergy lechriologies.5630Commarclal Banking(3)Artalysis of manage-
mof\t polKias of financial institutions, mciudirig 
assets, liabilities ar>d capital mariagemarit Oascrip- MBA Concfitration Marketing.
iioo of legal,economic, arid regulatory arwironmetil, 
ano implications for managamant Eiammanon of Minimum Courm Raoutrements for MBA 
Dank structure arid competilion.and cfiangmg(rands Conogn/reoon.■nthaUS financial system Prereq 5010 Pra'aq or 
coraq Eccrx)mics 5030 (Same as Economics 5300 Markaling Raaaarch (3) investigation and 
5830 ) solution oi problems, application ol rassarch 

nWMs 10 functional areas of marhaiing ResearchRaaeereh in Finance (3) Oirecied research on COTicepts. methods, and techniques Prereo 5020topic Of mutual interest to the student and staff mem 
ber Prereq 5020 iday be repeated Maiimumehrs Statistics 5010 F 

9390 Buyer Behavior Anaiyals for Marketing (3)
Buyer behavior pattarns with emphasis on implicaMBA Conctfurtoors lAinagcmanl. Fortsi tions for marketing analysis and executive action. 

Industrids Mpnagdment Markatmgandbahaviorslsciences Prereq. 5020 F 
M/nimcm Course /^dgtyrrdmpn/s for MBA MOP Aneiyxing Market Opportunity for Marketing
Concer]uation9: Managgmdnt—As approved Oeclalona (3) Basic determ,nants of opportunity
by IMS area facufty advisor Forest Industries within maikets. framawoni for identifying and orge-

niiing mfo'mation required lo assess market opporManegement—5110. 5130; Forestry 5260 tunity Approaches to snaiy^ing buyers in markets,
5270. 'b'bcastirig extent of demand, analyzing industry
5110 Orgentsetlen Theory I (3) Analysis and design ciiannei competiior service Emphasis on applying 
of organuaiion structure F market opponumry analysts results to marketing oe-

osions Prereq 5020 W 
5130 Mariagertal Planning and Control (3) Proces-
MS Of manageman* planning and controlling with M10 Advanced Mertieting Strategy (3) Compo 
eiT-phasis on corporate strategic planning Sp nents of marketing strategy including development of 

marketing mix Consideration of alternative 
5140 Corporate Menegemenl Stmuietlon (3) Ap Strategies Coordination and control of markeiino 
plication of functional areas and strategic concepts activities Prereq 5300 eixf 5350 W 
m comptei business simulation Proreq 5020 
Accuuniing 5030 Finance 5020. Marketing 5023 MBA Conc9ntrgtton Transportalion and 

logistics.5210 Poraonnof Menagomoiil (3) Anafysis and 
appraisal of the personnel funchon F Minimum Course Requirements for MBA 

Conccntretion: 10 credit hours required5220 Wege and Selery Adminlatretlon (3) Anafysis including 5010. 5110, 5130, 5220.
of probtems. progrems, and practices W 
S2M Human Problama in Adminlfltratton (3) Re 9010 Survey of Tranapedation arid Legiatica (3) 
view arid critique of reset'Ch in industrial human ra- Intensive survey of logistical demands made by soci 
lationa (Same as Psychology 5450) ety snd specific users on nation s transporiation 

system, problems facing earners and governrrient
5290-60 tndustrlal and Orgenisetlontl Psycholo Sp 
gy (1-3,1-3) Readings m rndustnai aridorganixation-
el psychology Available only by prearrarigement 9110 Theory and Funetions of Economic Reguie-
with supervising faculty member May be repealed llen (3) Development of economic end philosophic 
Maximum 6 hrs S NC or letter grade E basis of regulation Critical analysis oi impact of reg

ulatory decisions on mensger>a; options F 
5260 Independent Study. Protect or Reoeareh m 
Menagoment (1-3) Topic ol mutual mtarasl to stu 5120 Menegemenl and the Pricing Problem (3) 
dent and faculty member Available only by proar- Critical analysis of application of economic theory
rangemenf with supervising faculty member May be arid regulatory restraints (0 pricing of earner ser 
repeated Maximum 6 hrs. S- NC or letter grade vices Sp 

9130 Carrier Tfanaportitlen Management (3)5320 Management Prot>leme in induetrlai Re-
•eerch (3) Basic admimsiralivt problems aricour- Analysis of major transportation modes and (heir

managerial strategies Consideration of how social,larad m management of industrial lechooiogicai re-
Ma.'ch and angmaenng programs, and comparable technical, legal, and financial environment affects 
programs m which profaasional personnel predom.n- top level decision making Application of ger>erai

business, marketing, finance, and stai<aiical decision 
processes to iransportaiion decision making in un-

Stc F. A 

cartam anvironment F 

9220 Logiatiea tyatema Managemeni (3) Oe-
vek>pmeril of strategy for management ol t^tsDcal 
•yttema Emphaais on executive level integration of 
iogisiica operiiions with marketing, production and
other decision sreas Practical applicationa through 
a case approach and simulation game Prereo Mart-
•gament 5020 W . -n 
9910 Urban Tranaponation Policy (3) Movement 
of people gooda and miorrr.ation in urbanized areM 
with special emphasis on formulation ol national 
State end locel policy Emphasis on evoivma new 
urban transportation concepts W 
9610 intematioriei Traneportetion Policy (3) Com-
perafive analysis of Iransport systems m other coun-
triee Analysis ol U S policy relative lo international 
tranaportation Sp 

9910 Advanced Lew and Ragulation (3) Legal
righis and respontioiiities of shippers end earners 
Anefysrs Of decisions of regulatory commissions,
courts, arid principles of law arising from these deci 
sions Sp 

9660 Iridependent Study In Treneporlailon-Logls-
tlea (3) Directed study rn surface and sir iranspona-
iwn. national transportation policy, transportafion
logistics research developments, or subject of par-
licular inieresi to student and faculty May be re 
peated. Maximum 6 hrs E 
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APPENDIX B 

PMPQ 



At the request of the copyright holder, the PMPQ will not be reproduced 
here. Copies of the instrument can be obtained from the Purdue 
University Bookstore, West Lafayette, Indiana. 
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APPENDIX C 

MATRIX OF STANDARDIZED JOB DIMENSION SCORES (SMEs) 
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APPENDIX D 

MATRIX OF STANDARDIZED JOB DIMENSION SCORES (NON-SMEs) 
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APPENDIX E 

INSTRUCTIONS FOR FREQUENCY AND IMPORTANCE RATINGS 



INSTRUCTIONS: Your "job" of MBA student has been broken down into the 
tasks listed below. For each task, use the following scales to indicate 
the frequency and importance of each task. 

Scale 1 - Frequency Scale 2 - Importance 

1 - Rarely, or never 1 - Not important 
2 - 2 -

3 - Often 3 - Moderately important 
4 - 4 -

5 - Continually/Very frequently 5 - Very important 

TASK FREQUENCY IMPORTANCE 

1. Organizing and planning 
daily tasks. □ □ 

2, Applying algebra and 
differential calculus to 
business problem-solving. □ □ 

3, Oral communications with 
coworkers and supervisors. □ □ 

4. Use of statistical analysis 
in business problem-solving. □ □ 

5. Memorization of information 
for later recall. □ □ 

6. Analysis of prepared cases. □ □ 
7. Oral presentations. □ □ 
8. Writing reports. □ □ 
9. Preparation of tables, charts 

and graphs. □ □ 
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Scale 1 - Frequency Scale 2 - Importance 

1 - Rarely, or never 1 - Not important 
2 -

3 - Often 

4 -

5 - Continually/Very frequently 

TASK 

10. Participation in group 
projects. 

11. Computer data entry using 
a video display terminal. 

12. Use of keypunch machine for 
data entry purposes. 

13. Computer analysis of data 
using preprogrammed statistical 
packages. 

14. Critical reading of college-
level material to ascertain 
relevancy of information. 

15. Reading and assessing 
financial statements. 

16. Library research, including 
use of microfilm and 
microfiche readers. 

17. Attending courses and taking 
relevant notes for future use. 

18. Taking extensive written 
examinations. 

2 -

3 - Moderately important 
4 -

5 - Very important 

FREQUENCY IMPORTANCE 

□ □ 

□ □ 

□ □ 

□ □ 

□ □ 

□ □ 

□ □ 

□ □ 

□ □ 
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Scale 1 - Frequency Scale 2 - Importance 

1 - Rarely, or never 1 - Not important 
2 - 2 -

3 - Often 3 - Moderately important 
4 - 4 -

5 - Continually/Very frequently 5 - Very important 

TASK FREQUENCY IMPORTANCE 

19. Understanding and interpreting 
key ratios such as liquidity, 
profitability and leverage. □ □ 

20. Providing adequate business 
forecasts using economic 
"natural laws". □ □ 

21. Careful budgeting of time. □ □ 
22. Reading of business journals 

and periodicals. □ □ 
23. Typing reports. □ □ 
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APPENDIX F 

TRANSLATION MATRIX INSTRUCTIONS 



INSTRUCTIONS 

The following pages contain a matrix of tasks and job performance 
factors. A description of the job performance factors is attached. 
Carefully read the description of each factor. Then, referring to the 
factor descriptions as often as necessary, use the following scale to 
indicate your estimate of the nature of the relationship between each 
job task and each factor. Place the appropriate number in the 
corresponding cell in the matrix. 

2 - Major relationship. 

1 - Moderate relationship, 
but not a major one. 

0 - Trivial or no relationship. 

If you're not sure about a particular cell, just use your best 
judgement. Make sure each cell in the matrix contains an entry. Thank 
you very much for your cooperation. 
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JOB PERFORMANCE FACTORS 

Planning/Scheduling: A ma;)or job function in some jobs
Is the planning and scheduling of work activities. This 
involves the planning, programming, budgeting, and org
anizing of one's own activities or those of others, of a 
unit, company, organization, or enterprise. 

Processing of Information and Ideas: A second job func 
tion is the processing of information and ideas. Such 
activities include a wide range of processes including
basic counting, compiling, computing, classifying or cat 
egorizing, coding, interpreting, and the analyzing or 
synthesizing of information. All of these processes are 
related to the achievement of job objectives. 

Com^nlcating; This function involves the role of the in 
cumbent in the dissemination of information and ideas,
judgements and decisions to the various other people who 
off activities; such communicationsthrough talking with others or through
the use of written materials. wiiuugri 

Relationships: Another factor
establishment and sustaining of relationships withother people, pese are purposeful, job-related inter 

actions with others which involve the interaction of infor-

:?c'"Sf":ork'Ltfvrt!es!"''''"^' coordinating. 
Technical Activities: This is the use of some type of tech
nology, that is, the use of equipment or devices, or the 

Procedure, technique or process, in pursuit of 
objectives of the job. Examples of the use of 

machine tn f range from a clerk operating an accounting
Su» dolUr SSJaru •.dltld-glne,.uUi-

formal education, from lessthan high school to a doctoral degree. 

special training not included in 

training above; includes classroom and on-the-job 
Experience; In addition to formal education

and training, some positions also require relevant previous 

an supervised experience fsuch as 
level jobs experience in related, lower-

dividS require that an individual have some particular trait or characteristic ffor 
example, a pediatrician is expected to be gentle and com-
thouffht^t® children; and an insurance salesman is 
ve?;®"clabJe! »8gres3ive and at the SMe tine 
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APPENDIX G 

MATRIX OF STANDARDIZED JOB DIMENSION SCORES (TASK ANALYSIS) 
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APPENDIX H 

TASK ANALYSIS INSTRUMENT 



TASK ANALYSIS 

Please list on the attached page the tasks that comprise your 
"job" as an MBA student. List as many of the tasks as you can, not 
just the important ones. Any task, no matter how simple, that you 
must perform as an MBA student should be included so that the list 
is as comprehensive as possible. Please be as specific as you can 
in your description of the tasks; general terms for "generic" activities 
are not sufficient. For example, "studying" is too general a term 
to be a task, since it can encompass many different tasks, such as 
"reading and learning college-level written material for later recall" 
or "reading and solving narrative problems involving the use of integral 
calculus". These activities are very different and require different 
kinds of skills, so it is important that they be listed separately. 

Another example of a task description that is too general is: 
"working on the computer". Computer work involves many different 
tasks, such as "data entry using a video display terminal", "writing 
and debugging programs", etc. Each of these individual tasks should 
be described specifically, since they involve different skills 
and levels of knowledge. 

One way to avoid task descriptions that are too general is to try 
to break down each task you think of into smaller or more specific 
tasks and list them. If you can't break down a task into more specific 
activities then describe it as is. Just try to be as specific as you 
can. 

Thank you very much for your cooperation. 
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NAME EMPHASIS AREA (MANAGEMENT, 
FINANCE, OR MARKETING) 

QUARTER OF STUDY (FIRST, SECOND, 
THIRD, ETC.) 

LIST OF TASKS 

Please list below the tasks that comprise your "job" as an 
MBA student. Please be specific. 
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