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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 whén 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).
Peariman (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
Questionnaire.

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
7




(Lawshe, 1952) and for job evaluation purposes. They argue that if a
particular type of job aqtjvity is common 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 (Peariman, 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




(Biddie, 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 (EEOC) 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.

Peariman (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
jdentified 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 (I1/0)
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/0 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/0 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/0 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

14




1/0 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).




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.

16




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 Standard
Number Name Mean Deviation
1 Work Scheduling 5.92 2.09
2 Complexity of Work Scheduling 4,69 1.76
3 Budgeting 3.80 2.72
4 Complexity of Budgeting 3.63 2.44
5 Operations Planning 5.73 2.01
6 Complexity of Operations Planning 4.67 1.88
7 Planning Future Development 5.36 2,22
8 Complexity of Future Planning 4,52 1.93
9 Transcribing/Coding/Compiling Info. 4,22 2.58
10 Complexity of T/C/C Information 4,23 2.32
11 Quantitative Processing 4.47 2.27
12 Complexity of Quantitative Processing 4,18 1.86
13 Analyzing/Synthesizing Information 5.94 2.03
14 Complexity of Analyzing/Synthesizing 5.29 1.68
15 Judgements Involving People 6.49 2.29
16 Complexity of Judgements Inv, People 5.33 1.71
17 Judgements Involving Operations 5.51 2.20
18 Complexity of Operations Judgements 4.92 1.72
19 Judgements Involving Fiscal Resources 3.92 2.61
20 Complexity of Fiscal Judgements 3.74 2.36
21 Oral Communications 7.40 1.50
22 Complexity of Oral Communications 5.55 1.33
23 Written Communications 6.21 1.78
24 Complexity of Written Communications 5.63 1.53
25 Using Other Languages 0.35 1.10
26 Complexity of Using Other Languages 0.43 1.30
27 Supervising/Directing 6.05 2.69
28 Complexity of Supervising/Directing 4,53 2.05
29 Instructing 4,57 2.32
30 Complexity of Instructing 4,64 1.86
31 Coordinating 5.88 2.15
32 Complexity of Coordinating 4,45 1.58
33 Interviewing 5.03 2.42
34 Complexity of Interviewing 4,88 2.04
35 Advising 5.23 2.46
36 Complexity of Advising 4,89 1.93
37 Representing/Negotiating 4,32 2.72
38 Complexity of Representing/Negotiating 4,31 2.12
39 Using Equipment and Devices 3.50 2.59
40 Complexity of Equipment Use 4.46 2.19
41 Using Procedures, Technical Devices 4.61 2.44
42 Complexity of Using Proc., Tech. Dev, 4,92 2.11
43 Summary-Planning 5.60 1.99
44 Summary-Processing Info. and Ideas 5.66 1.96
45 Summary-Exercising Judgement 7.04 1.51
46 Summary-Communicating 6.64 1.68



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
50 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
55 Summary-Impact of Planning 5.12 2.06
56 Summary-Impact of Proc. Info/ldeas 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
60 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
65 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
70 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
75 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
80 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
85 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
16 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 J717
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 . 112
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 G). 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, D and G. These standard

scores were then analyzed to determine if any method differences

existed,
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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 Reliability
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

Mean Mean
Standardized Standardized
Frequencx Importange Mean
Rating Rating Combined
Rank Task (n=26) (n=26) 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 MWriting 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 periodicais. 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.
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Table 5 (Continued)

Mean Mean
Standardized Standardized
Frequencx Importange Mean
Rating Rating Combined
Rank Task (n=26) (n=26) 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 0)2.

The MANOVA revealed a significant overall method effect (Wilks'
lambda = .021; F (18,70) = 22.99, p < .0001). The multivariate estimate
of w2 was computed using the formula suggested by Tatsuoka (1970):

w1 N4
" NK) A

where N = total sample size, K = number of methods and /A represents
Wilks' Tikelihood ratio statistic. Applying this formula resulted in an
w 2 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 (w2 = .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,
Scheffé 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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Primary Analysis
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Table 6

Univariate ANOVA Results

Dimension N F 2
Planning/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* A7
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.

33




Table 7

Differences Between Means - Scheffé Post Hoc Comparisons
(Overall o = ,05)

Worker-0Oriented

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

Mean
Standardized
Dimension
Rank Dimension Score
Task-Oriented
(n=26)
1 Information Processing 2.13
2 Formal Education 0.88
3 Special Training 0.09
4 Personal Characteristics -0.03
5 Relevant Job Experience -0.14
6 Communicating -0.34
7 Planning/Scheduling -0.39
8 Technical Activities -0.46
9 Interpersonal Activities -1.75
Worker-Oriented (SMEs)
(n=10)
1 Information Processing 1.30
2 Technical Activities 0.83
3 Communicating 0.46
4 Formal Education 0.28
5 Interpersonal Activities 0.01
6 Planning/Scheduling -0.28
7 Personal Characteristics -0.68
8 Special Training -0.91
9 Relevant Job Experience -1.01
Worker-Oriented (Non-SMEs)
(n=10)
1 Information Processing 1.13
2 Technical Activities 0.85
3 Formal Education 0.33
4 Communicating 0.29
5 Interpersonal Activities -0.04
6 Planning/Scheduling -0.15
7 Special Training -0.16
8 Relevant Job Experience -1.10
9 Personal Characteristics -1.17




CHAPTER 1V

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
w?2 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,




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.




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 1ist 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/0 Psychology students as
non-SMEs. At the University of Tennessee, many I/0 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/0 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.

42




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.




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

The MBA program is designed for students
with undergraduate degrees in the social and
natural sciences, the humanities. and
professional fields such as engineering,
business, agriculture, and architecturs. A
full-time stydent can complete the program in
Six academic quarters. Those with degrees in
business earned at an institution accredited by
the American Assembly of Collegiate Schools
of Business (AACSB) should be able to
compiete the program in five Quarters.

Full-ime students are expected (0
successfully complete 12 hours per quarter
and part-time students 6 hours per quarter.
Scheduling and sequencing of courses are
done with this assumprion in mind. __

The program consists of the MBA core
(tweive (o nineteen courses depending upon
exemplions based on prior studies and or
proficiency sxaminations) and a
concentration electives biock of eight courses
Each course 1s 3 quarter hours of graduate
credit. Thus, the total program may consist of
from 60 to 81 quarter hours,

Prerequisites. Upon matriculation, the
student must have received a bachelor's
degree from a regionally accredited institutior
College level mathematics through at least
one ccurse in calculus is the only prerequisite
requiremeni for entry into the program Those
electing Ihe management science or stati

$010 introd@: to E ic Anaiysis (3)
Argiytical 100is of macro- and microeconomics for
students without prior training «n economics Price
dsle~unation, nalonai income measurement and
Gewrmination, and barking sysiem Not avaiable to
Shudents with credit for 2519-20 or equivalen! F. Sy

$020 aenageriat Economics {3) Appiication of eco-
NOMmC pia 10 Dusiness maring Analy-
s and forecasting of demand, COS! analys:s, pring
behavior, and ophimizing techniques. Prereq 5010
or equivalent Prereq or coreq. Statistics 5020 or
oquivaient F. W

3030 E ic Fi I For ing. end
Stabiization (3) Macroeconomic environment of the
firm Determination of level ! output, smployment
and prices for aconomy as & whole Implications of
aggregate lluctuations for indwidual tirm. Role of
forscasting techniq and stabilization poiicies.
Preraq 5010 or equivaient F. Sp. Su

§010 Financiai Mansgement | {3) Anaiysis o! cec-
$0n making » financisl management Process of
valuaton of firm. roles of invesiors, financial mar-
kets  and insiruments  Short-run managemen| of
working capidal Long-run considerations of capitai
budgeting Prereq Economics $010. Statistics 5010
Prereq or coreq' Accounung 5020

5028 Fin Maneg 1 (3) O of
Wheoriee of capital budgeting. capilal structure, and
dividend under conditions of uncentainty
NOUs 100is and (echniques used 10 INCOMOral:
snalysis inio tinanclal decision making process Pre-

. feq. £010, Economics 5020 Prereq of coreq Stavs.
uce 5020

$010 Org: Theory and Behavior (3) Basic

concentration must have completed two years
of college level caiculus. Those admitted to
the accounting concentration should plan on
up to two additional quarters for
uncergraduate prerequisite courses that are
taken during the hrst year of the program

MBA Core. The following courses are
required in each student's program unless an
exemption from one or more courses is
granted as provided below under the heading
“Exemption trom Core Courses " All courses
are 3 credit hours The core courses are
5010 FI sl A 9 (3) Intr Y to
accounting model of firm and accounting informaton
system Mot svadabdie 10 students with crec.t for
2110-20 o1 sGuivatem F Su

3020 Corporste Reporting Probiems (3) Analys:s
ot uses ang imitations of accounting modet of firm
Emphas:s on inlernsil and external uses of genera!
purpose hnanc.ai reports. Prereg 5010 or equiva-
lont F. W

$030 Managerisl Accounting (3) Analysis of
accounting mode! of irm as vehicle tor planning and

concepts of organization thecry, organ:zationsl be
havior ang management prozesses

5020 Op. Manag (3) Manag "
processes of planning operaung and contiot ot pro-
duchion systems. Management concepts and quan-
titative techniques with sysiems framework {0 oper-
stng problems Prereq. 5310 Managsmaent Science
SU10: Staustics 5020 F. Sp. Su

§010 Quantitative Ansiysis for Management Deci-
slons (3) Assignment, transportation and genersl
linear prog: g P o theory. Mar-
hov chains and queuing Preceq or coreq Stanishcs
5010 Mey not be taken for credit by students who
rece.ve credit for 5310 W. Sp

5010 Marketing and Distribution Mansgement (3)
Ans'ycis of current marketing and distribution struc-
ture inshiutions, funchions, and marketing prodiems.
Systems concepts anc anaiytical decision process
Prereq Accounting 5010. Economics 5010. Prereg
C:coreq Statistizs 5010 W, Sp

8020 Marketing Strategy and Decleion Making (3)
Management of basic marketing tunclions Integra-
tion of tunctional sreas nto d 't
of markeling strategy. both domestic and internation-
:l Prereq: 5010. Prereq or coreq. Economics 5020.

controihrg activies A o d 1t of
cost data appropriate 10 managenal decison mod-
ois Prereq 5020, Economics 3010 W, Sp

5310 Bueiness Poiicy (3) Case studes covenng
poncy tormul and ; pornt of cepar-
ture—top and midale managemant, where company-
wide Objectives are set and cepanmental policies
and activiies coordin . S12Ing up company's
stwabon, g oby ) ping
POLCIES, OQAMZING NG admMIniStering personnel
teach company obieclives, continuous sdmimistrs-
uve resppraisals Encoliment priority grven MBA stu-
dents M last quaner of thew program Prereq AN
MEA core courses E

5010 Legel and Sociel Environment of Business
(3) Survey of iegal and quasi-legal institutions with
emphasis on those which have particular signifi-
cance 10 business; basic legal notions and principles
that pertam i business management Not avaiisdie
10 stucents with credit for 4110-20 or equivatent F,

5020 Sp.Su. W

5052 Math for Busi Oecl (3) Ex-
ponential function, apopications to growth and decay
models. gnhidenvatives. integration as area. f.n.
damental (heorem of catculus, method of subshiu-
ticn itegra: tables. infegration by parts. Simpson's
fule improper integra's. applications. tunctions of
two varables. partial dervalives, integration gver
s'mple regions, appiications, NIroductory matnx
a'gebra. p on to h 1 of itaneous
equatons Credit avalabie oniy to salisty MBA core
requirement Prereq Math 5051 or equivatent

$010 Probability and Statistical Inference (3) Fun-

Concentration and Electives. A
concentration ares(s) may be indicated on the
MBA Program Apphcation or this declaration
may be deferred until after matriculation. in
any event, selection must be made no later
than complation of 27 hours of MBA program
course work In some cases salection of an
areals) early in the program is encouraged 1o
faciitate proper course sequencing. Requests
for changes in concentration area(s) must be
submitted to the Otfice of Graduate Business
Programs.
Among the B courses in the
concentration electives block. atleast 4 pu!
not more than 6 musi be in one of the following
concentration areas (for speciic courses
required in some concentration areas, see
departmental sections on foliowing gages)
Accounting'
Economics
Finance
Forest industries Management
Management
Management Science
Marketing
Statistics
Transportaon and Logistics?
The remairing elective courses (2 (0 4) must
be in fields outside the concentration area,
normally seiected from MBA courses cllered
in other departments of the College anc may
comprise @ second concentiation area o' 4
courses Upto 2 courses (€ hours) inth.s
biock may be taken outzide the Coliege of
Business Adminisitation No more than 3
courses numbered be.ow 5000 may be
incluced in this 8-course tlack Course:
numbered below 4000 nor~aly are nut
approved for the MBA program Bet!r¢
beyirning the concentration electives part 7
the curncuium the stucent must have his her
program approveed by tha Otf:ce o Graduate
Business Programs

To qually for the degree. the studert must
achieve a B sverage .3 0) or abcve In MBA
Core courses reguiied in his her program, a B
average or higher in courses COrmpuLsIng the
concenlraton areais) and a B average or
higher in the ovoralt prograr: inheu ¢!
Passing a written comprehensive examination
the stugent must satistactonly demorzicate
his.her abiity to anatyze and soive
multi-tunctional problems of the adm:misteative
processes and pchicy determination and 1o
mniegrate the concapts of the vanous
disciphnes embodied in the curiiculum of the
program. The student is tested in these areas
inthe courses of the MBA core, pasticular yir
the capstone course, Business Adrin,stvation
5310—Business Policy. as weil as in work
required in the concentration areas

MBA Concentration: Accounting
Minimum Course Raquirements

S$110 Seminar in A 9 Theory (3) Evoiution

damentals of probabiity discrete and cont 1]
prcoathiity modeis, mat . and
interence coscerning means Prersq Mathematics
5052 or equivatent and a computer programming
course May not be taken for credit by students who
recoive creditfor 5110 F. W, Sp

5020 Statistical Methods (3) Regression and cor-
rela‘.on models. basic fime seres analysis and fore-
casting. inferances about One or More proportiong,
andlesis for independence Prereq. 5010 W. Sp. Su

of sccounting theory. concepls underlying hinanciat
reporting mndels 8n¢ authoritative accounting Iiter-
ature 8s each relates 10 measurement of perodic
performance and financial position Prereg Congemt
of gepartment head May not be taken by students
with credil lor 4390

5§120 & In Ad Audtting (3) Theory
and concepts underiying the philosophy of auditing
as rela'ed 10 current suditing issues Prereq. 4120 or
aquivalen
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219 &

in Agv Mansgerisl Cost

8§81 Mot-for-Proft Account {3) Theory and
practice of budgetary and fund .:cgountinq. tinancisl

9 (3) Anatysie of and current
g on develop and practios of
“ 9. Cost sl . plan-
ning and control under conditions of uncertunty, andt
fesponaibety accounting concepts. Prereq. 4230
consent of instructor. ™ ' “
5420 Tax Aesearch (3) Development of expertise
tax research um-m\gmme-.munoaw':. l;
ulmwwumm InCludes ng:-
mmmm,m,‘mumwnm

and two of the foliowing:

5320 Advenesd Auditing (3) Case-oriented, inciud-
Ing Sudit of apecific aseet, Nabilty, revenue and ex-
penee accounts. Emphasis on reporting. data pro-

g wiing, and
Prereq: 4110 with C or betier. (Available only 1o MBA
$tudents who do not have credi for 4120.)

$330 Advanced Income Tax () Federsi income

with ph on tax p Y and re-
search. Prereq: 3120 with C or higher; 3430 with C or
higher. (Available only 1o MBA students who do not
have credit for 4430.)

8340 C L ond Busi [+
tions (3) Theory and practice of accounting for in-
terreiatod business entities—domaestic and foreign
Not intended for persons who have credit for a
Course with a similar comtent Prereq 3130

Accounting Electives

5130 Selected Topice—Current Accounting Prac-
tice (3) Critical in-Gepth consideration of selecied
financial reporting topics of parncular relevance to
current accounting practice Prereq: 5110,

5140 Setected Topics—Current Aceounting
Theory (3) Cnitical in-depth consideration of currem
i183ues In the linancisl accounting fitersture Prereq
5110

5160 Graduste Internship In Aceounting {3) Futi-
time resident protessional emptoyment for one
academ:c quarter involving qualitied job experience.
wrilten report of reepor . and evak ot
student partormance Prereq Consent of instructor

220 Pianning and Controt Systems
(3) Aternative approaches to organaing of planning
and control gy 10 mest orge: ‘s needs
and objectves. Control systems and corporate struc-
ture. discrebionary expense cemers, protfit centers.
nvestment centers, transfer pricing, and control w
not-tor-profit organizations Prereq: 3220 or 5030

8310 Auditing Concepts (3) Concepts and theory of
auditing. ehvironmen of intemal and extemal audn-
ng. nature of evi , i control evat

and reporting. Not intended for persons who heve
credit for suditng course. Prereq 3130. Prereq or
coreq Statistics 4415 or squivaient

$430 Tax Planning (3) Advanced study of income
tax pe o
minimize tax Imb;ny :orn';ahbh with achieving tax-
payer objectives Prereq: 5420.

5440 Toxation of Estates and Gifts (3) Transiers at
death, intervivos transters, life insurance. snnuities
and empioyee death dbenefits, mantai and olher de-
duchons and exemptions, snd estate end gift tax re-
turng Prereq. 4430 (Not available 10 students with
creant for 4440.)

5450 Taxation of Partnerships and Partners (3)
Formation, operation, termination, and hiquidahon
and other specigl problems of parinerships Prereq
5420

8400 Y, lon of C and Sharsholders
{3) Organizstion and structure, distridutions, hquida-
tions, reorganizations and specisl problems inchud-
ing Subchapter S Corporations and Persons! Hoid-
ing Companwes Prereq: 5420.

5480 Tax Pollcy (3) Current policies explored
through histarical development and current status of
various types of taxes and Amerncan Laxing Jurisdic-
tions Jirected research in selected topics within fieid
of taxation. Prereq. 5430, 5450, 5460

porting of outpul and accomplishment.
and financial and pertormance auditing for nonprofit
onties. Prereq: 9 hrs of accounting and consent of
nstructor.

$840 & n A ing infor Sys-
omse (3) Literature on sccounting information eys.
oms and sdvanced systems analysis and design
concepls. Informationa! needs of other funchona!
areas of dusiness and ntertacing of these aress.
Preceq 4830 o equivaient.

$010-20-30 A g Seminar (1, 1, 1) R

POrArY issues in p
asccountancy. May be repeated Admission by con-
sent of department head S NC only.

0080 Seminar in A R ch {J) integra-
on of sreas of financial, mnr'\.oum, ux.( n’nd Bt

§111-12 Microeconomic Theory 1, 11 (3, 3) Theory
of consumer choce and demand: theory of the lirm,
theory of production and costs. markot structures
derived demanc and lactor pricing. introduction to
welfare economics, capital theory Shouid be taxen
:1 sensocuuve quaners Prereg 3110 or equivaient

5120 ot Macr (3) De-
terminaton ol leve's ot employment and prices tor
6CoNomy as & whole. relationships between interest
rates. price expectahons, produclivity, and quantity
of money. and aggregate saving. invesiment. gnd
Iquidity preterence For students whose major 18
other than aconomics Not avarable for sludents with
Creditfor 5121 Prereq 3120 or equivalent W

§121-22 Mecroeconomic Theory I, I} (3, 3) Mone-
tarist and income-expenditure epproaches Io ques-
tions of income and price leve! determination,

ing, including directed p . n
ubcud. topics. Prereq: 5110, 5120, 5210, 5420.
(Not availabie to MBA students.)

MBA Concentration Economics

Mimmum Courss Requirements for MBA
Concentration: As spproved by the area MBA
faculty advisor.

5090 e In E (3-9) S topics
1 8conOMC educalon Not available for credr in any
Coliege of Business Admnistration degree program.
Prerog’ Consenmt of insiructor May be repeated.
Manimum 9 hrs

5910-20-30 Economics Seminas (1, 1, 1) Research
tn progress and discuss.on of selected lopics May
be repeated S'NConly €

$000 Doctorsl Ressarch and Dissertation (3-15)
P NPoniy E

ECONOMIC THEORY

4110 Manageris! Economics (J) Applrcation of eco-
NOTIC tREOry 10 business decision making. emphasis
on profil objectives. measurement anc forecasting
demand and cosis. and capnal budgeting Prereq
2510-20 or squivalent

4130 Business Cycles (3) Fiuctuaions in income,
employment. prices. and output in the economice
system. subjecls discussed are the histoncal facts
concerning booms and depressions. slatistical
methods lor analyzing tusiness fluciuations, theore-
tical explanations of cycles. and pohcies that have
beer proposed to comtat them Prereq” 3120 of con-
sent ot instructor Sp

4150 History of Economic Thought (3) Develop-
ment of economic thought, 100ls of analysis, and
#CONOMICS &S 8 s0CIal science, logether with an
analysis of socioeconomic condiions which infly-
enced this development Period covered: 1778
through 1936 Prereq 1 yr of puncipies of economics
and consent of instructor F

$ to conlemporary macroeconomic prob-
lems Should be taken in consecutive quarters Pre.
16q. 3120 or aquivatent W, Sp

$150 Mistory of Economic Thought (3) Develop-
ment of economic ideas from mercantiists through
Alfred Marshall. emphasis given o classical and
neoclassical tradition

5180-90 Math | Methods In E (3,
3) Applicatiors of bas ¢ concepts in ditterennial and
integral calculus. di''urence and difterential equa-
tions. inear aigebra . d stochastic modes to lopics
in theory of 1rm. growth models, game theory. t.n
programmung. ana dectsion making under uncertain-
ty. Prereq 1 yrclcaiculus Sp. F

§510 Quentitative Methods in Economic Re-
search (3) Methods of estimation and testing of eco-
nomic re'ationships with use of time series and cross
secton data. with applications to current economic
problems Prereq Introductory slatstics or Statistics
5211 or equivalent W

$520 introd: to E lce (3) Stat.sucal
demand anays's production and cost analys.s dis-
tnbution of income and wealth. models ot Growth ang
Cycles. macroaccnomic apphcations Should not be
taken by students who contemeiate taking Econom.
ics 6170-80-90 Sp

8810 Financia) Markets and intermadisries {9
(Same as Finance 5810 ) W

8830 Commercial Banking (3) (Same as Finance
5830 F. Sp

6111 Advanced Microeconomic Theory (3) Con-
sumer behavor, production, . 4 exchasge .r partg!
and general equilibrium seftngs Prareq 4170
4180, 5112, or equivaient F

8121 Advanced Macroeconomic Theory (3)
Topics in macrosconomic theory and policy Prereq
5122 or equivalent W

6150-80 History of Economic Doctrines (3.3) Im-
portant ideas ot economic thinkers lrom Midgle Ages
topresent W Sp

$170-80-90 Econometric Methods (3, 3. 3) Theory
and techniques of statisucal testing of economic
hypotheses and construction and esl.mation of econ-
ometric models. Review of classical least squares

Qress mode! i of least squares re-

4170-80 Introduction (o M 1 E

(3. 3) Apptication of mathematical methods in theote-
fical study of micro- and macroeconomic phe-
nomens Designed for beginning graduate students
who have imited training in analytic geometry and
caicutus Must be taken n sequence. Prereq 3110
and coliege sigebra, calculus. and anaiytic geometry
of th " equivaient F. W

$110 F tals of Mic ics {3) Verbai
arguments and geometric and algebraic techmiques.
Theory of consumer behavior and demand; theory ot
production and cost. long and short run theories of
profn maximizing firm in both perfectly competitive
and monopohstic environments: theory of derivad
aemand. For students whose major 1s other than
economics Not availatie for students with credit for
5111 Prereq. 3110 or eguivaient F

57

gression model, and spproaches to simuitaneous
oquation models with application to current econ-
ometric research Prareq. 5180-90 and 5510 or
equivalent. F, W, Sp

ECONOMICS OF CENTRALLY
PLANNED ECONOMIES

8310 Economic Systems (3) Study and appraisai of
underlying theories and operation ol capitahism,
socialism, communism. and olher economic sys-
tems W

6331 Theory snd Practice of Economic Planning
(3) Leading issues in imperative and indicative plan-
ning Prereq: Consent of instructor May be repested
with consent of department F
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ECONOMICS OF LABOR
AND HUMAN RESOURCES
uaamummmm-

“Nwo’w‘ sle {3) Theory of
regional structure and wo-\hugummmn of r:‘

$381-82-53 Seminer In Industrial Organization
Mmc Public Policy (4, 8, 4) Organization of ndustry

?nonll mod’o‘. 101 impact analysis and

&8 of current prablems In human resource de
ent and sxamination of policies asmed af thew solu-

of anslysis include reg ol de-

lorn mixed Dlse 1 of

acrpiive stalistice, gravity and potential Goncepts,
0 income and product accounts. shift and

tion Pr include ployment,

and training, poverty and income radistribution, -
crimination basea on sex or ethnicity, or others. Pre-
req 2520

443040 Labor Loy 3, 3) 4430—€
background and sfiects of governmentsi reguiation
of labor relgtions. detas ation of N

Labor Relations Act ss amended. Prereq: 3420
4440—Social mewence, weifars and government
"

o as o pr of i
secunty. Economics of the Social Security Act, un-
t worker’ and

o d o L] D
wmod’ legsiation. Prereq: 2520.
4470 C. Bargeining (3) Legs! Ir ot
bargaining, structure of bargaining, strategy and tec
ics. subject matter of bargaining, industnal confict,
dispute settlement and public sector bugninw.

9 L] . Prereq: 2510 and
3420
0450 8 In b a) Relath {4) Historicat
deveiopment of American system of industrial rels-
tions end roots of porary labor Na-

ture of labor unions and coliective b;vgammg pro-
cess Resolution of indusinal confict. Prereq: 6 hrs
0! labor relatong or consent of instructor

6400 S In Labor E ics (4) Theory of
labor markels and human capital. Analysis of wage

mm».mmm.mrmw
NPU-oUPUt, knear prog 9. and ecor (4
models W

6211 iwernationsl Ecomomics: Trade (4) Pure
theory of classical, neociassical. and modern inter-
national trede. Comparative sdvaniage. lree trade
and weitare. and technological change, Qrowth and
migration, Lariffs and subsidies, and customs urions
Prereq. 5112 or consent of inetructor.

212 imer € [~ Poll-
€y (4) Determinants of commodity composion of
trade. protection arguments, economic cosis end
q of p sl devices, adjustment
1o trade hberalization, U.S trade policy Prereq
6211

6213 internstional Monetary Economice )
Theores of N rate  deter 3
approaches to balance J payments theory, balance
Of payments adyustment unde’ alternative exchange
rate regumes. economic policy in open ocoNOMy, in-

tor capital . Prereq: 5121, 5030.
5120 or consent of instructor
6231 Economic : Theorles (4) Study

of pnncipal theories expiaining 8conomic behavior In
less developed countnes Prereq 21 hrs of under-
@Faduaie economics or consen of instructor

determination, empltoyment and u ployment.
Wage d'tf discr ion, and 1m-
pact of unionism Prereq: 3110 and 3120, or equiva-
lent

6470 Pubdlic Policy In the Labor Field (4) Gov-
ernments! ragutation of wages. hours, and other
aspects of industrial relatiohs. Public policy in areas
of iIncome. human resource development, squal
ployment opportunity. occupational heatth and sate-
tv SOC!3i INsurance. and IMmigration policy. Prereq
6450 and 6460

INTERNATIONAL TRADE AND

ECONOMIC DEVELOPMENT

4230 Problems in international Yrade and Eco-
nomic Dx ()P orp areas

of current impo'n-nco in helds both of internahona)
ecoromics and economic deveiopment. Prereq
32100r 3220 W

4231 The Political Economy of Latin America (3)
Description. anaiysis, and comparnson of major eco-
nomicy problems and poticies of vanous Latn Amer .
ican counines Sp

232 E O P : Policies (¢) Pon-
Cos. st-alegies. and plarning techniques used to
promote modernizahon in less deveioped countries
Preieq 6231 or consent of instructor

0241 Economic Development: Western Impact on
Asls and Alrica (4) Studies ¢! consequences of con.
tact between deveioped worid and thirg world coun-
mes of Asis and Alica. Prereq 21 tus of upper div:
$10n yndergracusie socisl scence or consent of in-
structor

§242 S in E Devel (o

y
poly and ion ang thew socis) control
and regulation. Prereq. Consent of instructor Sp, A

MONETARY ECONOMICS

5420 Monetery Theory end Pol 3) Rel i

of money, credit and hquidity «':’.-(com..':':::f:
rates. employment ang PriCes 83 well a8 examingtion
ddbao!muywtyonmmcm-my

Prereq 5020 or squivalen:.

6510-20 Semvingr: Monetery Theory (3,3) Study of
money, Credit and NQuidity as relsted 1o income. in.

teres! rates, empioyment, output, and prices Prer
5112005122, P *

PUBLIC FINANCE

6710 Pubiic Fin A 8 {3) Al . cs-
nbutive. and stadiiization eftects of alerngtive rev-
870 systems. Prereq or coreq 5020 or equivalent

$720 Public Finance: Expenditures (3) Functions
and growth of public sector, pubic goods. ang ben-
;ﬁnl;eon analysis. Prereq or coreq: $020 or aquivas-

5730 Finance Administration of Government (3)
Budgeung and cash management in pubiic seclor
Prereq 5020 or consent of instructor Sp

§740 Beminer in Pubiic Finance (3) Selecred
fopica. public choice, PNCINg Qovernment services.
fiscal policy, and fiscat dynamics Prereq 5710 c:
consem of instructor

8710-20 Seminar: Fiscal Theory and Public Fi.
;;Ineo (3, 3} Advanced topics in iscal thecry arg
cy

MBA Concentration Finance

Minimum Course Requirements for MEA
Concentration: Al least four and not more than
81X courses from the following

Tcpics vary with interests of students Pv;'aq €241

" or consent of instructor.

4700 Busi and Public Riak Management (3)
Identification and messuremer.t ot pure r'sks tacitg
business or governmental unit 8350C.a180 wih prop-
orty. Labiity and persunal exposures Impnerisnis-

6280 Seminar In Europesn E History (3) non of most econortical methods of deatng with
Selected topics in European aconomic fustory Pre- nghs ot lowesl cost consistent with good firanc:al
req. Consent of | ctor May be with N praclices

consent ol depariment. W v

6280 S in American E Mistory (3) $130 Pr in Fi ial M, (3) Ap-

Seiecied lopics in American econgmic history Pre.
rec Consent of instructor May De repeated with
consent 2! depariment Sp

8270 Seminar in Economic History of the Third

4232 The Politicel E y of Asian D P
and

World {3) Set d topics « economic history of

ment (3) Description, fysis, D ot
major economics probles and policies of India, Chi-
na. and Southeast Asian countries. W

4260 Economics of Resources and Environmen-
tal Policy {3) Ecoromic analysis of environments
poicy and of 1 . B and
costs of development of natural resources and -
pacts of growth on environment. Prereq: 2510 W

£250 Economic History of Europe (3) Nature and
lunctioning of economic systems and policies 1t hig-
tory of l 1. of gome ma-
104 188ues of method and interpretation, F

8280 Economic Mistory of the U.S. (3) Interpreta-

other than those of Western Europe ang
English-speaking North America Prereq Consent of
instructor May be repeated with consent of depart-
ment. F. A

8810 Semi in R ! Analy s

opics in regional theory and ysis May
be repeated. Maximum 8 hrs Sp. A

8620 Reg! & W, P (3) Selected

topics in apphed regionsi research. Emphas:s on stu-
dent parhcipation in model design and estimation.

tion of American economic structure and
trom colomist limes W

sé10t snd R Devel

g. and ma and com-
puter prog 9 May be Maximum &
hrs_Sp. A

l 80 s LY and R Eco

nomics (3) Topics in environmaental quality. nature!
resource allocahon by private markets, and 1ssues in

plication of decision making procedures 10 problems
in  hnancial management, emphasizing  case
appr . Fi b 1 anatysis ghort-term
sources of funds, long-term capital structure and
capisi budgeting, and multi-national hnance Pre-
req: 5020.

3140 Financial Strategy (3) Eftects of tinancig:
strategy on sharehoider weaith Integration and n-
teraction of hnancing and investment decisions tm-
phcations of corporate ks cycie for linancial cec)-
wons. Prereq. 5020

8420 | Anslysis (3) Principles and tech-
nques for evaluation of investment desirabiily of
markelable securiies, with smphasis on common
stocks and corporste bonds Financial stalement
analysis, of price-sarrings ratios, and recent mathe-
matics! valuation models Prereq 5020 or consent of
nstructor.

8430 Portfolio Analysis snd Mensgement (3) De-
velopment of basic concepts and vaned method:
ologies in selection, management. evaluaion and
fevision of asset portiolios  Modern analytical ang

formulaing public policy entel

(3) Theory of industrial, agr and

location, sconomic bas:s tor ian¢ use patierns and
contral places: examination of regronal Nequakives
and nationa! asmstance for regional economic de-
velopment. F

P Prereq: Consent of instructor May be re-
peated Maxmum § s Sp. A

INDUSTRIAL ORGANIZATION

4350 industrial Orgenization Anslysis 3 cal

Monopoty a:2d competiion in the United States econ-

ug| Prereq. 5420 or consent of -
strucior

$810 | Fi Manag (£}]
Analysis of international hnance aspects of the hnan-

9 ol mult firr integration of
relgvant topica 1rom corporate hinance internstional

OMy. Mmarkel struciure. Dusiness dehavior, and eco- o . Iter monetary theory and
roMc perlormance and inter Ds. Prereq. manag of foresgn exchange risk Frereq 5320
2510 w

58
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$220 Logistics Systemes Management {3) De-
P! of sirategy for management ol fogistica!

5810 Resl Eatste Finanoe (3) Veluation, financisl  $410-20-30 Production Management 3.3 3
anslysss, and in pro Q prop- - Quantrtative approach 10 soiution of prod: men.
oty Tax of . Op and sale  ag p s Prereq: 5020 or consent of n-
Sy and | ] Py Prereq 5010 or  atructor
consent of instructor.

8810-20 Organizations! Behavior {3, 3) Behaviors!
S420 E Analysis of N g and Urban Ly gy and persp . INCIUAING raview of
Land Marhets (3) intrametropoiitan motility. Negh-  empirical behavoral research n organizations Mus:

borhood transiton and federal housing policy Dith-

cultres 1n g effi and

10 variety of urban problemsa. Relevance of empincal
ang ical ec Ity 10 policy makery
and o 3. Prereq: E 5020 or con-
sent of instructor .

5630 Ree! Estate investment Analysis () Apphca-

be isken in sequence. F, W

S830 Resesrch Methods In Mansgement (3)
Methodological issues in management research fe.
vew of expenmental design. measurement prob
loms. dals sources sng collection, and spplication ot

cal methods, fotlowed by critique of student
reseaich proposals Prereq. DBA siudent status or

ton of s Y app: and 1 y
818 10 rea! estate case studes. Use of computer mog-
ois for discounted cash flow end morigage equity
analysis Prereq 5010 or consent of instrucior

8310 Financiel Merkets end | ies (3)

of instructor § NC only Sp

§710 | at 9 {3)

Analysis of environment of ternationa! business

tirms and 1mpact of internal and external factors on
9

Capital formation and allocation in the economy
Roie of financial intermecianes and markets. Theory
and structure of interest rates. Analysis of money
and bond markets. study of international hinanciat
markets Prereq or coreq. 5010 (Same as Econom-
s 5810)

5830 Commercial Banking () Analys:s of manage-
ment poicies of fhingncial institutions, ncludirg
assets, liabiites and capital management Descrip-
ron of legal. sconomic, ang rogulntorEy snvironment,

1al o Sp

S010 Energy Mansgement: Theory snd Practice
{3) Management of energy resources in operaing
$ystoms. decision critena, frade-offs. system analy-
§18. energy audits. lechnical parameters. conserva.
tion methods worldwice *NeIQy SUpply and demand.
New energy iechnologres.

MBA Concentration: Marketing.

A

ang '8 for Q of
bank structure and competition, and changing trends
inthe U § tinancial sysiem Prereq 5010 Preceq or
coreq. Eccnomics 5030 (Same as Eccnomics
5830

5990 Resserch in Finance (3) Directed research on

topic of mutusl interest to the student and stat! mem-

ber Prereq 5020 May be repeated Maximum 8 hrs
.

MBA Concentravons isnagement, Forest
Industries Management. :

Minimum Course Requirements for MBA
Concentrations: Management—As approved
by the area faculty advisor. Forest Industries
Managemen—5§110, 5130; Foresiry 5260,
5270.

$110 Organization Theory | {3) Anatysis and cesign
of orgamization structure F

$130 Managerial Planning and Control {3) Proces-
ses of management planning and controling with
emphasis on corporate strategic planning Sp

$140 Corporate Msnag 8 (3) Ap-

Course Requirements for MBA
Concentration:

5300 Marheting Resesrch (3) investigaton and
solution of probiems, appication ol research
Methods (0 functional areas of marketing Research
concepis. melhods. and techniques Prereq. 5020,
Statstcs 5010 F

8350 Buyer Behavior Analysis for Marketing (3)
Buyer behavior panerns with emphasis on implica-
tons for marketing analysis and executive action.
Markeung snd behavioral sciences. Prereq: 5020, F

5400 Analyzing Market Opportunity for Marketing
Decisions (3) Basic determ.nants of opportunity
within maskels. iramework for «Jentitying and orga-
Mzing information required 10 assess market oppor-
funity. Approaches (o analyzing buyers in markets,
lorecasung extent of demand. analyzing ndusiry
channe! competior service Emphasis on apelying
market opportunity anaiys:s results to marketing de-
csons Prereq 5020 W

§410 Advanced Marketing Strategy {3) Ccmpo-
rents of market:ng strategy including development of
markeling mix Consideration o! siternative
stralegies Coordination and control of marketing

phcation of tunctionai areas and strategic concepts

i compiex business simulaton Prereq 5020,
Accounting 5030, Finar:e 5020. Marketng 5020
§210 Personnel

Monagement (3) Analysis anc
appraisal of the personnel function. F

§220 Wage and Saisry Administration {3) Analysis
of problems, programs, and practices W

$230 M Pr. in A (3) Re-
view #nd critique of research i industrial human re-
lations (Same as Psychology 5450 )

5250-80 Industris) end Orgsnizational Psycholo-
9y (1-3, 1-3) Readings in indusinal and organization-
8l psy gy A only by p Gement
with supervising faculty member May be repested
Maximum 6 hrs S NC or ietter orede. £

5280 independent Study, Project or Research In
t (1-3) Topic of mutual interest lo stu-
dent and faculty member Available onty by preasr-
rangement with suparvising facuity member May be
repesied Maximum € hrs. S.NC of letter grade

8320 Management Problems In industrial Re-
seerch (3) Basic adminisirative problems encour-
tered i management of industna! technoiogical re-
$08:Ch and engineering programs, and comparadle
prog N which pDrof ! personne! predom.a.
ate F A

c Prereq 5300 andt 5350 W

MBA Concentration: Transporation and
Logistics.

Mirimum Course Requirements for MBA
Concentration. 18 credit hours required
including 5010, 5110, 5130, 5220.

§010 Survey of Transporiation sand Logistics (3)
I survey of log made by s0Ci-
ely and specitic users on naton's iransportation
system. probiems facing carrers and government

§110 Theory and Functions of Economic Reguile-
tion (3) Development of economic and phiosophic
bass of regulation Cnucal anatysis ol impact of reg-
ulatory decisions on manager.a: options F

$120 Mansgement and the Pricing Problem (3)
Crtical analysis ol application ol economic theory
and reguistory restraints to pricing of carrier ser-
vicas Sp

5130 Carrier Transportation Mansgement (3)
Anslysis of major transportal.ion modes and their
manggeral strategies Consideration of how social,
technical. legal. and tinancial environment attects
top levei making App of general
tusiness, marketing, finance. and stal.stical decision
Processes o Iranspontation decision making in un-
centan envicgnment F

59

systems. Emphasis on executive leve! ntegravon of
logistics operations wilh marketing, production, and
oiher decision areas Practical apphications through
4 case spproach and simuiation game. Preseq Man-
agement 5020. W

8510 Urban Treneportation Policy (3) Movement
of peopie. goods and informaton in urbanized areas
with special emphasis on formulation ol natonal,
state and loce! poticy Emphasis on ovolving new
urban transportstion concepts W

5810 International Traneportation Policy (3) Com.
paranhve anslysis of transport systems in other coun-
tnes Anslysisol U S poliCy relative o international
traneportation. Sp

8810 Advanced Law snd Reguiation (3) Legal
righis and responsibiities of shippers and carners
Analysis ol decisions ot reguiatory commissions,
courts, and principles of iaw ansing from these dec:-
sons. Sp

5090 independent Study In Transportation.Logis-
tica (3) Directed study in surtace and ar transporta-
tion, national transportation polcy. transportat:on
logishce research developments, or subject of par-
ticular interest 10 student and laculty May be re-
peated. Maximum 6 hrs E
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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.




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:

ta

Your “job" of MBA student has been broken down into the

sks listed below. For each task, use the following scales to indicate
the frequency and importance of each task.

Scale 1 - Frequency

1.

2.

5.

7.

9.

1 - Rarely, or never

2 -

3 - Often

4 -

5 - Continually/Very frequently
TASK
Organizing and planning
daily tasks.

Applying algebra and
differential calculus to
business problem-solving.

Oral communications with
coworkers and supervisors.

Use of statistical analysis
in business problem-solving.

Memorization of information
for later recall.

Analysis of prepared cases.

Oral presentations.

Writing reports.

Preparation of tables, charts

and graphs.

67

Scale 2 - Importance

DN WN =
] [}

FREQUENCY

Not important

Moderately important

Very important

IMPORTANCE




Scale 1 - Frequency

Rarely, or never

Often

TP WN =
]

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.

Scale 2 - Importance

Not important

Moderately important

PN =
1

Very important

FREQUENCY IMPORTANCE




Scale 1 - Frequency

N pwN -

19.

20.

21,

22.

23.

Rarely, or never
Often

Continually/Very frequently

TASK

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

Providing adequate business
forecasts using economic
"natural laws".

Careful budgeting of time.

Reading of business journals
and periodicals.

Typing reports.

Scale 2 - Importance

Not important

Moderately important

(S0 WIS E N
1

Very important

FREQUENCY IMPORTANCE




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 FACTCRS

Planning/Scheduling: A major job function in some j;gg
]

is the planning and scheduling of work activities.
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-
and ideas. Such

tion is the processing of information

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.

Communicating: 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
are involved in the work activities; such communications
are typically either through talking with others or through
the use of written materials.

Interpersonal Activities and Relationships: Another factor
is the establishment and sustaining of relationships with
other people. These are purposeful, job-related inter-
actions with others which involve the interaction of infor-

mation as well as the directing, supervising, coordinating,
etc. of work activities.

Technical Activities: This is the use of some type of tech-
nology, that is, the use of equipment or devices, or the

use of some procedure, technique or process, in pursuit of
the specific objectives of the Job. Examples of the use of
technology would range from a clerk operating an accounting
machine to an airline pilot operating a multiengine, multi-
million dollar aircraft. '

Formal Education: Some type of formal education, from less
than high school to a doctoral degree.

Special Training: Other special training not included in
formal education above; includes classroom and on-the-job
training.

Relevant Job Experience: 1In addition to formal education
and training, some positions also require relevant previous
Job experience; this may be supervised experience (such as
an internship) or may be experience in related, lower-
level jobs.

Personal Characteristics:. Some Jobs require that an in-
dividual have some particular trait or characteristic (for
example, a pediatrician is expected to be gentle and com-
passionate with children; and an insurance salesman is
thought to need to be vVery aggressive and at the same time
very sociable, etc.).
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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 1ist 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 1list
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 1ist 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.




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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VITA

Philip Anthony Cerasoli, Jr. was born in Norristown, Pennsylvania
on July 3, 1955, He attended high school in Cornwall, Ontario, Canada
and graduated in June, 1974. After studying journalism for two years at
Carleton University in Ottawa, Canada, he enrolled at Syracuse
University. He received a Bachelor of Arts degree in Psychology in May,

1979, graduating Magna Cum Laude.

Mr. Cerasoli entered the University of Tennessee, Knoxville in
September, 1979. While working toward a graduate degree, he held summer
internships in compensation administration at Domtar, Inc., Montreal,
Canada, and accepted a teaching assistantship for one academic year. He
also served one term as Secretary/Treasurer/Social Director for the
Industrial/Organizational Psychology Students Association.

In October, 1981, he was hired as a Graduate Assistant in the
system-wide Office of Personnel Services, The University of Tennessee.
He continued to serve in this capacity until March, 1983 when he was
promoted to his current full time position as a Data Analyst in the
Office of Personnel Services,

The author will continue his current employment with the
University of Tennessee after graduation, and plans to pursue a career

in personnel management,
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