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A STUDY OF THE CURRICULUM NEEDS OF

MIDDLE MANAGERS IN THE OKLAHOMA

CITY METROPOLITAN AREA

CHAPTER I

STATEMENT OF THE PROBLEM

Introduction

The last few years have witnessed an increased emphasis
in the development of middle managers. Many colleges and
universities are offering courses to meet the needs of middle
managers in our society. There is evidence that many of these
courses lack relevancy for potential managers. Morse believed
that as organizations developed training programs for their
employees, and as graduates of traditional programs found
that courses were inadequate for immediate job entry at
the middle management level, a clear mandate for effective
education and training became evident. He stated that it was
not only students and business leaders who challenge the rel-
evancy of current management education, but educators as well
have become increasingly concerned with meeting the needs of

the community.1

lGerry E. Morse, "Focus on the Individual: The Mandate
for Effective Education and Training", August, 1971 (Keynote
Address, American Management Association, 17th Annual Conference
and Exposition on Education and Training, New York City).

1
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Livingston asserted that most management training

programs neglect to teach people what they must do in order

to become effective managers. Livingston stated that most of
these programs emphasize problem solving and decision making.
He stated that this was "effective in developing analytical
ability, but does not develop other capacities a manager will
need."l There is an indication that classroom presentation
does not make a complete program or adequately prepare a person
for work. This viewpoint is supported by Davis and Smith in

the following statement.

Designing a program in vocational education
whose purpose is to prepare an individual for
successful entry into the world of work is a
difficult challenge for education. Factors
commonly associated with educational planning
and the implementation of such programming have
been identified and discussed from a variety of
viewpoints. Too often the development of a voca-
tional curriculum or a program of studies is based
on departmental or subject oriented limitations
that reduce instructional impact and cripples its
potential effectiveness in meeting a total commit-
ment to providing all skills and competencies
necessary for adequate employment preparation.

Barlow suggested that the establishment of standards for
curriculum development applicable at the local level is essen-
tial for career success. Furthermore, Barlow added:

Standards should be formulated immediately
for the development of curriculum, broad in scope

lI. Sterling Livingston, "The Myth of the Well Educated
Manager", Harvard Business Review, Volumn 49, No. 1, Jan.-
Feb. 1971, pp. 79-89.

2Doyal G. Davis and Arthur William Smith, Jr., "An
Occupational Analysis Procedure for Developing Curricula in
Vocational Education", (Ed.D. dissertation, University of
Southern California, 1973), pp. 31-32.
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and covering basic factors, so as to permit a
maximum of flexibility in meeting geographical,
occupational, and technical variations through-
out the fifty states.

Development of curriculum must be based
upon occupational analysis and on preparation
for entry into the labor market and/or success-
ful advancement in employment on a career-ladder
basis. Curriculums must be oriented to the
individual needs of the diverse groups they serve
and must provide for entry into employment at
different occupational levels.

The curriculums must provide for the social
and economic needs of the students as well as the
necessary skills and related knowledge.

Subject content in curriculums must be deter-
mined by the demands of the occupation for which
the training is provided and must belappropriate
to the learners abilities and needs.

Meek, in discussing the need for relevancy in education

and training, said:

If curriculum developers are serious about
producing relevant materials, people outside the
vocational family must be involved in planning
and implementing the curriculum. I believe our
performance in this area is the weakest link in
curriculum development and the management process.

After an intensive study of management education, Mahler

concluded that never has so much money been spent with so
little evidence of value. He believed that although students

set explicit expectations for their educational investment,

1Dr. Melvin I. Barlow, A Guide for the Development of
Curriculum in Vocational and Technical Education. Los Angeles:
University of California at Los Angeles, 1969.

2R.onald Meek, "Outside Help for Curriculum Development
in the United States", American Vocational Journal, November,
1973.




rarely does change occur. As a result of his research, Mahler

suggested that in the future, executive education will:

1'

Gain in popularity, as many organizations will
budget to spend more money on executive edu-
cation.

Students will exert influence on the design of
the educational process.

Much greater attention will be given to
adapting educational programs to the needs of
a group of students.

Single educational experiences will give way to
periodic participation in educational experiences
pertinent to a given stage in an executive's
career.

Educational institutes will be forced to provide
a wide mixture of sophisticated courses. 2as a
result, we will see much more homogeneity in the
future.

Collaborative approaches will provide substantial
financial support for the innovations which will
overcome the historical reliance on cases and
lectures.

More executives will be taught by other
executives.

The educational process will become much more

individualized. The students' need will heavily
influence the educational process.

Purpose of the Study

From the statements of Mahler, it appears that every

business educator should be concerned with helping people in

the middle management ranks become effective and achieving

individuals. Higher levels of skills are required

lWalter R. Mahler, "Educating the Executive in the

Future", Training and Development Journal, 32, (July, 1978):

7, pp.

50-53.
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in many industries as a result of a rapid advancement in the
utilization of technology. Middle managers who possess these
skills should be in demand today, as well as in the near future.

Industrial growth and the comparative demand for qual-
ified personnel indicated that analysis of curriculum and
employment needs of middle managers in industries was needed
to determine what kind of curriculum would meet the needs of
current and prospective middle managers in the Oklahoma City
Standard Metropolitan Statistical Area.

It seemed apparent that there was a need for deter-
mining the curricular items needed for developing middle
managers throughout the United States; therefore, a need
should exist for studying middle management curricular needs
for the Oklahoma City Standard Metropolitan Statistical Area.
This could be accomplished effectively by consulting local
business leaders to identify the competencies needed by middle
managers. The competencies could then be translated into a
curricular framework for a planned program for preparing middle
managers.

One purpose for conducting this study was to develop a
planned program curriculum in which individuals could develop
and demonstrate competencies needed to perform as middle managers.
A related purpose of this study was the determination of com-
petencies needed by industrial middle managers in the Oklahoma
City Standard Metropolitan Statistical Area as viewed by selected

middle managers.



Statement of the Problem

This descriptive study was designed to gather data
regarding competencies needed by middle managers in industrial
firms located in the Oklahoma City metropolitan area. Com-
petencies needed by middle managers and firms in Oklahoma City
were compared with curricular offerings in Oklahoma City
Junior Colleges to determine if present curricula for pre-
paring middle managers was meeting the needs of prospective
middle managers. It was necessary to utilize the comparison
of the reported competencies and the curricular offerings to
obtain the essential knowledge for the development of a com-
petency based curriculum for industrial middle managers in
the Oklahoma City Standard Metropolitan Statistical Area.

The general gquestion to be answered by this study was:
What curriculum requirements are needed for a comprehensive
middle management junior college program for industrial nid-
dle managers in the Oklahoma City Standard Metropolitan
Statistical Area? Related specific questions to be answered
were:

1. Is there a difference in competency based junior
college curriculum requirements as perceived by
responding industrial middle managers grouped
according to the size of the firm in the Oklahoma
City Standard Metropolitan Statistical Area?

2. Is there a difference in competency based junior
college curriculum requirements as perceived by
responding industrial middle managers grouped
according to the educational level of the re-

spondent in the Oklahoma City Standard
Metropolitan Statistical Area?




Is there a difference in competency based junior
college curriculum requirements as perceived by
responding industrial middle managers grouped
according to the age of the respondents in the
Oklahoma City Standard Metropolitan Statistical
Area?

Do catalogs from local junior colleges present
course descriptions which delineate the com-
petencies as reported by survey respondents?

Are present curricular offerings meeting the
needs of prospective middle managers?

Limitations

Limiting factors were those primarily involved with

the restrictions upon the population in this study. The

limitations were:

1.

The study was limited to industrial firms
employing one hundred (100) or more people.
Many firms with less than one hundred (100)
employees do not have a management structure
that would include middle management personnel.
Since the total population was to be surveyed,
it was necessarv that each firm have at least
one middle manager in its organization.

Implications and findings should be generalized
to the Oklahoma City Standard Metropolitan
Statistical Area.

Implications and findings may only be appli-
cable to industrial middle managers.

Definition of Terms

The following is a list of operationally defined terms.

Middle managers: Middle managers were used in this
research project to indicate those persons who are
employed in industrial firms to implement the broad
operating policies. This operational level was the
first organizational step below the executive level.

Industrial firms: Industrial firms were used to
represent those manufacturing companies in the

Oklahoma City Standard Metropolitan Statistical
Area with more than one hundred (100) employees.
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Competency: Competency was used to indicate those
skills, knowledges, work habits, work character-
istics, attitudes, and performance proficiencies
needed to function as a middle manager.

Competency based curriculum: Competency based
curriculum was used to represent a “"planned”
junior college middle management program. Such
programs are to assist individuals in developing
competencies for possible employment in indus-
trial firms.

Research Design

The first step was a comprehensive study of the
related literature.

The second step was to conduct nonstructured inter-
views with managers from education and industry to determine
major categories to be considered when constructing the data
collection instrument.

The third step consisted of constructing the data
collection instrument.

The fourth step was a pilot studyv which resulted in an
evaluation of the data collection instrument by an advisory
group of experts selected from major industrial firms in
Oklahoma City.

The fifth step was the finalization of the data col-
lection instrument by using the results and comments of the
pilot study.

The sixth step was to determine the population for
the study.

The seventh step was to define a coding system to be
used when punching the data on computer cards and select com-

puter programs to be utilized in the analysis process.
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The eighth step was to distribute the data collection
instrument to eighty (80) industrial firms in the Oklahoma City
Standard Metropolitan Statistical Area. (the population)

The ninth step was to punch on computer cards the
responses from the returned gquestionnaire.

The tenth step was to implement the crosstab program
from the Statistical Package for the Social Science.

The eleventh step was to study the middle management
course descriptions from area junior colleges.

The twelfth step was to make a comparison of the com-
petencies reported by the survey respondents with the published
descriptions of the courses.

The final step was to formulate a report of all
analysis, findings, and recommendations of this descriptive

study.

Significance of the Study

This study has provided knowledge of the competency
needs of current and prospective middle managers. It will
serve as a basis for obtaining assistance from business in
planning, designing, implementing, and revising a competency

based curriculum. The study provides the process for educators

to evaluate present curricular offerings and develop a com-

petency based curriculum for the geographic area they serve.
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Organization of the Report

Chapter I of the formal report includes the
introduction, purpose of the study, statement of the problem,
limitations, definition of terms, research design, and the
significance of the study.

Chapter II contains a review of the related liter-
ature.

Chapter III explains the research design and pro-
cedures.

Chapter IV presents an analysis and interpretation
of the data from industrial middle managers in the Oklahoma
City Standard Metropolitan Statistical Area.

Chapter V presents a brief analysis of local junior
college course descriptions and a comparison with the com-
petencies analyzed. This information was used for the
development of a middle management curriculum.

Chapter VI contains a summary of major findings and

recommendations for further research.



CHAPTER II

REVIEW OF RELATED LITERATURE

Introduction

In the area of curriculum development for middle
managers, authors who have contributed to current periodicals
have called attention to the absence of formal research -
dealings with the development of business school curricula.
There have been investigations reported as to the effect of
rapid technological change on current and prospective managers
and with problems managers must be able to solve.

According to Kerlinger, there were two reasons for
including a review of related literature. The first of these
reasons was to identify what research has been conducted on
a problem, and second was to explain the theoretical base of
a problem.l

To provide a thorough background and need for the study,
the first part of this chapter contained reviews of all studies

relating to middle management curriculum development. The

second part synthesized the theory base for middle management

lFred N. Kerlinger, Foundations of Behavioral Research,
2nd ed., (New York: Holt, Rinehart & Winston, Inc., 1973),
p. 696.

11
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curriculum development as expressed by leading educators and

industrial businessmen.

Related Studies and Dissertations

Luter, in seeking commonalities in the middle manage-
ment curriculum, surveyed one hundred fifty-eight (158) post-
secondary institutions in nineteen (19) states. Sixty-one
(61) schools who responded to the survey revealed several
significant factors:

1. The variations in curriculum course offerings,
program operations, and objectives were as

numerous as the schools offering the programs.

2. No patterns of trend strength, or weaknesses
could be identified.

3. Requirements, prerequisites, enrollments,
recruiting practices, and scheduling were
largely a matter of local regulations and
convenience.

4. Work experience, job training, placement of
students, and the responsibilities for training
were as varied as the curriculum.

5. Responsibility for the curriculum, use of
advisory committees, instructor recruitment,
and qualifications were largelv a matter of
local policy and philosophy.

6. Physical facilities, equipment, and department
identification were as varied as the curriculums
and job training requirements.

Luter's study also disclosed that twenty-one (21)
colleges in ten (10) states offered middle management cur-

riculum. He found the following significant factors.

1Robert W. Luter, "Building DE Curriculum for the
Junior College," American Vocational Journal, April, 1968,
pp. 52-53.
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For the first year:
100% of the programs required English

75% required introduction to business and physical
education.

50% required basic selling, accounting, speech,
business mathematics, marketing and psychology.

38% required on-the-job training.
For the second vear:

95% required economics.

75% required management in some form.

50% required marketing, business communications,
physical education, and accounting.

38% required on-the-job training.

Based on these findings, the twenty-one (21) colleges
proved to be in line with the thinking of executives in two
hundred (200) leading companies, surveyed in a national study
conducted by the American Marketing Association. The findings
were:

127 voted economics essential.

111 voted selling essential.

107 voted human relations essential.

106 voted marketing essential.

99 voted management, psvchologv, mathematics, and
computer science essential.

77 voted communications essential.

Patton's study involved personal interviews with eighty
(80) executives and middle managers in eight (8) major retail
areas in Oklahoma. Her study identified twenty-two (22) cur-
ricular areas common to many general distributive middle
management programs. Patton recommendedthat general middle

management programs should be designed to meet pre-employment

lRobert W. Luter, "Building DE Curriculum for the
Junior College," American Vocational Journal, April, 1968,
pp. 52-53.

21pid.
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training needs. She believed that a specific program would
limit enrollment in post-secondary distributive programs.l
Samson, with a population of one hundred twenty-three

(123) middle managers, was able to determine, by using Q-sort
cards, which characteristics of the retail department store
middle manager should be acquired through formal education
prior to entrance into the middle management position. These
characteristics, according to Samson, would be developed
through the following courses:

Fundamental Legal Principles

Oral and Written Communications

Psychology of Business Writing

Business Personality

Role of Credit

Principles of Economics

Role of Advertising

Business Organization and Management

Principles of Retailing

Introduction of Marketing

Anthropology

The Labor Market

Introduction to Political Science

Managerial Data Processing

Carmichael's study of seven hundred one (701) middle

managers employed in general merchandising, related to dif-
ferences existing between middle management positions in
several types of retail outlets. He further identified

activities that were common to retail middle managers. Among

lLucille W. Patton, "An Analysis of Curriculum and
Employment Needs in Post-Secondary Distributive Education in
Oklahoma," (unpublished Ed.D. dissertation, Oklahoma State
University, 1971).

2Harland Samson, The Nature and Characteristics of
Middle Management in Retail Department Stores, (Madison,
Wisconsin: University of Wisconsin, 1969), p. 8.
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these activities, routine marketing and distribution activities
were found more crucial to lower levels of management while
the traditional planning, organizing, leading, and controlling
were more important to higher levels of management.l

McQueen surveyed one hundred (100) executives and two
hundred (200) middle managers in four (4) metropolitan areas
of Tennessee, representing five (5) manufacturing classifica-
tions. The data, gathered through the use of a gquestionnaire,
identified competencies needed by middle managers in industrial
firms. McQueen determined that a part of every management
curriculum should contain a core of courses. These courses
should provide for development of competencies in both oral
and written communications, basic managerial functions, human
relations skills, and cost analysis and control. Further, the
student should be given training in the logical expression of
thought. McQueen stated that the overall nature of the cur-
riculum should be designed so that the graduate emerged with a
well-rounded education as opposed to a more technical type of

training.

lJohn H. Carmichael, "An Analysis of Activities of
Middle Management Personnel in the Retail Trade Industry with
Implications for Curriculum Development in Post-Secondary
Institutions,” (unpublished Ph.D. thesis, Michigan State
University, 1968).

2Harriett Jett McQueen, "Characteristics of Middle
Management Positions in Selected Tennessee Industrial Firms,"
(unpublished Ph.D. dissertation, Oklahoma University, 1978).
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Middle Manager Competencies
In Industrial Firms

In a study by Fleishman, relating to an away-from-
company course for supervisors, participants from companies
where the established climate of leadership differed from the
philosophy and techniques taught in the course performed less
effectively after their return to the company environment.l

Argyris argued from similar premis in questioning the
stands which dictate the formulation of training objectives;
as was shown in the following statement:

The objectives of many executive development

programs are defined primarily as a result of inter-
views with academics and top management representa-
tives designed to ascertain what they desire an
executive to acquire while attending the course.
Such research has resulted in some very helpful
information. However, some of the objectives often
aimed at by academic and management people have
recently come under careful scrutinv by the behavior
scientists.

Anshen's research revealed that to evaluate develop-
ment programs, management must have the objectives clearly in

nmind. However, most companies do not have a clear idea
of what they want university courses to do for their repre-
sentatives. In an interview, most top managers felt that the

programs should give their men a "company-wide" rather than a

lE. A. Fleishman, E. F. Harris, H. E. Burtt, "Leader-
ship and Supervision in Industry: An Evaluation of a
Supervisory Training Program,"” (Ohio State University: Bureau
of Educational Research, 1955), No. 33.

2Chriss Argyris, "Top Management Dilemma: Company
Needs vs. Individual Development," Personnel, 1955, p. 129.



17
"divisional" outlook on management's problems. But the
interviewer revealed this concept rarely, if ever, was closely
related to any concrete executive requirements or skills.l
Robinson and Decarlo's data showed that the complexity
and structure of an organization have some bearing on the type
and kind of education and training needed by management. The
rate of technological innovation was such that knowledge of a
specific nature will no longer serve an individual through-out
his life. In summary, Robinson and Decarlo stated:
The modern worker must have the mental ability
and educational background that will make it possible
for him to transfer his acquired knowledge to new
work situations and to acquire new knowledge as the
need presents itself. The demand for generalized
educational training is becoming more persistent.
The person who has received a well-rounded general
education is in a better position to move within
the company and to attain individual success.?2
Jerkedal reported that a fundamental assumption of manage-
ment courses was that every manager needed some type of
training, and that a prescribed set of courses should satisfy
these needs at least in vart. It seemed that the ultimate
goal of management training was a change in behavior that was

profitable to the individual and the organization.3

lMelvin Anshen, "Better Use of Executive Development
Programs," Harvard Business Review, November-December, 1955,
pPp. 67-74.

2Ormsby W. Robinson and Charles H. DeCarlo, "Education
in Business and Industry," Journal of Higher Education, 1966,
». 131.

a

3Ake Jerkedal, "Top Management Education, An Evaluation
Study," Published by the Swedish Council for Personnel Admin-
istration, Stockholm, Sweden, 1967, pp. 15-17. Report No. R-50.
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Morse suggested that to demonstrate responsibility,
educators must be concerned with the need for relevance, not neces-
sarily now, but 10, 20, 50 years ahead. The critical factor
was the rate of change.

He further stated that unless training was clearly
tied to the individual employee's job performance and career
development it was not worth the time and money. Morse wrote:
"What we need is some new cooperative linkage between educa-
tion and work. OQuite likely it will be off campus, and most
of it individualized." Morse stated that the need for rele-
vance in education was paralleled by an equally compelling
need for relevance in training. Morse explained:

Unfortunately, all too many training people

drift into offering a cafeteria assortment of
neatly-packaged, standardized courses which they
then peddle from department to department, or
location to location. That such a training is so
often not relevant is demonstrated by the speed
with which the axe is wielded whenever top manage-
ment faces budget problems or a need to cut costs.

Our most credible indicators predict a future

of increasing complexity, diversity, and rate of
change. To be relevant to such a life of greater
and greater ranges of choice, both material and
cultural or education and training must be clearly
and sharply focused on the individual.

In a research project designed to study organizations
and managerial climate on one of the ten largest insurance

companies, Alpander found that it was possible that all levels

below top management can benefit from an educational experience

1Gerry E. Morse, "Focus on the Individual: The Mandate
for Effective Education and Training," August, 1971 (Keynote
Address, American Management Association 17th Annual Confer-
ence and Exposition on Education and Training, New York City.).
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designed to meet conceptual needs at different management
levels. A training program should consider the various
functions that were relevant for all managers. Upper manage-
ment would be concerned with planning and organizing while
lower managers would be interested in directing subordinates
and organizing work flow.1
Wessman reported that the increasing complexity of
today's business environment and the demand for managers both
now and in the future who can cope with a variety of situations
require that managers be trained in a wide variety of skills,
as well as the knowledge of when to do what.
Wessman, in synthesizing these needs, stated:
In attempts to meet this need, many training and
development specialists tend to fail more often than
they succeed, because of the difficulty in defining
what constitutes effective managerial behavior; a
lack of understanding how organization climate inter-
acts with managerial performance; and the impression
of tools and techniques used to diagnose training and
development needs.
In summation, Wessman charged that in most companies
the specific needs of individual managers were inadegquately
identified. Most training managers purchased the training

package with the broadest appeal.3

lGunenc G. Alpander, "Planning Management Training
Programs for Organizational Development," Personnel Journal,
January, 1974, p. 17.

2Fred Wessman, "Determining the Training Needs of
Managers," Personnel Journal, February, 1975, pp. 107-113.

3

Ibid.
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Tracey has stated that one of the greatest challenges
to business today was to find and develop its managerial
resources. Tracey listed the more common programs:

1. Presupervisory training programs that usually
focus on the development of supervisory, human
relations, and leadership skills. The content
typically includes the role and responsibilities
of a supervisor, work planning and scheduling,
delegation, communication, interviewing, employee
training, performance rating, safety, company
policy, relations with unions and organized labor,
grievance procedures, and practical psychology.

2. Middle management development programs that
usually focus on management theory, decision
making, and problem solving. They make use
of such techniques as assessment centers, case
problems, critical incidents, discussion,
simulation, in-basket exercises, and business
games. They may involve rotational job assign-
ments, participation in committees and junior
boards, and attendance at outside seminars and
conferences. Study at colleges and universities
may also be included.

3. Executive development programs that usually
~-involve on-the-job development, mainly cocaching.
However, formal training may be a part of the
program. In-house forms include participation in

unstructured discussions, simulation, role
playing, business games, and grid seminars.
Attendance at out-of enterprise seminars,
sensitivity-training sessions, and university
courses may also be encouraged.

According to Katz, every manager must possess varying
degrees of three basic skills. Those skills were technical,
human, and conceptual. Lower level managers need technical

and human skills. Middle managers depend on human and

lWilliam R. Tracey, "Evaluating Training and Develop-
ment Systems,” (American Management Association: New York,
1975), p. 89.
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conceptual skills and executive level managers were most
concerned with conceptual skill development.

Katz emphasized that most performance problems are
either training or capability problems. These assumptions
often ignore other barriers to performance, which no amount
of training could alter; restrictive work rules, unrealistic
expectations or standards, an unwillingness on the part of
upper management to delegate authority, or outmoded organiza-
tion structure. Katz in discussing his objectives stated:

Before a valid definition of the develoomental
needs of a manager can be given, the training must
answer two basic questions:

1. Is training in management or human relations
skills needed?

2. If so, what would be the long term consegquences
of developing new behavior X in managers in this
organization?

Effectiveness criteria for managers are much more
subjective and situational than those applied to
their trades and professions. This makes the task
of identifying training needs more difficult and
training models less useful. Instead of asking
who will be effective, how may a person be effective,
we may ask the broader, more complicated gquestion:
What are the varieties or combinations or organiza-
tional circumstances, personal characteristics and
behavior patterns that are likely to be perceived as
effective managing?l

Thorne and Marshall reported perceptions of the middle
managers who wanted skill development training. They found
that managers were self-directing adults who can best identify

their own training needs. This same group was used as a

lRobert L. Katz, "Skills of an Effective Administrator,"
Harvard Business Review on Management, lst. ed., (Harper and
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resource for designing a program to meet these needs. It was
believed that by participating in the design process, managers
would receive greater benefit. By analyzing managers self-
perceived needs, they were laying a firm foundation for
building a successful program in that it must have the
teaching of top management as well as those who would directly
benefit from the program.l
Work groups met to define the top priorities. The
four top priorityv needs were:
l. Motivation and communication
2. Career development
3. Work planning and performance appraisals
4. Compensation
Each item was then given the task of designing a
learning module which would meet one of these needs.3
Giblin offered a different point of view on employment
needs of middle managers. He suggested that many companies
are either unwilling or cannot afford large numbers of high
achievers. Most middle management and professional employees
appear to feel that they were underutilized by their organ-
izations. Giblin made the following observations:
Surveys of this population often indicate that
they don't feel their jobs demand enouch of their

energy or abilities, and analysis of their jobs tend
to confirm their feelings. It has become evident

lEdward H. Thorne and Jean L. Marshall, "Managerial
Skills Development: An Experience in Program Design,"
Personnel Journal, January, 1976, pp. 16-17.

2

Ibid.

31pid.
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that a large portion of our middle management and
professional group is over educated and has eerc-
tations that exceed the demands of their jobs.

Burr reported that a successful management development
program need not be a fixed curriculum. It may be as diverse
in content as its participants. The content should be deter-
mined by the needs of the group at the time it was being
offered. While there may be some core material, the overall
content will vary from year to year. This would be developed
through conferences with managers who were planning the devel-
opment of their subordinates. Course material may range from
elementary courses in English, Speech, or company orientation
to seminars embodying complex scientific, economic, or philo-
sophical theory. They would be verv specialized or extremely
broad encompassing all facets of business.2

In conclusion Burr wrote:

Business does not speak with the same voice, any

more than do educators. Nor do businessmen practice
what they preach. While some business leaders praise
the virtues of a liberal education, operating super-
visors on the firing line look for the technical
training that will enable the young college graduate
to earn immediatelyv his very first salary check. Thus,

the uncertainty within the business schools is com- 3
pounded by the uncertainty which business itself feels.

lEdward J. Giblin, "Motivating Emplovees: A Closer
Look," Perscnnel Journal, Februaryv, 1976, pp. 69-70.

2Robert B. Burr, "Management Development,” in Trainin
and Development Handbook, ed. Robert L. Craig, Lester R. Bittel
(McGraw-Hill, 1976), p. 384.

3

Ibid.
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According to Newell, participants of training programs
must see its relevance to their present or potential position
if interest was to be maintained. Specific topic coverage
may vary from company to company, but topics were essentially
designed around a general format that could be used in most
firms. Newell stated:

Although grouping is sometimes heterogeneous and

could lead to a better understanding of each others
problems, participants often feel that too much time
is spent in material not relevant to their specific
position.

Newell also reported that reading assignments should
be carefully selected to cover only that specific area that
was to be discussed. The participants value their time and
would read only that material that they felt was relevant to
their job.2

Muller in an article about human resource development
stressed that the array of corporate programs devoted to leader-
ship development would always be second to on-the-job training
as the most important source of attitude development. However,
it was also assumed that on-campus programs would be used to

supplement in-house facilities for leadership development, and

that a good leader must also be a good trainer.3

lGale E. Newell, "How to Plan a Training Program,"
Personnel Journal, May, 1976, pp. 220-221.

2

Ibid.

3David G. Muller, "A Model for Human Resources Develop-
ment," Personnel Journal, May, 1976, pp. 238-243.
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Turner suggested that one of the reasons for a decline
in economic growth was the lesser contribution of education to
the productivity of labor as the average educational level of
the population increased. Furthermore, higher levels of skills
were required in certain industries. Those with sophisticated
skills would find a favorable market, others would be in
trouble. The student with a degree in literature or history
may have to compete with those just graduating from high

school.l

English and Marchione described management devel-
opment as an ongoing endeavor, essential to the continued
growth and develooment of the firm. There should be an in-
depth backup for everv management position, as well as a
constantly improving level of expertise.2

English and Marchione believed that development pro-
grams for middle managers must begin with executive level
managers if they were to be effective. Only when these people
acquire and implement new attitudes and skills would the
organization be in a position to expand these programs to lower
levels of management. English and Marchione wrote:

The breadth of experience, knowledge and skills of

its managers should thereby keep pace with the chal-
lenge of business education.

lRobert C. Turner, "Enrollment Prospects for Collegiate
Schools of Business," Business Horizons, October, 1976,
pp. 56-57.

2Ion English and Anthony R. Marchione, "Nine Steps in
Management Development," Business Horizons, June, 1977, p. 88.

3

Ibid -
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According to English and Marchione, management
development was not just training, and simply asking a manager
to take a course or read a book was not going to develop the needed
skills. The training must be practical and related to organizational
needs. Their suggestion was to combine course study with
related work experience so the learning curve was pushed
significantly higher. English and Marchione, in summarizing
their own analysis, stated:

In any event, the program must be designed in

the terms of the individuals present job as well
as advancement potential. Commercially offered
programs, widely promoted and attended by indi-
viduals from different organizations, can and do
serve particular needs of the organization. But
many are totally inappropriate; they lack rele-
vancy to the unique characteristics of an organ-
ization, are not concerned with problems particular
to the organization and, in general, do not
address those dimensions important to the indi-
viduals being trained.

Martin reported that in the future the traditional
role of the middle manager would change drastically. Manage-
ment by 2xception would be the rule. Managers would be
responsible for promoting high levels of cooperation among
technically trained personnel and providing them with a suit-
able work environment. This would require a manager who was
broadly trained and sensitive to the needs of others. Martin
wrote:

Managers will need to be more broadly and

intensively educated in the future as work becomes
increasinglyv intellectual and the level of education

lIon English and Anthony R. Marchione, "Nine Steps in
Management Development," Business Horizons, June, 1977, p. 88.
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in the general population increases. Managers will
need an education that includes such disciplines as
economics, quantitative methods, behavioral science
and law.

Martin had indicated that executive level managers will
begin to focus more attention on development of organizational
goals, long range planning and merging organizational interest
with external environment. Most decisions in this type of
organization would flow upward to the executive team. Martin
stated:

Top managers of tommorrow can be expected to have

a much broader view of the organization and its rela-
tion to society than the typical manager of today.
Although thev mav be chosen partly on the basis of
their technical skills, future top managers will likely
have stronger backgrounds in the social sciences,

world affairs, and humanities. Their abilities will
reflect a trend toward the manager as statesman, sen-
sitive to social, economic and political problems.2

Flaumenhaft in 1977 reported the absence of recent
articles and research about the current curficulum in
collegiate business programs. He further stated that
many business schools were introducing programs in com-—
munications and public and private management as a reflection
of business students desires to acgquire marketable skills.

There just do not seem to be enough professional level jobs to

absorb the increasing supply of college graduates.3

1G. Lowell Martin, "A View of Work Toward the Year
2000," Personnel Journal, October, 1977, p. 502.

2

Ibid.

3Frank K. Flaumenhaft, "The Undergraduate Curriculum
in Collegiate Business Education," Collegiate News and Views,
Fall, 1977, p. 15-16.
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Performance Standards and
Skill Identification

In a study of university and college programs in
Business Administration, Pierson found that even before 1900,
the proportion of business leaders with a college education
was well above the population as a whole. Since then, despite
the rapid rise in the percentage of the population attending
college, the disparity has increased. 1In 1900, about thirty-
nine (39) percent of the older executives had attended college
as compared to eighty (80) percent of the vounger executives
in 1950.1

Dressel and Mayhews' report to the American Council
on Education, involving six intercollege committees on general
education, revealed that opinions on training objectives may
differ among the teachers who staff the same program. The
report also indicated a tendency to associate only one or two
of the objectives with the particular courses taught.2

Breech expressed the belief that one of the most widely
debated subjects over the vears has been the differing
points of view about the personal qualities that contri-
bute to the successful practice of supervision and management.

Brech credits the "development" of management skills and

1Frank C. Pierson, The Education of American Business-
men: A Study of University-College Programs in Business
Administration, (New York: McGraw-Hill, 1959).

2P. L. Dressel and L. B. Mavhew, "Explorations in
Evaluation,” (Washington, D.C.: American Council on Education),
p. 3.
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attitudes to the guidance of the more competent senior

managers. To this was added the acquisition of skills through

the study of the practices and techniques of supervision and
management. Regardless of what a manager learns from courses
on management techniques he must still have the first-hand
experience of responsibility in a managerial situation.
Techniques can certainly help in promoting management compe-
tence, but they were rarely the key.l

Jerkedal's descriptive study of education for top

management personnel consisted of one hundred forty (140)
participants. A questionnaire was used for gathering data.
The study described external courses on general management
for top and next-to-the-top managers and specialists in com-
panies and comparable organizations. He stated that the
trend toward higher education will continue to be a require-
ment for middle and executive level managers.

Jerkedal wrote:

Methods of instruction have changed in cor-
responding degrees. To cope with new elements of
subject matter there has been a need for new
teaching methods and new findings of educational,
psychological and sociological research related
to learning, attitude formation and attitude
change. Here we need only point to the research
on group dynamics, which has had great bearing.

Not only on sensitivity-oriented training, but
also on the group discussion and role-playing

techniques that are so widely employed in manage-
ment education. Different types of courses vary

1

E. F. L. Brech, Management its Nature and Significance,

4th ed., (London: Sir Isaac Pitman and Sons, 1967), pp. 189-190.
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greatly in the length of time they require, ranging
from weeks to years, programs often show a high

degree of similarity in their subject content and
the instruction methods employed, but some major 1
discrepancies can also be noted at the same time.

In conclusion, Jerkedal claimed that the ultimate aim
of management education was to improve middle management per-

formance on the job. These improvements must also be related

to overall training objectives.2

According to Livingston, managers should be taught
problem finding and opportunity finding. He suggested that
certain personal qualities of effective managers were almost
impossible to reach. These gualities were:

1. The need to manage: Only those people who want
to affect the performance of others and who
derive satisfaction when they do so are likely
to become effective managers.

2. The need for power: Good managers have a need
to influence others. To do this they do not
rely on the authority of their positions but on
their superior knowledge and skill.

3. The capacity for emphathy: The effective manager
also needs the ability to understand and cope
with the often unexpressed emotional reactions of
others in the organization in order to win their
cooperation.3

Martin, director of the Community College Unit of the

U.S. Office of Education, reported that important changes

lAke Jerkedal, "Top Management Education, An Evaluation
Study,” Published by the Swedish Council for Personnel Admin-
istration, Stockholm, Sweden, 1967, pp. 15-17. Report No. R-50.

21pid.

3J. Sterling Livingston, "The Myth of the Well Educated
Manager," Harvard Business Review, Jan.-Feb., 1971, pp. 79-89.
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were coming in the philosophv of what curriculum was needed,
and what group should be sexrved by it. Martin also reported that
the traditional student was being joined by older students,
therefore, age itself was one difference. Older students have
accounted for some of the heavier percentage increases in
enrollment. Women are another group who must acguire
skills rapidly as more and more middle management opportunities
become available.l

According to Wessman, it was very difficult to define
the training needs of managers.- It has been assumed that what
‘constitutes effective management could be behaviorally defined.
Defining the training and development needs of managers
would involve more than a rating of performance on basic
management functions. Wessman also reported that the level of
management and the norms, values, and structural aspects of
the organization would significantly influence manager per-
formance.2

According to Blai's two year research, at Harcum Junior
College in Bryn Mawr, Pennsylvania, candid and anonymous eval-
uations from fifty-one (51) employers were used to measure
overall education effectiveness among the various curricula.

Each curriculum was geared to the development of skills having

interfield and interoccupational transferability. As a result,

1Marie Y. Martin, "Recent Trends in Community College
Occupational Education," Community College Review, Winter,
1974- pp. 30-31.

2Fred Wessman, "Determining the Training Needs of
Managers," Personnel Journal, February, 1975, pp. 113-125.
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the college had designed into most programs a core of general
education represented by course offerings in the three major
areas of the behavioral sciences, the natural sciences, and the
humanities. These programs were designed to develop compe-
tencies in mathematics, communications, and skills in inter-
personal behavior. These competencies were important, in a
wide variety of occupations, and provided flexibility for most
graduates.l
Turner, in an address presented at the American
Assembly of Collegiate Schools of Business at a meeting in
Atlanta, Georgia, was concerned with adapting programs to
needs. Turner said:
A majority of American schools of business are
seriously obsolete in their undergraduate programs.
Since the early 1960's, the market has changed greatly,
but the inertia of college and university faculties is
so heavy that they have not changed accordingly.2
In an article based on an interview with Dr. Harrv
Levinson, the editor of Management Review, John M. Roach
reported that many businessmen were talking about being

practical and hardnosed and less longhaired; however, the

world was getting more and more complex. As this continues

lBoris Blai, "Employer-Based Evaluations of Occu-
pational Education Programs," Community College Review, Spring,
1976, p. 71.

2Robert C. Turner, "Enrollment Prospvects for Collegiate
Schools of Business," Business Horizons, October, 1976, pp.
56-57.
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to happen, peonle capable of abstraction, and with a broader
knowledge base must be trained.

Levinson stated:

The same is true with the greater complexity

of business organizations. Managers are simply
going to have to become more and more aware of the
past and its complexities, recurrent social cycles,
political history, socio-economic history.

Levinson contended that managers receive a great deal
of specialized training, but not enough education. Middle
managers become more narrow, more specialized, and therefore,
more obsolete.

Every executive should take three weeks a year

in some kind of program for refreshment, for new
knowledge, for various ways of keeping up with the
world. Universities offer a variety of such courses,
including some at commencement time; you take your
spouse, read something, think about something, look
at different parts of the world. The experience
will have an impact on you in one way or another.

Watson's follow-up study of the Gordon-Howell and
Pierson reports focused on the curriculum of undergraduate
business education. Watson based his recommended curriculum
on the needs of businessmen, rather than on prevailing edu-
cational theory. He concluded that the curriculum should be
based on the needs of businessmen and reported three basic

gualities that every middle manager must possess. These

skills were:

lJohn M. Roach, "Managing Psychological Man," Manage-
ment Review, June, 1977, pp. 27, 38, 39.

2

Ibid.
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The ability to communicate.
The possession of human relations skills,
The ability to solve problems.l

WwN
. L] L]

Watson felt that the development of competencies in
these three basic areas would be the only feasible method of
training potential business leaders. These qualities could
be developed by having courses in English, specifically in
communications, and utilization of the case method of decision

making in the behavioral sciences.2

Competencies Delineated in the Literzture

A synthesis of competencies from the reviewed liter-
ature revealed that there were three basic qualities that an
effective middle manager must possess. They were: (1) human
relations skills, (2) communication skills, and (3) the ability
to effectively solve problems.

Within this framework a basis for a competency approach
was evident. Skill characteristics included: (1) employee
motivation, (2) work planning, (3) scheduling, (4) delegation
of authority, (5) employee training, (6) affirmative action,

(7) labor relations, (8) personnel and staffing, (9) cost

control, (10) budgeting, and (11) practical psychology.

lprank Watson, An Analysis of the Business Curriculum,
"cited by" Frank Flaumenhaft, "The Undergraduate Curriculum
in Collegiate Business Education," Collegiate News and Views,
Fall, 1977, p. 15.
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Summary

The research studies and articles reported were found
after a thorough and extensive study of all sources available.
It became clear that a comprehensive delineation of compe-
tencies for middle managers in industrial firms had not been
produced prior to the study.

In this Chapter a synthesis of the literature relevant
to this study has been included. 1In order to establish a
theoretical base, relevant studies closely related to the
development of competencies were investigated. Other studies
were examined to determine the effectiveness of both teaching
methods and the need for curriculum development for middle
management in education and business. Skill characteristics
of current and prospective middle managers were identified
and categorized. These studies and reports were used to
identify competencies needed by persons currently or prospec-
tively entering the industrial middle management field in
Oklahoma City.

As a result of this extensive review of the literature,
a questionnaire was designed to categorize competencies
according to the needs of middle managers in the Oklahoma City
Standard Metropolitan Statistical Area. A copy of the guestion-

naire was included in Appendix A.



CHAPTER III

METHODOLOGY

Introduction

The primary purpose of this chapter was to delineate
the research methods used to determine the training need com-
petencies of middle managers in large industrial firms in the
Oklahoma City Standard Metropolitan Statistical Area.
Specifically, this chapter described the methods used in
selection of the population, the procedure by which a sample
of the population was selected, the design of the data
gathering instrument, the method used for data collection,

and the methods of data analysis utilized.

Population for the Study

The population for this study was selected from the
publication entitled, Manufacturers in Oklahoma City, prepared
by the Economic Development Division, Oklahoma City Chamber of
Commerce. Eighty (80) firms were identified as meeting the
criteria, which were: (1) industries had to manufacture a

consumer product, (2) industries must be located in the five (5)

county Standard Metropolitan Statistical Area (the Oklahoma

lOklahoma City Chamber of Commerce, The Economic
Development Division: Manufacturers in Oklahoma City Metro-
politan Area, 1977.
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City Standard Metropolitan Statistical Area includes Oklahoma,
Canadian, Cleveland,_ﬂcclain, and Pottawatomie counties), and
(3) industries must have a minimum of one hundred (100)
employees with the maximum number of employees being of no
concern. The reasons for this third limiting factor was that
firms with less than one hundred (100) employees may not have
a management structure large enough to include middle manage-
ment personnel.

Eighty (80) firms comprised the total population of
manufacturing firms within the Standard Metropolitan Statis-
tical Area. The eighty (80) firms in the population were
grouped into four (4) different size classifications. There
were forty—-four (44) firms with one hundred (100) to two
hundred and forty-nine (249) employees, nineteen (19) firms
with two hundred and fifty (250) to four hundred and ninety-
nine (499) employees, seven (7) firms with five hundred (500)
to nine hundred and ninetv-nine (999) employees, and ten (10)
firms with one thousand (1000) or more employees. Because of
the small number of firms which met the above three (3) cri-
teria, no sampling procedure was used. The entire population
was surveyed.

The identification of the population was necessary so
that the data collected from middle managers employed by
manufacturing firms would be representative of competencies
utilized in similar organizational structures and in positions

requiring similar performance criteria.
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Data Collection Instrument

Kerlinger believed that survey research was a valid
method for obtaining information. Xerlinger wrote:
The social scientific nature of survey research
is revealed by the nature of its wvariables, which can
be classified as sociological facts and opinions and
attitudes. Sociological facts are attributes of
individuals that spring from their membership in
social groups or sets: sex, income, political and
religious affiliation, socio-economic status edu-
cation, age, living expenses, occupation, race, and
so on.i
The use of a questionnaire was determined to be a
proper instrument for gathering data from industrial managers
selected for this study. This instrument was structured using
Likert's method of summated ratings. The Likert scale was
primarily designed to determine an individual's degree of
agreement or disagreement on each particular item. In this
way, information could be obtained that would accurately
reflect the attitudes of the surveyed respondents.2
The development of the instrument's content was
developed in phases. One phase was a jury composed of manage-
ment faculty from institutions of higher education in the
Oklahoma City metropolitan area. The jury assisted in reviewing

all items developed from the available literature, and offered

suggestions for additional guestions. The jury of experts

1‘f'red N. Kerlinger, Foundations of Behavioral Research,
2nd. ed., (New York: Holt, Rinehart & Winston, Inc., 1965),
pp. 335-396.

2Rensis Likert and Gardner Murphy, Public Opinion and
the Individual, (New York: Harper and Brothers, 1938), pp.
14-66.
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selected one hundred and seventy-seven (177) skills in
fifteen (15) competency categories for the initial instrument
(Shown in Appendix 3).

The second phase was a pilot study composed of five (5)
companies listed in the Oklahoma City Personnel Association
Directory.l The jury of experts from these companies were
selected because they were the officers responsible for
training within their respective organizations and because
they had worked in an advisory capacity with curriculum com-
mittees for higher education.

At the end of November, 1978, acopy of the instrument was sent
to an officer from each of the five (5) companies with the instructions
that they rank each question on a scale of one (1) to five (5)
with one (1) being very important to a curriculum and, four (4)
unimportant. A fifth category was available for a no opinion
response. All five (5) of the respondents returned the
guestionnaire.

The average was calculated for each of the one hundred
and seventy-seven (177) questions eliminating those with a
rating of two (2) or greater from the survey form. This left
the instrument with one hundred and nine (109) competencies in
fourteen (14) categories. (See Appendix A for a copy of the
operational questionnaire.) In order to group the gquestions

into sections for easy analysis, fourteen (14) categories

1Oklahoma City Personnel Association, 1978. One
Sante Fe Plaza, Oklahoma City, Oklahoma, 73102.
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normally expressed in the literature were utilized. Each of
these categories has been expressed in the same or similar

terminology as that reflected in the review of related literature.

The Distribution

The instrument was distributed by mail to industrial
personnel managers in the eighty (80) firms in the sample.
The questionnaires were mailed with a cover letter (See
Appendix A) and a self-addressed, stamped envelope. Each
questionnaire was coded so that those who failed to return a
questionnaire within three weeks could receive a follow-up
mailing (Appendix A). Thirty~two (32) gquestionnaires were
returned after the first mailing and twenty-three (23) after
the second mailing. By March 3, 1979, a total of fifty-five
{55) questionnaires were returned. Fifty-five (55) of eighty
(80) represented a sixty-nine (69) percent response rate.
This was considered to be an acceptable rate of return. The
acceptability of the return rate was verified by the following
statement by Erdoes:

While it is impossible to generalize about what
constitutes an adequate return rate, it is also unwise
to side-step the guestion or to hedge on it. 1In this
author's opinion, a minimum standard can be established,
which sets at least a negative limit: no mail survey
can be considered reliable unless it has a minimum of
50 percent response, or unless it demonstrates with

some form of verification tgat the nonrespondents are
similar to the respondents.

1Paul L. Erdoes, Professional Mail Surveys, (New York:
McGraw Hill, 1970), p. 144.
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Data Presentation

The data obtained from the fifty-five (55) questionnaires
were audited and the responses were extended to the card code
column at the right hand side of the questionnaire page. Data
responses as coded in the card column were keypunched onto
computer data cards. Data cards were proofread to verify
accuracy of keypunching. A program for crosstabsl was written,
run, and debugged to assure accuracy of analysis when used
later with the data cards. The crossta.bs2 program was run with
the verified data cards. The results presented 318 contingency
tables, 109 of these were included in Appendix B.

The data in the tables contained a comparison of each
competency with the selected demographic factor. One demographic
factor selected was the size of the firms. The age of the
respondent category, another of the demographic factors, which
produced 109 tables was further analyzed to show the means for
each mean. The educational level of the respondent category,
another of the demographic factors, which also produced 109
tables was further analyzed to show the means for each mean.

The total population mean ratings were calculated for:
each competency by firm size, each competency by the
educational level of the respondent and each competency

by the age of the respondent. Calculated means for

lNie, Norman H. et al. Statistical Package for the
Social Sciences. New York: McGraw-Hill Book Company, 1970.

21bid, p. 245.
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each of the competencies were used to determine which competencies
could be considered in a planned industrial middle management
curriculum.

Three tables were developed to present to the reader
the results of analyzing and summarizing the competencies by
each of the three demographic categories. The data in Table
122 contained the results of analysis by the size of the firm,
the data in Table 123 contained the results of analysis by the
educational level of the respondents, and the data in Table 124
contained the results of analysis by the age of the respondents.
Tables 2, 3 and 4 were developed by synthesizing the data shown
in Tables 122, 123 and 124.

The means as computed for each competency for the size
of the firm, the educational level of the respondents, and the
age of the respondents were combined with the population used
in the study and presented in Table 1.

Official catalogs containing middle management programs
were collected. Course descriptions were synthesized to
illustrate which competencies were included in current course
offerings. This information was presented in Exhibit 1.

The competencies that were selected by survey respon-
dents were compared with current course offerings available in
the Oklahoma City Metropolitan Area. The compared data were
grouped into fourteen (14) categories of competencies. The
results of the comparisons were presented in Table 5.

Competencies not included in present catalog listings

were grouped into related areas and possible course titles were
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suggested for each grouping. This information is shown in
Table 6. Competencies for each grouping were extracted from
the questionnaire. The competencies were sorted and summarized
by each of the six (6) groups.

The competencies listed for each group were analyzed
and synthesized into the content for suggested course des-
criptions. The grouped competencies and the suggested course
descriptions were combined and presented into an individual
table to represent each group. Each group represented the
content for a proposed course for a planned industrial middle
management curriculum. The data in Table 7 contained the pro-
posed course for Organizational Behavior. The data in Table 8
contained the propcsed course for Industrial Management Process.
The data in Table 10 contained the proposed course for Indus-
trial Accounting. The data in Table 11 contained the proposed
course for Human Resource Development. The data in Table 12
contained the proposed course for Industrial Employee Relations.
The proposed course descriptions as developed were combined
and presented in Exhibit 2.

The categories for competencies were compared with
competencies within each category by running a reliability
analysis.l The results of this analysis were presented in

Appendix E, Table 125.

1Nie, Norman H. et al. Statistical Package for the
Social Sciences. New York: McGraw-Hill Book Company, 1970.




CHAPTER IV

ANALYSIS AND INTERPRETATION

Introduction

The purpose of this study was to gather data from
industrial middle managers to provide knowledge essential
for developing a competency based curriculum for industrial
middle managers in the Oklahoma City Standard Metropolitan
Statistical Area. The purpose of this chapterwas to present
the data collected by a survey of industrial middle managers.
These middle managers represented eighty (80) manufacturing
firms in the Oklahoma City metropolitan area.

The data collection instrument contained one hundred
and nine (109) questions in fourteen (14) categories. Using
a Likert scale of summated ratings, each respondent was asked
to select one of the following options on each of the one
hundred and nine (109) questions: (1) very important,

(2) moderately important, (3) slightly important, (4) unimpor-

tant, or (5) no opinion.
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Analysis of Data

The Statistical Package for the Social Sciences was
used to crosstabulate the data.l Crosstabulation included
the option for the chi-square (x?) text. The chi-square
results were included in Appendix B.

The data were analyzed to find the mean ratings for
each questionnaire item. Any questionnaire item for which
a mean rating of two-point-five (2.5) or less was considered
important for the development of a middle management cur-

riculum.

Principal Question

The question to be answered was, "Can curriculum
requirements be identified for a comprehensive middle manage-
ment program for industrial middle managers in the Oklahoma
City Standard Metropolitan Statistical Area?"

The data presented in Table 1, page 46, shows the mean
of each competency by the size of the firm, the educational
level of the respondent, and the age of the respondent. The
last column shows the mean for the total population.

The curriculum reguirements for a comprehensive

middle management program were developed from the data presented

1Nie, Norman H. et al. Statistical Package for the
Social Sciences, (New York: McGraw-Hill Book Company, 1970),
Pp. 223-224.




TABLE 1

SUMMARY OF 109 COMPETENCIES BY AVERAGE
RATINGS OF DEMOGRAPHIC FACTORS

Size Educ. Age Population
Competencies Hean tHean Mean Mean
Communication (55) (55) (55) (55)
The ability to effectively write:
a) letters 1.78 1.76 1.76 1.77
b) memos 1.70 1.69 1.69 1.69
c) reports 1.69 1.71 1.71 1.70
The ability to effectively communicate orally to:
a) individuals 1.11 .11 1.11 1.11
b) small groups 1.47 1.39 1.39 1.42
The ability to communicate:
a)} work olans 1.41 1.33 1.33 1.36
b) work schedule 1.56 1.46 1.46 1.49
c) orders 1.32 1.78 1.28 1.46
d) instructions 1.29 1.07 1.29 1.22
e) directions .43 1.34 1.44 1.44
Motivation
An understanding of specific guidelines for effectively
motivating subordinates 1.67 1.55 1.55 1.59
The ability to use interpersonal skills effectively 1.67 1.48 1.48 1.54
An understanding of how behavior is:
a) energized 1.90 .79 1.7¢9 1.83
b) directed 1.85 1.69 1.75 1.76
c) sustained 1.96 1.78 1.79 1.84
An understanding of motivation as it relates to:
a) interpersonal relations with supervision .70 1.71 1.71 1.71
b) interpersonal relations with peers 1.76 1.7¢ 1.76 1.76
c) interpersonal_relations with subordinates 1.56 1.51 1.51 1.53
Electronic Data Processing
The ability to assimilate information for strategic
planning (for upper management) 1.83 1.81 1.81 1.82
The ability to use detailed internal information for
operational control 2.12 1.96 1.96 2.01
The ability to assimilate information for:
a) operational control 2.12 1.77 1.78 1.89
b) departmental control 1.98 1.68 1.68 1.78
Quantitative Methods
The ability to collect and analvze data for managerial
decision making 1.90 1.83 1.33 1.85
The ability to utilize statistical computations for:
a) cost effectiveness 1.8 1.77 1.78 1.79
b) cost projections 1.70 1.70 1.70 1.70
c) managerial decisions 1.81 1.77 1.78 1.79
The ability to apply statistics in the manufacturing
process 2.29 2.00 2.00 2.10
Organization
An understanding of organizational structure 1,76 1.75 1.75 1.75

A willingness to study, learn and apply 1.49 1.51 1.51 1.50
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TABLE l--Continued

Size Educ. Age Population
Competencies Mean Mean Mean Mean
An understanding of the goals and objectives of the (53 {55) (55 (5%
organization 1.3€ 1.33 1.33 1.34
The ability to establish departmental goals that are
compatible with corporate goals 1.45 1.41 1.41 1.42
An understanding of the major components of
organization:
a) authority structure l.98 1.85 1.85 1.89
b} division of labor 1.83 1.77 1.78 1.79
c) mechanisnms of coordination (processes) 1.69 1.49 1.67 1.62
d) economic measures of performance 1.72 1.71 1.70 1.71
The ability to apply the organizational philosoghy in
all leadership functions 1.56 1.52 1.52 1.53
Planning
The abilitv to decide:
a) what future resources the organizationwill need 2.10 1.92 1.92 1.98
b) how these resources will be allocated 2.09 1.90 l.90 1.96
c) what alternative courses of action are available 1.98 1.78 1.75 i.83
An understanding of the establishment of:
a) a set of goals 1.54 1.48 1.48 1.50
b) how far the organization ig from these goals 1.78 1.74 1.73 1.75
c) a set of action to reach these goals 1.47 1.47 1.47 1.49
The ability to use existing resocurces to accomplish
departmental goals 1.29 1.31 1.31 1.30
The ability to plan:
a) short-range goals 1.41 1.40 1.40 1.40
b) long-range goals 1.54 1.51 1.51 1.52
Organizing
The ability to organize peonle and:
a) assign them specific tasks 1.43 1.37 1.37 1.39
b) assign specific resvonsibilities 1.27 1.29 1.24 1.27
c) insure that important jobs are done 1.30 1.31 1.31 1.31
d) insure that institutional goals are fulfilled 1.58 1.60 1.60 1.59
The ability to translate plans into a structure of
tasks and authority (at department lavel) 1.47 1.48 1.48 1.48
The ability to integrate the objectives of the
separate units of an organizaticn in order to efficientcly
achieve stated goals 1.82 1.72 1.72 1.76
Leadina
The ability to deal effectively with:
a) group goals 1.50 .51 1.51 1.51
b) organizational goals 1.61 .57 1.57 1.58
The ability to:
a) delegate decision making 1.60 1.56 .58 1.57
b) create a supportive work environment 1.41 1.42 1.42 1.42
¢) persuade and motivate subordinates 1.50 1.5 1.51 1.52
The ability to assess the groups present feelings and
future expectations about:
a) rewards 1.74 1.75 1.75 1.75
b) tasks 1.58 1.56 1.56 1.57
An understanding of the process of directing and
influencing the task-related activities of subordinates 11.63 l1.62 1.69% 1.65
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TABLE l--Continued

Size Educ. Age Population
Competencies Mean Mean Mean Mean
An understanding of your role in relation to: (5 (55) (55) (55)
a) executive manager 1.85 1.75 1.75 1.78
b) peer group 2.03 1.80 1.80 1.88
c) goals of the organizaticn 1.61 1.57 1.57 1.58
Control
The ability in the control function to:
a) measure progress toward a planned goal 1.61 .46 1.46 1.51
b) detect deviations from a planned goal 1.56 1.47 1.47 1.50
¢) take remedial action 1.56 1.40 1.40 1.45
d) assure that actual activities conform to
planned activities 1.76 1.49 1.49 1.58
An understanding of the factors that make control
necessary
a) complexity of the organization 2.01 1.98 l.98 1.99
b) resources 1.87 1.74 1.74 1.78
¢) delegation of authority 1.85 1.65 1.65 1.7
Budget Control
The ability to plan future performance based upon:
a) related expenditures 1.87 1.85 1.85 1.86
b) revenues 1.85 1.87 1.87 1.86
c) profits 1.94 1.98 1.98 1.97
An understanding of financial control methods including:
a) bread-even analysis 2.29 2.27 2.27 2.28
b) department cost effectiveness 1.98 1.96 1.96 1.%7
The ability to use control systems to:
a) monitor organizational functions 2.16 1.82 1.96 1.98
b) monitor organizational projects 2.14 1.94 1.94 2.01
The ability to develop cuidelines for:
a) developing managerial budgets 2.27 2.08 1.78 2.04
b) developing economic forecasts 2.56 2.32 2.32 2.40
Accounting
The ability to systematically:
a) summarize financial information 2.27 2.04 2.04 2.12
b) analyze financial information 2.14 1.84 1.84 1.94
The ability to interpret information about:
a) assets 2.30 2.21 2.21 2.24
b} liabilities 2.36 2.26 2.26 2.29
<) equity 2.43 2.23 2.23 2.30
An understanding of records relating to:
a) costs of materials acguired 1.61 1.56 1.64 1.60
b) labor costs incurred 1.43 1.50 1.45 1.46
c) operations cost (inventory cost) 1.67 1.54 1.69 1.63
An understanding of:
a) manufacturing costs 1.83 1.73 1.74 1.77
b) materials cost 1.87 1.7 1.71 1.76
c) labor costs 1.81 1.52 1.52 1.62
d) factory overhead 1.75 1.77 1.77 1.76
An understanding of the annual revort of a cormoration 2.32 2.29 2.29 2.30
Personnel and Staffing
An understanding of the management functiocn of:
a) placement 1.65 1.65 1.65 1.63
b) training 1.53 1.54 1.54 1.54
¢) development of organizational members 1.69 1.69 1.69 1.69
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TABLE l--Continued

. Size Educ. Age Population
Competencies “ean Mean Mean Mean
The ability to understand the implement factors (55) (55 (55) (55)
involved in staffing including:
a) employment 1.51 1.50 1.50 1.50
b) working conditions 1.46 1.46 1.46 1.46
c) training 1.49 1.49 1.49 1.49
d) industrial relations 1.65 1.64 1.65 1.66
The ability to analyze and submit plans for future
personnel needs of the organization 1.68 1.65 1.65 1.66
Labor Relations
An understanding of the management role during:
a) negotiations 1.91 1.85 1.85 1.87
b) strikes 1.95 1.91 1.91 1.92
c) relations with union representatives 1.97 1.33 1.93 1.94 .
An understanding of the major problems that confront
the collective bargaining process 1.89 1.88 1.88 1.88
Affirmative Action
The ability to establish and implement an affirmative
action program 1.74 1.74 1.74 1.74
An understanding of the rights of previously denied
groups of employees including:
a) employment 1.65 1.65 1.65 1.65
b) promotion 1.56 1.58 1.58 1.57
c) termination 1.61 1.63 1.63 1.62
The ability to develop policy statements 2.22 2.22 2.22 2.22

in Table 1. The following fourteen (14) competency categories
provide an analysis of these categories by population mean
scores. The areas by each of the fourteen (14) competency
categories were as follows: Communication, Motivation,
Electronic Data Processing, Quantitative Methods, Organization,
Planning, Organizing, Leading, Control, Budget Control,
Accounting, Personnel and Staffing, Labor Relations, and

Affirmative Action.
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Communication

Questions two (2) through eleven (11l) of the
competency items in the survey instrument (Appendix A) related
directly to the communication category. These questions were
designed to provide feedback on the importance of oral and
written communication to a curriculum for industrial middle
managers. Each item (2 through 11) in this category received
a population mean score of 1.77 or less (Shown in Table 1).
These means indicated that all items should be included in a

planned middle management curriculum.

Motivation

Eight (8) items (12 through 19) were included in the
survey instrument (Appendix A) to solicit responses concerning
the importance of motivation in middle management curriculum.
These guestions related to interpersonal skills and an under-
standing of behavior in an organization. Population mean
scores ranged from a high of 1.84 to a low of 1.53 (Shown in
Table 1). Each item in this category was determined to be
important for inclusion in a planned middle management

curriculum.

Electronic Data Processing

Questions twenty (20) through twenty-three (23) of
the competency items in the survev instrument (Appendix A)
related directly to the electronic data processing category.

These gquestions were designed to provide feedback on the
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importance of assimilation of information for planning and
control purposes. Each item (20 through 23) in this category
received a population mean score of 2.01 or less (Shown in
Table 1). These means indicated that all items should be

included in a planned middle management curriculum.

Quantitative Methods

Five (5) items (24 through 28) were included in the
survey instrument (Appendix A) to solicit responses concerning
the importance of guantitative methods in middle management
curriculum. These questions were concerned with the ability
to apply statistics in the manufacturing process and cost
projections in an organization. Pooulation mean scores ranged
from a high of 2.10 to a low of 1.70 (Shown in Table 1l). Each
item in this categorv was determined to be important for

inclusion in a olanned middle management curriculum.

Organization

Questions twenty-nine (29) through thirty-seven (37)
of the competency items in the survey instrument (Appendix A)
related directly to the organization category. These questions
were designed to provide feedback on the importance of the
ability to applv organizational philosophy in most leadership
functions. Each item (29 through 37) in this category received
a population mean score of 1.89 or less (Shown in Table 1).
The means indicated that all items should be included in a

prlanned middle management curriculum.
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Planning
Nine (9) items (28 through 46) were included in the

survey instrument (Appendix &) to solicit responses concerning
the importance of planning in middle management curriculum.
These questions related to understanding and establishing the
goals and objectives of an organization. Population mean
scores ranged from a high of 1.98 to a low of 1.30 (Shown in
Table 1). Each item in this category was determined to be
important for inclusion in a nlanned middle management

curriculun.

Organizing

Questions fortv-seven (47) through fifty-two (52) of
the competency items in the survev instrument (Appendix A)
related directly to the organizing category. These questions
were designed to provide feedback on the importance of
translating plans into structure for an industrial middle
management curriculum. Each item (47 through 52) in this
category received a population mean score of 1.76 or less
(Shown in Table 1). The means indicated that all items should

be included in a planned middle management curriculum.

Leading
Eleven (11) items (53 through 63) were included in

the survey instrument (Appendix A) to solicit responses con-
cerning the importance of leadership in middle management

curriculum. The gquestions related to directing and influencing
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the activities of subordinates. Population mean scores ranged
from a high of 1.88 to a low of 1.42 (Shown in Table 1). Each
item in this category was determined to be important for

inclusion in a planned middle management curriculum.

Control

Questions sixty-four (64) through seventy (70) of the
competency items in the survey instrument (Appendix A) related
directly to the control category. These questions were
designed to provide feedback on the importance of controlling
an organization's progress toward a planned goal. Each item
(64 through 70) in this category received a population mean
score of 1.99 or less (Shown in Table 1). The means indicated
that all items should be included in a planned middle manage-

ment curriculum.

Budget Control

Nine (9) items (71 through 79) were included in the
survey instrument (Appendix A) to solicit responses concerning
the importance of budget control in middle management cur-
riculum. These questions related to financial control systems
within an organization. Population mean scores ranged from a
high of 2.40 to a low of 1.86 (Shown in Table 1). Each item
in this category was determined to be important for inclusion

in a planned middle management curriculum.
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Accounting
Questions eighty (80) through ninety-three (93) of

the competency items in the survey instrument (Appendix A)
related directly to the accounting category. These questions
were designed to provide feedback on the importance of
analyzing and summarizing financial information. Each item
(80 through 93) in this category received a population mean
score of 2.30 or less (Shown iﬂ Table 1). The means indicated
that all items should be included in a planned middle manage-

ment curriculum.

Personnel and Staffing

Eight (8) items (94 through 101l) were included in the
survey instrument (Appendix A) to solicit responses concerning
the importance of motivation in middle management curriculum.
These questions related to an understanding of the factors
involved in staffing an organization. Population mean scores
ranged from a high of 1.69 to a low of 1.46 (Shown in Table 1).
Each item in this categorv was determined to be important for

inclusion in a planned middle management curriculum.

Labor Relations

Questions one hundred and two (102) through one hundred
and five (105) of the competency items in the survey instrument
(Appendix A) related directly to the labor relations category.
These questions were designed to provide feedback on the

importance of the bargaining process to a curriculum for



55
industrial middle managers. Each item (102 through 105) in
this category received a population mean score of 1.94 or less
(Shown in Table 1). The means indicated that all items should

be included in a planned middle management curriculum.

Affirmative Action

Five (5) items (106 through 110) were included in the
survey instrument (Appendix A) to solicit responses concerning
the importance of affirmative action in middle management
curriculum. These questions related to the rights of employees
within an organization. Population mean scores ranged from a
high of 2.22 to a low of 1.57 (Shown in Table 1). Each item
in this category was determined to be important for inclusion

in a plianned middle management curriculum.

Question I

The gquestion to be answered was, "Is there a difference
in competency based junior college curriculum requirements as
verceived by responding industrial middle managers grouped
according to the size of the firm in the Oklahoma City Standarxd
Metropolitan Statistical Area?"

In order to answer this question, it was necessary to
analyze the means of average ratings by firm size classifi-
cations (Shown in Table 1). The majority of the guestions in
the data collection instrument received a very important or a
moderately important response with all items (competencies)

having received mean ratings of two-point-five (2.5) or less.
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The data indicated that each item (competency) should be
included in a planned middle management curriculum.

The category of competency headings were used in
Table 2, page 57, to succinctly present the responses by the
size of the firm. Although mean scores indicated differences
existed, these differences were not significant enough to
warrant a change in course descriptions according to the size

of the firm.

Question II

The question to be answered was, "Is there a difference
in competency based junior college curriculum requirements as
perceived by resvonding industrial middle managers grouped
according to the educational level of the respondent in the
Oklahoma City Standard Metropolitan Statistical Area?"

In order to answer this question, it was necessary to
analyze the means of average ratings by the educational level
of the respondent (Shown in Table l). The majority of the
questions in the data collection instrument received a very
important or moderately important response with all items
(competencies) having received mean ratings of two-point-five
(2.5) or less. The data indicated that each item (competency)
should be included in a planned middle management curriculum.

The category of competency headings were used in
Table 3, page 58, to succinctly present the responses by the
educational level of the respondent. Although mean scores

indicated differences existed, these differences were not
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TABLE 2

COMPETENCIES BY THE SIZE OF THE FIRM

|

Small Medium Large

Size Firms Firms Firms Mean

Categories of
Competency

Communication 1.45 1.53 1.55 1.51
Motivation 1.78 1.77 1.50 1.§8
Electronic Data
Processing 2.11 1.72 2.25 2.03
Quantitative
Methods 1.96 1.66 2.00 1.87
Organization 1.70 1.55 1.78 1.68
Planning 1.78 1.48 1.67 1.64
Organizing 1.48 1.53 1.42 1.48
Leading 1.69 1.50 1.77 1.65
Control 1.85 1.63 1.57 1.68
Budget Control 2.24 1.86 2.17 2.09
Accounting 2.08 1.75 2.14 1.99
Personnel 1.68 1.48 1.86 1.67
Labor Relations 2.01 1.73 2.25 2.00
Affirmative Action 1.93 1.51 1.50 1.65
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TABLE 3

LEVEL OF THE RESPONDENT

High Sch. Some College Adv.

Education Grad. College Degree Degree Mean

Categories of
Competency

Communication 1.43 1.45 1.46 1.44 1.45
Motivation 1.18 1.59 1.80 1.72 1.57
Electronic Data
Processing 1.57 1.83 1.84 1.81 1.76
Quantitative
Methods 1.59 1.85 1.88 1.85 1.79
Organization 1.33 1.52 1.75 1.69 1.57
Planning 1.41 1.57 1.79 1.42 1.55
Organizing 1.44 1.38 1.65 1.26 1.43
Leading 1.48 1.51 1.67 1.49 1.54
Control '1.44 1.51 1.67 1.47 1.52
Budget Control 1.82 1.98 2.23 1.98 2.00
Accounting 1.63 1.94 1.86 1.88 1.83
Personnel 1.35 1.44 1.76 1.53 1.52
Labor Relations 1.80 1.69 2.00 2.15 1.91
Affirmative
Action 1.31 1.61 2.07 1.78 1.69
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significant enough to warrant a change in course descriptions

according to the educational level of the respondent.

Question III

The question to be answered was, "Is there a difference
in competency based junior college curriculum regquirements as
perceived by responding industrial middle managers grouped
according to the age of the respondent in the Oklahoma City
Standard Metropolitan Statistical Area?"

In order to answer this guestion, it was necessary to
analyze the means of average ratings by the age of the
respondent (Shown in Table 1l). The majority of the questions
in the data collection instrument received a very important
or moderately important response with all items (competencies)
having received mean ratings of two-point-five (2.5) or less.
The data indicated that each item (competency) should be
included in a planned middle management curriculum.

The category of competency headings were used in
Table 4, page 60, to succinctly present the responses by the
age of the respondent. Although mean scores indicated dif-
ferences existed, these differences were not significant
enough to warrant a change in course descriptions according

to the age of the respondent.

Question IV

The question to be answered was, "Do catalogs from

local junior colleges present course descriptions which could
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TABLE 4

COMPETENCIES BY THE AGE OF THE RESPONDENT

19 25 35
to to to Over

Age 24 34 44 45 Mean

Categories of
Competency

Communication 1.33 1.46 1.45 1.37 1.40
Motivation 1.10 1.80 1.56 1.76 1.56
Electronic Data
Processing 1.46 1.83 1.96 1.42 1.67
Quantitative
Methods 1.53 2.05 1.72 1.55 1.71
Organization 1.55 1.73 1.51 1.66 1.61
Planning 1.52 1.63 1.53 1.63 1.58
Organizing 1.50 1.56 1.42 1.47 1.49
Leading 1.48 1.69 1l.46 1.80 1.61
Control 1.57 1.63 1.52 1.77 1.62
Budget Control 1.85 2.12 1.98 2.03 2.00
Accounting 1.59 1.86 1.81 1.93 1.80
Personnel 1.52 1.56 1.45 1.84 1.59
Labor Relations 1.08 1.82 1.83 2.37 1.78
Affirmative

Action .84 1.92 1.73 1.76 1.56
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implement the competency based materials as perceived by
survey respondents2"

The course descriptions found in the official catalogs
for the junior colleges located in the Oklahoma City metro-
politan area, did not implement the competency based materials
as perceived by survey respondents. Some course descriptions
included competencies demanded by survey respondents. These
synthesized course descriptions were listed in Exhibit 1, page
65. The data in Table 5, page 75, provided a list of those
competencies that were not included in current course offerings.

In order to verify the reliability of competency
categories, each category was compared with all other compe-
tency categories (shown in Table 4A). By comparing Pearson
Correlation Coefficients for each competency category with
alpha scores for each competency category a matrix was developed

to show the degree of relationship or correlationship.

Summary

This Chapter has provided an analysis and inter-
pretation of the data needed for identification of curriculum
requirements for a planned curriculum for an industrial middle
management program. These competencies were identified by
using a computer program designed to crosstabulate each
guestionnaire response (Shown in Appendix B). Each item
(competency) on the questionnaire that received a population
mean rating below two-point-five (2.5) should be included in

a planned middle management curriculum.



62

The data in Table 1, page 46, identified curriculum
requirements for a comprehensive industrial middle management
program in the Oklahoma City metropolitan area. This infor-
mation was then presented in fourteen (14) competency cate-
gories. The data in Table 2, page 57, offered a succinct
presentation of survey responses according to the size of the
firm. The data in Table 3, page 58, offered a succinct pre-
sentation of survey responses according to the educational
level of the respondent. The data in Table 4, page 60, offered
a succinct presentation of survey responses according to the
educational level of the respondent. The data in Table 4,
page 60, offered a succinct presentation of survey responses
according to the age of the respondent.

According to the data in Tables 1, 2, 3, and 4, each
mean represented the mean of scores for all items included in
each categorv. The means for categories were used to answer
the four questions. The major results of this analysis was
presented in the following chapter. Also included in Chapter

V was the development of a proposed middle management curriculum.



CHAPTER V

ANALYSIS OF COMPETENCY DATA AND DEVELOPMENT

OF MIDDLE MANAGEMENT CURRICULUM

Introduction

In this study, data has been collected from industrial
middle managers to provide knowledge essential for developing
a competency based curriculum for industrial middle managers
in the Oklazhoma City Standard Metropolitan Statistical Area.
In this chapter, the competency data obtained from industrial
middle managers will be used to develop a competency based
curriculum for use at the junior college level in the Oklahoma

City metropolitan area.

Analysis of Catalog Data

Official catalogs containing middle management courses
were collected from the junior colleges in the Oklahoma City
metropolitan area. A thorough study was made of the middle
management course descriptions found in these official catalogs.
An analysis was made of the course descriptions to determine which
competencies were included in current course offerings. A complete
list of all metropolitan area middle management programs and
course descriptions can be found in Appendix D. At the time

the analysis was being made, a course description was prepared
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for each course which contained all of the factors found in the
official catalogs. These course titles and deggriptions were
presented in Exhibit 1. The descriptions in Exhibit 1 make it
clear that all competencies needed by industrial middle managers
in the Oklahoma City area were not included in these courses.

Comparison of Course Descriptions
and Competency Data

The next step in the process of comparing course des-
criptions with the competencies analyzed from the guestionnaire
completed and returned by the respondents was to explain the
competencies in each of the fourteen (14) categories. 1In the
explanation for each category, statements were presented to
explain which competencies were included in present course
offerings, which competencies were not included, and which
competencies were given cursory treatment.

The fourteen (14) categories used to group competencies
were: Communications, Motivation, Electronic Data Processing,
Quantitative Methods, Organization, Planning, Organizing,
Leading, Control, Budget Control, Accounting, Personnel Staffing,
Labor Relations, and Affirmative Action. Following the expla-
nation for each of the fourteen (14) categories, Table 5 was
included which graphically presented in summary format the com—

petencies included and not included in present course offerings.
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EXHIBIT 1

SYNTHESIZED COURSE DESCRIPTIONS FROM OFFICIAL
JUNIOR COLLEGE CATALOGS IN THE OKLAHOMA CITY

STANDARD METROPOLITAM STATISTICAL AREA

Business Communications

This course was designed to aid students in developing
proficiency in business writing. The student will be able to
effectively write letters, memos, and reports.

Mid-Management Seminar

This course was designed to use projects and discussion
to integrate classroom training with work experience. The
student develops problem solving skills by using case problems
and group simulations.

Supervisory Training

This course utilizes role playing and video taping
exercises to help the student deal effectively with situations
that may be encountered in the work place.

Principles of Management

This course examines the development of sound management
systems. These systems were developed from the basic management
functions including planning, organizing, leading, and controlling.

Accounting I

This course was designed to help the student develop a
basic understanding of double entry bookkeeping, the ability to
work with journals and ledgers, and an understanding of the
balance sheet and income statement.

Accounting II

This course was designed to develop the ability to
utilize accounting concepts for partnerships and corporation
accounting. The student will also develop a basic understanding
of cash flow and tax accounting.

Personnel Management

This course was designed to study the principles and
techniques of management in the development of personnel. The
course surveys the procurement, development, compensation,
intergration and maintenance of personnel.
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Communications

There were 10 items under the Communication Category
on the data collection instrument which the respondents were
asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1l.) The result of the comparisons indi-
cated that the competencies numbered 5 through 11 were not
included in the content of the current course offerings.
Table 5 contains the results of this comparison for the com-
munication category. This analvsis indicated a need for
additional course content in the communications category.

Competencies numbered 2, 3 and 4 were given survey
treatment as part of the Business Communications course

(Exhibit 1).

Motivation

There were nine (9) items under the Motivation Category
on the data collection instrument which the respondents were
asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated
that the competencies numbered twelve (12) through sixteen (16)

were not included in the content of the current course offerings.



COMPETENCIES INCLUDED/NOT INCLUDED IN CURRENT COURSES

TABLE 5

Items Included in Current
Course Offerings

Names of No Reference
Category Courses Part of Separate of Treatment
for Listed in Course Course In Catalog
Competency Catalogs (Survey Treatment) (Indepth Treatment) Course
Communication Business 2,3,4 5,6,7,8,9,
Communications 10,11
Mid-Management 13,17,18,19 12,13,14,15,
Service 16
Motivation Supervisory 17,18,19 12,13,14,15,
Training 16
Electronic 20,21,22,23
Data
Processing
Quantitative 24,25,26,27,
Methods 28
Principles of 29,30 31,32,33,34,
Management 35,36,37
Mid~-Management 29,30,31 32,33,34,35,
Organization Seminar 36,37
Supervisory 29,30,31 32,33,34,35,
Training 36,39
Planning Principles of 41,42,43 38,39,40,44

Management

45,46

IA)



TABLE 5--Continued

Items Included in Current
Course Offerings

Names of No Reference
Category Courses Part of Separate of Treatment
For Listed in Course Course In Catalog
Competency Catalogs (Survey Treatment) (Indepth Treatment) Course
Organizing Principles of 47,48,49 50,51,52
Management
Mid-Management 60,61,62,63 53,54,55,56,
Leading Seminar 57,58,59
Principles of 60,61,62,63 53,54,55,56,
Management 57,58,59
Control Principles of 68,69 64,65,66,67,
Management 70
Budget Control 71,72,73,174,
75,76,77,78,79
Accounting I 80,81,82,83,84,85, 89,90,91,92,
86,87,88 93
Accounting Accounting II  80,81,82,83,84,85, 89,90,91,92,
86,87,88 93
Personnel Personnel 94,95,96 97,98,99,100,
Staffing Management 101
Labor Relations Introduction To 102,103,104,
Industrial 105
Management
Affirmative 106,107,108,
Action 109,110

89
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Table 5 contained the results of the comparison for the

motivation category. This analysis indicated a need for

additional course content in the motivation category.
Competencies numbered seventeen (17), eighteen (18) and

nineteen (19) were given survey treatment as part of the

Supervisory Training Course. Competencies numbered thirteen (13),

seventeen (17), eighteen (18) and nineteen (19) were given

survey treatment as part of the Mid-Management Seminar (Exhibit 1).

Electronic Data Processing

There were four (4) items under the Electronic Data
Processing Category on the data collection instrument which the
respondents were asked to rate according to their relative value
for a middle manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated
that the competencies numbered twenty (20) through twenty-
three (23) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the Electronic Data Processing Category. This
analysis indicated a need for additional course content in the

Electronic Data Processing category.

Quantitative Methods

There were five (5) items under the Quantitative

Methods Category on the data collection instrument which the
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respondents were asked to rate according to their relative
value for a middle manager.

The competencies demanded by the survey respondents
vere compared with the items listed in the course descriotions.
(See Exhibit 1.) The result of the comparisons indicated
that the competencies numbered twenty-four (24) throuch
twenty-eight (28) were not included in the content of the
current course offerings. Table 5 contained the results of this
comparison for the Quantitative Methods category. This analysis
indicated a need for additional course content in the Quanti-

tative Methods Category.

Organizational

There were nine (9) items under the Organizational
Category on the data collection instrument which the respondents
were asked-to rate according to their relative value for a
middle manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1l.) The result of the comparisons indicated
that the competencies numbered thirty-two (32) through
thirty-seven (37) were not included in the content of the cur-
rent course offerings. Table 5 contained the results of this
comparison for the Organizational category. This analysis
indicated a need for additional course content in the

Organizational Category.
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Competencies numbered twenty-nine (29), thirty (30),
and thirty-one (31) were given surveyv treatment as part of the
mid-management seminar, and the supervisory training course.
Competencies numbered twenty-nine (29) and thirty (30) were
given survey treatment as part of the Principles of Management

course.

Planning

There were nine (9) items under the Planning Category
on the data collection instrument which the respondents were
asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survev respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered thirty-eight (38), thirty-nine (39)
and forty (40) through fortyv-four (44), forty-five (45) and
forty-six (46) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the Planning Category. This analysis indicated
a need for additional course content in the planning category.

Competencies numbered forty-one (41), forty-two (42)
and forty-three (43) were given survey treatment as part of

the Principles of Management course.

Organizing

There were six (6) items under the Organizing Category

on the data collection instrument which the respondents were
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asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered fifty (50), fiftv-one (51) and
fifty-two (52) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the Organizing Category. This analysis indicated
a need for additional course content in the Organizing Category.

Competencies numbered forty-seven (47), forty-eight (48)
and forty-nine (49) were given survey treatment as vart of the

Principles of Management course (Exhibit 1).

Leading

There were eleven (ll) items under the Leading Category
on the data collection instrument which the respondents were
asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1l.) The result of the comparisons indicated
that the competencies numbered fifty-three (53) through fifty-
nine (59) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the Leading Category. This analysis indicated a

need for additional course content in the Leading Category.
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Competencies numbered sixty (60) through sixty-three
(63) were given survey treatment as part of the mid-management
seminar course and the Principles of Management course

(Exhibit 1).

Control

There were seven (7) items under the Control Category
on the data collection instrument which the respondents were
asked to rate according to their relative value for a middle
manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered sixty-four (64) through sixty-seven
{67) and seventy (70) were not included in the content of the
current course offerings. Table 5 contained the results of
this comparison for the Control Category. This analysis indi-
cated a need for additional course content in the Control
Category.

Competencies numbered sixty-eight (68) and sixty-nine
(69) were given survey treatment as part of the Principles of

Management course (Exhibit 1).

Budget Control

There were nine (9) items under the Budget Control

Category on the data collection instrument which the respondents

were asked to rate according to their relative value for a

middle manager.
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The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered seventy-one (71) through seventy-
nine (79) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the budget control category. This analysis
indicated a need for additional course content in the Budget

Control Categorv.

Accounting

There were fourteen (14) items under the Accounting
Category on the data collection instrument which the
respondents were asked to rate according to their relative
value for a middle manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The results of the comparisons indicated
that the competencies numbered eighty—nine (89) through ninety-
three (93) were not included in the content of the current
course offerings. Table 5 contained the results of this com-
parison for the Accounting Category. This analysis indicated
a need for additional course content in the Accounting Category.

Competencies numbered eighty (80) through eighty-eight
(88) were given survey treatment as part of the Accounting I

and Accounting II courses.
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Personnel Management

There were eight (8) items under the Personnel
Management Category on the data collection instrument which
the respondents were asked to rate according to their relative
value for a middle manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
{See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered ninety-seven (97) through one
hundred one (10l1) were not included in the content of the
current course offerings. Table 5 contained the results of
this comparison for the Personnel Management Category. This
analvsis indicated a need for additional course content in
the Personnel Management Category.

Competencies numbered ninety-four (94), ninety-five
(95) and ninety-six (96) were given survey treatment as part

of the Personnel Management course (Exhibit 1).

Labor Relations

There were four (4) items under the Labor Relations
Category on the data collection instrument which the respon-
dents were asked to rate according to their relative value
for a middle manager.

The competencies demanded by the survey respondent
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that

the competencies numbered one hundred two (102) through one
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hundred five (105) were not included in the content of the
current course offerings. Table 5 contains the results of
this comparison for the Labor Relations Category. This

analysis indicated a need for additional course content in

the Labor Relations Category.

Affirmative Action

There were 5 items under the Affirmative Action
Category on the data collection instrument which the
respondents were asked to rate according to their relative
value for a middle manager.

The competencies demanded by the survey respondents
were compared with the items listed in the course descriptions.
(See Exhibit 1.) The result of the comparisons indicated that
the competencies numbered one hundred six (106) through one
hundred ten (110) were not included in the content of the
current course offerings. Table 5 contained the results of
this comparison for the Affirmative Action Category. This
analysis indicated a need for additional course content in the

Affirmative Action Category.

Summary of Competencies

To assist the reader in making references regarding
individual competencies and whether or not the individual
competencies were included in present course offerings, Table
5 was prepared. In Table 5, columns were headed which include

categories of competencies, course titles, competencies given

treatment in present course offerings, and competencies not

included in present course offerings.



77

Courses Needed

As this researéh project has progressed since the
data were collected from the industrial managers, evidence
has been developed and presented which indicated a lag or
discrepancy existed between present course offerings and the com-
petencies needed by prospective industrial middle managers. It
was necessary, therefore, to take another step in the analysis
of needed competencies and course offerings and develop a
model offering a solution for the discrepancy between offered
competencies and needed competencies. There was no evidence
to support courses for each competency or each category of
competencies.

It was necessary in the development of the projected
courses to group related categories and the competencies
included therein in order to keep to a minimum the number of
proposed courses. Categories were grouped as follows:

1. Comnmunication, Organization, and Motivation, were
combined to be included in an area called Organ-
izational Behavior.

2. Electronic Data Processing and Quantitative Methods
were combined to be included in an area called
Industrial Quantitative Tools.

3. Planning, Organizing, Leading and Control were
combined in an area which was labeled Industrial

Management Processes.

4. Budget Control and Accounting were combined to
form the area called Industrial Accounting.

5. Personnel and Staffing were combined to form the
area Human Resources Development.
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6. Affi;mative Action and Labor Relations were
combined to form an area entitled Industrial
Employee Relations.
The rationale for the utilization of the categories
was found in the relationship of materials explained in the
review of related literature. A synthesis of these categories

with related competencies and the proposed course titles were

included in Table 6.

TABLE 6

SUGGESTED ADDITIONAL COURSES FOR
OXLAHOMA CITY AREA JUNIOR COLLEGES

Competencies
Categories . Not Included Proposed
for in Current Course Course
Competencies Offerings Title
Communications 5,6,7,8,9,10,11, Organizational
Motivation 12,14,15,16, 31, Behavior
Organization 32,33,34,35,36,37
Electronic Data 20,21,22,23,24, Industrial
Processing 25,26,27,28 Quantative
Quantitative Methods Tools

Planning 38,39,40,44,45, Industrial
Organizing 46,50,51,52,53, Management
Leading 54,55,56,57,58, Process
Control 59,64,65,66,67,

70
Budget Control 71,72,73,74,75, Industrial
Accounting 76,77,78,79,89, Accounting

90,91,92,93

Personnel & Staffing 97,98,99,100,101 Human Resources
Development
Affirmative Action 102,103,104,105, Industrial
Labor Pelations 106,107,108,109, Emplovee
110 Relations
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Competencies Included in Proposed Courses

To assist the reader in understanding the proposed
courses and their relationship to the data collected in this
research project, six tables were prepared and presented.

A table was prepared for each proposed course with the following
types of information: Name of the proposed course; compe-
tencies the respondents rated as important to the development

of industrial middle managers; and the proposed description.
These tables illustrate that the proposed courses would

satisfy the requirements not satisfied in present course

offerings.
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TABLE 7

PROPOSED COURSE FOR ORGANIZATIONAL BEHAVIOR

Competencies to be included were: Competency
Number

The ability to effectively communicate orally to:

a. individuals 5

b. small groups 6
The ability to communicate:

a. work plans 7

b. work schedule 8

c. orders 9

d. 1instructions 10

e. directions 11
An understanding of specific guidelines for effectively

motivating subordinates 12
The ability to use interpersonal skills effectively 13
An understanding of how behavior is:

a. energized 14

b. directed 15

c. sustained 16
An understanding of the gcals and objectives of the

organization 31
The ability to establish departmental goals that are

compatible with corporate goals 32
An understanding of the major components of organ-

ization:

a. authority structure 33

b. division of labor 34

c. mechanisms of coordination (processes) 35

d. economic measures of performance 36
The ability to apply the organizational philosophy

in all leadership functions 37

Oréanizational Behavior

This course was designed to provide an in-depth treat-
ment of communication, motivation and organization processes.
Emphasis will involve organizational development, techniques
necessary to develop individuals, small group goal settings,
decision making and work autonomy. Organizational and
leadership styles will be developed and applied to furnish the
student with skills necessary to synthesize individual and
organizational goals.
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TABLE 8

PROPOSED COURSE FOR INDUSTRIAL QUANTITATIVE TOOLS

Competencies to be included were: Competency
Number

The ability to assimilate information for strategic

planning (for upper management) 20
The ability to use detailed internal information

for operational control 21
The ability to assimilate information for:

a. operational control 22

b. departmental control 23

Quantitative Methods

The ability to collect and analvze data for
managerial decision making 24

The ability to utilize statistical computations

for:

a. cost effectiveness 25
b. cost projections 26
c. managerial decisions 27

The ability to apply statistics in the
manufacturing process 28

Industrial Quantitative Tools

This course will provide the student with sufficient
knowledge of data gathering techniques to assimilate infor-
mation for managerial decision making.
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TABLE 9

PROPOSED COURSE FOR INDUSTRIAL MANAGEMENT PROCESS

Competencies to be included were: Competency
Number

The ability to decide:
a. what future resources the organization will

need 38
b. how these resources will be allocated 39
c. what alternative courses of action are
available 40
The ability to use existing resources to accomplish
departmental goals 44
The ability to plan:
a. short-range goals 45
b. long-range goals 46

The ability to organize people and insure that
institutional goals are fulfilled 50

The ability to translate plans into a structure of
tasks and authority (at the department level) 51

The ability to integrate the objectives of the
separate units of an organization in order to

efficientlv achieve stated goals 52
The ability to deal effectively with:

a. group goals 53

b. organizational goals 54
The ability to:

a. delegate decision making 55

b. create a supportive work environment 56

c. Persuade and motivate subordinates 57

The ability to assess the groups present feelings
and future expectations about:

a. rewards 58

b. tasks 59
The ability in the control function to:

a. measure progress toward a planned goal 64

b. detect deviations from a planned goal 65

c. take remedial action 66

d. assure that actual activities conform to
planned activities 67
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TABLE 9--Continued

Competencies to be included were: Competency
Number

An understanding of the factors that make control
necessary; including delegation of authority 70

Industrial Management Process

This course is designed to apply relationships to the
management functions of planning, organizing, leading and
control. Emphasis will be placed on a system approach,
enabling students to apply the functions for efficient
utilization of physical and human resources.
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TABLE 10

PROPOSED COURSE FOR INDUSTRIAL ACCOUNTING

Competencies to be included were:

The ability to plan future performance based
upon:
a. related expenditures
b. revenues
c. profits

An understanding of financial control methods
including:
a. break-even analysis
b. departmental cost effectiveness

The ability to use control systems to:
a. monitor organizational functions
b. monitor organizational projects

The ability to develop guidelines for:
a. developing managerial budgets
b. developing economic forecasts

An understanding of:
a. manufacturing costs
b. materials cost
c. 1labor costs
d. factory overhead

An understanding of the annual report of a
corporation

Industrial Accounting

Competency‘
Number

71
72
73

74
75

76
77

78
79

89
90
91
92

93

This course is designed to provide an in-depth treatment
of organizational budgets. Emphasis will be placed on the
development of departmental forecasts, cost effectiveness and
plant and equipment overhead. Treatment will be given to
manufacturing accounting, enabling the student to analyvze and

interpret corporation financial reports.
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TABLE 11

PROPOSED COURSE FOR HUMAN RESOURCE DEVELOPMENT

Competencies to be included were: Competency
Number
The ability to understand and implement factors
involved in staffing including:

a. employment 97
b. working conditions %8
c. training 99
d. industrial relations 100

The ability to analyze and submit plans for future
personnel needs of the organization 101

Human Resource Development

This course is designed to provide the student with
personnel development techniques. Emphasis will be placed on
present and future subordinate characteristics in personnel
research and development.
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TABLE 12

PROPOSED COURSE FOR INDUSTRIAL EMPLOYEE RELATIONS

Competencies to be included were: Competency
Number

Labor Relations

An understanding of the management role during:

a. negotiations 102
b. strikes 103
c. relations with union representatives 104

An understanding of the major problems that
confront the collective bargaining process 105

Affirmative Action

The ability to establish and implement an
affirmative action program 106

An understanding of the rights of previously
denied groups of employees including:

a. employment 107
b. promotion 108
c. termination 109
The ability to develop policy statements 110

Industrial Emplovee Relations

This course will provide the student with an overview of
the management role with regards to the industrial relations
process. Emphasis will be placed on collective bargaining
and planning programs of action involving employee termination
and promotion.
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Composite of Course Descriptions Containing
Competencies Demanded by Survey Respondents

Prepared course descriptions were developed utilizing
the responses by industrial middle managers to competencies
listed on the guestionnaire. These proposed course descrip-
tions contain the competencies not included in current course
offerings. The composite of proposed course descriptions were

presented in Exhibit 2.

Summagx

This chapter has provided a comparison of competency
data for the development of a proposed middle management cur-
riculum. Exhibit 1 contained course descriptions that were
developed by synthesizing the course descriptions found in
junior college bulletins within the Oklahoma City metropolitan
area.

The next step was a comparison of synthesized course
descriptions with competencies demanded by survey respondents.
This information is graphically presented in Table 5. Compe-
tencies not included in current catalog listings were grouped
into related areas. (See Table 6.)

Courses needed were developed from information supplied
by survey respondents. Those competencies not included in
current course offerings were listed in Tables 7 through 12.
These competencies were developed into course descriptions for

an industrial middle management curriculum.
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The major results and conclusions of this analysis were
presented in the following chapter. Also included in Chapter VI
was a summary of major findings, conclusions and recommendations

for further research.
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EXHIBIT 2

SUMMARY OF PROPOSED COURSES AND DESCRIPTIONS

Organizational Behavior

This course is designed to provide an in-depth treat-
ment of communication, motivation and organization
processes. Emphasis will involve organizational develop-
ment, techniques necessary to develop individuals, small
group goal settings, decision making and work autonomy.
Organizational and leadership styles will be developed
and applied to furnish the student with skills necessary
to synthesize individual and organizational goals.

Industrial Quantitative Tools

This course will provide the student with sufficient
knowledge of data gathering techniques to assimilate
information for managerial decision making.

Industrial Management Process

This course is designed to apply relationships to the
management functions of planning, organizing, leading and
control. Emphasis will be placed on a system approach,
enabling students to apply the functions for efficient
utilization of phyvsical and human resources.

Industrial Accounting

This course is designed to provide an in-depth treat-
ment of organizational budgets. Emphasis will be placed
on the development of departmental forecasts, cost
effectiveness and plant and equipment overhead. Treatment
will be given to manufacturing accounting, enabling the
student to analvze and interpret corporation £f£inancial
reports.

Human Resource Development

This course is designed to provide the student with
personnel development techniques. Emphasis will be placed
on present and future subordinate characteristics in per-
sonnel research and development.

Industrial Emplovee Relations

This course will provide the student with an overview
of the management role with regards to the industrial
relations process. Emphasis will be placed on collective
bargaining and planning programs of action involving
employee termination and promotion.




CHAPTER VI

SUMMARY , FINDINGS, CONCLUSIONS,

AND RECOMMENDATIONS

Introduction

This study was conducted to determine the competencies
for middle managers as perceived by middle managers in
industrial firms within the Oklahoma City Standard Metropolitan
Statistical Area. This was accomplished by (1) deter-
mining the competencies necessary for success as a middle
manager, (2) determining the effect of the company size on the
competencies necessary for success as a middle manager,

(3) determining the effect the educational level of the
respondent has on the competencies necessary for success as

a middle manager, (4) determining the effect the age of the
respondent has on the competencies necessary for success as a
middle manager.

An analysis of information from a review of the liter-
ature produced data relating to existing programs in middle
management training. This review revealed a large number of
variations in curriculum courses and programs. Although many
reports concerned themselves with the effect of rapid tech-
nological change on current and prospective managers, none

offered positive solutions.

90
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The procedure in the study included the development
of an instrument which provided a framework for determining
the competencies necessary for success as a middle manager
in the Oklahoma City Standard Metropolitan Statistical Area.

Eighty (80) firms with four (4) different size class-
ifications were used as the population of this study. These
firms were chosen because they were the total population of
manufacturing industries in the five (5) counties within the
Oklahoma City Standard Metropolitan Statistical Area, with
a minimum of one hundred (100) emplovees. The firms were
stratified according to the size of the firm to determine
possible differences in curriculum needs of middle managers
in the Oklahoma City area junior colleges.

The questionnaire utilized as the major data
collection instrument was arranged by categories and used the
Likert method of summated ratings. The data collection
instrument was distributed to eighty (80) industrial firms by
mail. A total of fifty-five (55) completed questionnaires
were returned which represented a sixty-nine percent (69%)
response.

Analysis and interpretation of the data collected was
through the use of mean ratings for each question. Any question
which received a mean rating of the respondents of two-point-
five (2.35) or more was considered to be unimportant for the
development of a planned industrial middle management

curriculum.
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Curriculum requirements were identified from the
information collected from survey respondents. This infor-
mation was used to develop a comprehensive industrial middle
management vrogram in the Oklahoma City metropolitan area.

This information was then arranged in fourteen (14) categories.

Findings

Tabulations of the data were prepared to give the mean
of the average ratings by the size of the firm, the mean of
the average ratings by the educational level of the respondent,
and the mean of the average ratings by the age of the
respondent, identified curriculum requirements for a planned
industrial middle management curriculum for the Oklahoma City
Standard Metropolitan Statistical Area. Of the 109 gquestions
on the survey instrument, 100 percent has a mean below a two-
point-five (2.5). According to selection criteria, each
competency should be a part of the planned industrial middle
management curriculum.

Presentations of survey responses according to
the size of the firm, and the age and educational level of
the respondents were given to show the competencies necessary
for success as a middle manager.

Course descriptions were developed for each course
being offered in Oklahoma City area junior colleges. These
course descriptions were analyzed according to the competencies
demanded by survey respondents. Proposed course descriptions

were developed using the information from respondents. These
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proposed course descriptions were prepared from responses to
survey instrument items. Each course description contained
pertinent competencies as recommended by survey respondents.
Therefore, the composite of the courses recommended for the
industrial middle management program included all competencies
rated as important by survey respondents.

The findings of this study have led to the following:

1. Junior college cocurses designed for middle
managers in the Oklahoma City metropolitan
area lack relevancy for current and
prospective middle managers.

2. Additional courses should be designed that
are applicable to the geographic area studied.
Courses should include competencies demanded
by management of the industrial organizations
in the geographic area served.

3. Survey respondents were cognizant of their
curriculum needs, and showed a willingness to
cooperate with educators by identifying
criteria needs in the development of an
industrial middle management curriculum.

4. Middle Management competencies may vary
according to the size of the firm. This
should have a bearing on planning a curri-
culum for the geographic area involved.

Recommendations for Further Research

The suggestions for further research were:

1. Studies should be conducted to assess the
curricular needs of junior college middle
management programs in other metropolitan
areas.

2. Follow-up studies of former students who
are identified as industrial middle managers
should be conducted so that an effective
evaluation can be made of the curricular
offerings.



3.

94

A study of governmental middle management
curricular offerings should be undertaken
using as many of the pertinent competencies
from this study as possible.

Design and implement a longitudinal study of
middle management personnel in order to eval-
uate curricular offerings at Oklahoma City
area junior colleges.

Conduct a study to determine if there are
special curricular needs for women who plan
to enter industrial middle management.
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Exhibit 1

7777 South May Avenue
Oklahoma City, OK 73159
January 24, 1979

Dear Sir:

An important research study is presently being conducted
in the Oklahoma City Metropolitan area. This study is designed
to determine the "competencies" needed by middle-managers.

Your business has been selected as one of the larger manufac-
turing plants to participate in this study.

The need for this research study has been brought about by
the need for updating and improving the curriculum in area
junior colleges. It is an attempt to gain input from leaders
in industzrv.

I am sure there will be some questions for which you will
not have available information, but I will be grateful for any
information you mav send me. Please complete the enclosed
guestionnaire and return it in the enclosed stamped envelope
as soon as possible.

Sincerely, -

Charles Clark

Enclosure: Questionnaire
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QUESTIONNAIRE - CURRICULUM 2ESESRCH
This column fFor
anaiysis cnly
3ackaround information 1.

{ } Executive Manager ( ) Middle Manager

Zducational 3ackground of Respondent:

High School Graduate ( ) Advanced Degree ( )
Attanded College but did not Specialized training 2t Instituticn
graduate {( ) ather than Callege (
College Graduatz ( ) None of these ( )
fge of Respondent: 19 - 24 ( ) 45 - 8¢ ()
25«24 ( ) 35 and over ( )
’-4( )

Sresent number of middie management perscnnel
Projactad need for middle management perscnnel by 1935 .

NOTE: A1l questions should be intarpretad according o the role of an
effactive manager in your organization.

Zvaluate the imporzance of each cocmpetancy itam according to the needs of an
efficient midd]e-manager within your organization. Use the Tollowing scale
when making your analysis. .

COMPETENCIES TU 8E DEVELOPSD THROUGH THE FORMAL SDUCATICMAL PROCESS

Pleasa circle one number for each question as folleows: [T the nparsicular
ccmpetancy is very important, circle the 1; moderataly important, cirgia 2;
slightly important, circle 3; unimporsant, circle 43 if you Feel that the
ski1l should be developed ¢n the job, circle 3.

Communication

The ability to effectively writa: .
a) letters 1232¢53 2.
b) mems 12343 3.
¢) regorts 723433 £

The abiiity o effectively communicate orzlly to:
a) indfviduals 123453 z.
b) small aroups 122453 R
¢} Tlarge groups 12345 7.

" The ability to communicate:

a) work plans 123458 3.
b) work schedule 12343 s.
c) orders 123315 1¢C.
d) instructions 12345 11.
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e) directicr 12345 12.
The ability to transmit informaticn:

a) marually 12345 13.

b) elecmremically 12345 14,

¢) distrituted processing 12345 is.

Motivaticn

An understanding of specific guideiinas for effactively motivering
subcréinates. 123435 15,

Tre 2bility to use interperscnal sidlls effactively.

. 12345 7.
&n understarding of the needs ard goals of subcr<isates as metiveticnzl
facnars. 12345 13.
An urderstarding of erzendzaticral verizales:
a) ismlicaticns of jecb design 123543 .s.
b) growp imterperscnal affiliaticn 123458 20.
¢) Jjcb change creatad by technolegy 123453 1.
d) facters influencing motivation 12345 22.
An urdarstanding of msychiolcezical verdiables:
a) percepticn 12343 2.
b) attitvdes 1239 24,
¢) perscmlity 123453 2s.
d) learming 123453 8.
An understarding of how benavicr is:
a) ensrzizaed 12345 7.
B) dizeccad 12342 29,
¢) sustained 12345 2.
d) stcoped 1235489 0.
An urderstarding of notivaticn as it relates
To:
2) interperscral relaticns with supervi-
sicn 12343 31
b) interverscnzal relaticns with gears 12345 2.
¢) intarperscnal relaticns with suc-
cridnates l123tLt3 3s.
Zlactrenic Datz P-ccessing
The 2bility to assimilate information for stretegic plarming (fo
ugper I=nacement). l2345 34,

The 2bility to use detailed intermel infcommzticn for
creraticral contoli. 12345 3s.
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The anililfy to assimilate infcrmaticn for:

3) cperational contTol 1213
b) departmental conrrol 12132

Quantitative Metheis

The ability to collect and anziyze data f{or managarial
decisicn maidng. 12354
The ability to utilize statistical carputaticns o
a) cost effactivaness 123¢
B) cost mojecticrs 12314
¢) manegerial decisions 123%
The ability to zxply statistics in the mgrmfactusing
m=ecess. 1234

Cr=erdzation
An uncerstarding cf crgendcaticral sttuctice., 12 3
A willingness to study, learm & 20ply. 123

An wdderstanding of the geals and cbjestives
cf the argardzaticn.

+
N
w

The 2kilily to establish departmental goals

that are campatible with carporate geals. 123
An urderstanding of the z2jcr cammenents of
orgardzaticn:
a) autherity stTucture 12:3
b) division of labar 123
¢) mechanises of cocrdinaticn (orecesses) 12 3
é) bepavicr 1213
e) economic messures of perfowance 123
The 2bility to zrely the crmardicaticnal chilcesc-
chy in 2ll lescdership functicns. 123
Zlarrdng
The a2bility to decide:
a) what future rescurces the crgandicarvicn wiil
need. 122
%) how these —esources will he allcszted. 12 3
¢) what the majcr geals cf the crgerdizaticn
will e, 1232
d) how {2 the c¢rgenizaticon is frex its
geal. 123

2) wnat 2liermative cocuTses of acticn
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-

are avalizplie,

An urderstarding of the astablisment of:

2) a set of geals

) how far the argamization is fem
these geais.

¢) predicting fzverzble o wwavarzbla
carriers tc these gcals.

@) a set of acticns to reach these
geals.

The apility to use existing resaurces to
aceamplish departoental gealis.

The abdlity to decide what the majcr geals
of the ogadzaticn will be.

The ability to plan:
2) short-rangs goals
b) leng-range goals

Crmri zing

The abillity {c crzanize pecple and:
2) assign them specific tasis
b) rrovice nesded resources
e) as‘.s:' specific responsibilities
d) Irsure thet imporsant jobs are-Gene
e. Iinswe that instituticral geals zre
fulfilad,

The abilily tc tenslate plans Into 2 s
of tasks and authority. (2t the daparwanc
levei?)

The ability to integzare the cbhjectives of
the separzte units of 2n crgendzavicn is
crder to efficently achieve stated geals.

Lezdine
o

The ability t3 desl effectively with:
a) ixdividual geals
b) goup seals
¢) crgamizaticral goals

The ability te:
2) Gelegate decisicn m_.
) satisiying the needs of suberdinztes
¢) create 2 suppertive werk envircrment
é) persuzée znd metivaete suserdinzsTtas
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Tre abilizy to assess the growps present feeliings apd

fumxe exceccations abour:

a) roards 12345

D) tasks 12345

¢) m=magewial style 12345
4n undevstanding of the process of dirzectizg g in-

ﬂm:he tasks-related activizies ?.-2?25

énmde:sund:’:.gcfymzmle:‘:zrelaxisnto:
a) execucive mapager 12345
b) peer grow 12345
¢) geals of the crzamizarsen 12345
d) crganizaticeal climars 12345

Cenol

The ability to in the cxmol fxe=on suck as:
a) measgre progress towars a plammed goal.

123¢5

b) mw;m:maplmm%c?34_

5

c) take remedial actiom 12345
d) assure thar acmml ac=Evities comfom

to plamed activisies 12345

An wnderseanding of the factors that make comesol
Necessary, . )
a) cmplexity of the crzamizaticon

1234653
b) resouxces 12345
¢) hxmm exsor 12345
d) cdelegaricn of athorisy 1234%53
Budzer Comzol
The abiliry to plam Szmwe perfommance bases upen:
a) related expesdimmas 12345
) r=vemues 123453
<) p::mts 12345
énmdmand::gcff‘:.andalmlm&:mm:kﬁ‘:.g
a) Snmcial scatemenrts 12345
b) ratio malysis 123458
c) bresk-even analysis 12345
d) deparmental cost effecmiveness 12345
The apilisy to vwse cot~ol systems to:
a) ocnitor crzepdizaciomal Smerions 1234 3
®) mordtor orzanizational projects 12 34 S

ga.
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-
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""ﬂabzl.rj.oce'mgm.zal.ms.cr

a) cdevelcping mamagewial tudgers 123435 105.
b) ceveloping eccncmic Zorecasts 12343 1C6.
¢) ceparmental cost effecmveness 123 4 3 107.
Accoonting
The abilzity to systematically:
a) record HEngpcial infomation 123465 108.
b) process fizancial infommarien 123 45 109
c) summarsze Snaneial informacem 12345 130
d) amalyze Znancial infommatien 12345 3,
The abiliry ¢o interprer infommaton aboue:
a) assers 12345 132,
b) liabilirdes 12345 113,
c) equity 12345 18
n understanding of records relatSpg to:
a) costs of marerizls acquized 12345 11s.
bg lanarms:sm.z*:'ed )1%325 ’-jé.
c) operacicns cost (Iventory eost) L2345 i17.
d) c:atcfgoodssold 123453 18
in waderstanding of:
a) £a irg costs 12345 139
b) wmarerials cest 12345 129.
¢) labor costs 123453 121,
@) ﬁ::::ycver‘..md 12345 122,
nnmdm:goft‘:.eam:al'enar-oram
incluring: o
3a) income statement 12345 123.
b) balamee sheer 12345 124
c) staterent of chages in Spancizl
pesiticn 12345 1zs
ferscenel and StafSizz
in wnderstanding of ths mapagemenr Zmctien of:
a) rTaccuiitsent 12345 5.,
b) rplacement }%345 :'L.%g
¢) tzaiming 123%5 . —
d) davelcpmmt of cxgamizatiomal
12345 129,
e abilisy to mdgrstand‘_ ‘ngh;a;“:nlenent fagzers in-
voived in stafiing i e
a) erployment 12345 130
b) remmeratien 1?2.32;: }3_.}.
¢) woddng condidisns 123 132
d) ainixg 12345 133,
e) emloyee serrices 12345 1%,



108

£) industzial relaricns 12345
Iheabﬂ_q.oaz-a;yzeanasuhmt plans Zfor Smze
perscomel needs of the crzamiczarion. 12345

Labor Relacicns
&n wndevstanding of che management role dming:

a) negotiations 12345
D) stikes 12345
c) welations with wnirn reore- .
sextatives 12345
énmn’astandi:gof:he::ajcrmscz
labor-managerent :
a) stzike 12345
b) pickesng 123453
c) boyeotss 12345
d) lockeur 12345
e) elgpsing of cize 12345
4n endes o cfl:‘:.emjc:prcales::a:
coufrone collective barzaimire crocess:
a) legal problems 12345
D) social preblers 123453
c) ecmoamic problems 12345
A vmar=va Ac™rm
The abilisy to establish and implerent an aifi—mar~re
action program. 12345
anmdzsngofm ..gn:sozzrev:c.sl 7 cemied
gzouns of amicyees incleding:
a) employrent 12345
3) promedem 123453
¢) termimacicn 12343
d) cmaining 12345
ke apiliny to:

3 dzvr.wppc]..cys:a:m:s 12345
%) a wristen afSxmmarive acrim 2345
g':cg:am 123

¢) intermal comaricaricns proce-
Gres 12345
d) extermal commicaticn troce-
&res 12345
e) Deet govermrent raquirements 12345
The abiliry to:
a) colliect and smalyze emplcvment data
123453
b) ident=Sy zxoblem areas 123453

13s.

13s.
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¢) set geals and timetables 12345
d) deveicp programs to achieve stated geals.
12345
Mgm:facoming Cost Cenrrol
4An undevstaeding of the need for cooperaticn and
cammxsicaricn beteen:
a) sales 12345
b) cperxarzxs 12345
¢c) tatfic 12345
d) izvencory 12345
e) procuction cazel 12345
An understancing of cost Zactors that cmm te conrTolled:
a) carsying costs 12345
b) storage costs 12345
c) t==msporrTaricn costs 123453
d) poroduct availabilicy 12345
The ability to provide guidelires for comolling
a) labor 123453
b) invemrory cazzying costs 12343
¢) materials cost 12345
The ability to cteol:
a) :hemummalsngas
- <
b) :m size of the wrk-in-progress. m
c) the elapsed Time S £nal produccion stage
0 custcer sidoment 12343

of the flcw of informarien, materials,
andpeculemc:-”wt:ca crder siirment.
12345

An
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Exhibit 2

7777 South May Avenue
Oklahoma City, OK 73159
January 25, 1979

Dear Sir:

On January 24, 1979, you were mailed a questionnaire
requesting information for curriculum development. Your
response to this questionnaire is of the utmost importance,
without it the study will be difficult to complete.

Please find time during your busy schedule to complete
this questionnaire and return it as soon as possible. Your
reply will be held in strict confidence, and I will be grateful
for your help.

If you have already responded, please accept my sincere
gratitude for your assistance.

Sincerely,

Charles Clark

Enclosure: Questionnaire
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QUESTIONNAIRE - CTURRICTLUM ZRESZARCE

Tais colurz Zer
Sackzround Information analysis only

-

Sducaticnal Backzround of Respondent:

Zigh School Graduate { ) Advanced DegTee [
Attended College but did Specialized traizing at Insti-

not graduate ¢ ) tution otker than College C )
College Graduate { )} XNone of these

Age of Respordent:

18-24 ( ) 35-44 ( ) 55 amd over { )
25-3¢ ( ) 45-3¢ ( )

Years of management experieznce .

Present aumber of middle management persoanel .

Projected need for middle management personael by 1885

NOTE: Al guestions should be interpreted accordiag to the role
of an efiective manager in your organization.

Zvaluate the importance of each competency item according to the
needs of an efficient middle-marager witlia your orgazizatioc.
Use the following scale when making your analysis.

SCALE: Very Important, circle (1)
Yoderately Important, circle (2)
Slightly Important, circlie (3)
Trimportazt, circle (4)

Yo Opinion, circle (3)

COMPETENCIZS TO 3E DEVELCPED TEROUGE T=E TORUAL ZDUCATIONAL PROCESS

Cczrmunicaction

The apility to eifactively write:

a) letters 123423 2.

b) memos 1234353 3.

¢) reports 123423 4.
The ability to effectively ccrmmuaicate orally to

a) iadividuals 122453 3.

9) small grouss 123=+3 8.
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SCALZ: Very Imporzant. cirsle (1)
Mdoderately Ixportant, circlie
Slightly Izmporzant, circle (3
Cnimzportant, circle (&)

Yo Opiniom, circle (3)

(2)
N
J

The ability to coxmunicate:
a) work plans
b) work schedule
c) orders
d) ipnstructions
e) directions

dorivation

Az understandiag of specilic guideliges
for eifectively motivating subordinates.

The ability to use interpersonal
skills effectively.
Az understaadiag of how behavior is:
a) energized

B) directed

c) sustained

a

in uaderstanding of motivation as it
relataes to: .
a) interpersonal relations with
supervision
b) interpersonal relations with
peers
¢) iaterpersonal relations with
subordinates

Zlectronic Data Processiaz

The apility to assimilate information
Zor strategic planning (for upper
magagerent).

to use detailed intermal
£or operatiomal control.

The abilizy
infor=ation
The ability to assimilate informaction
a) operational comtrol
b) departmental contrel

Quantitative letheds

decisiorn making.

collect and azzliyze data
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SCALE: Very Imporsant, circle (1)

Moderately Izpertant, circle (2)

Slightly ImporTaant, circle (3)
Caimportant, circle (4)
No Opinion, circle (35)

The ability to utilize statistical com-
Putations for:

a) cost effectiveness

B) cost projections

¢) mapagerial decisicas

The ability to apply statistics in the
mapnufacturiag process.

Orzacizatiorn

in understanding of orgamizational
stricture.

A willingness to study, leara and apply.

An understanding of the goals and objec-
tives of the crgzgamizatios=z.

The ability to establish departmental
goals that are compatible with corporate
goals.

in understanding of the major corponents
of organizaticn:
a) authority structure
9) division of labor
¢) mechanisms of cocordization
(precesses)
d) ecomnomic measures of performance

Thae 2bility to apply the organizational
philcsophy in all leadership functions.

Plarning

The ability to decide:
a) what future resources the or-
gazization will need.
b) how these resources will te
allocatad.
¢) what alteraative courses c?
actiox} are available

Ap uaderstandizg of the establiskbrment of:
2) a set of goals
b) kow far the organizactiocn is Zrom
these goals.
¢) a set of actions to reaca these
goals.
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SCALE: Very Important, cirele (1)
Y¥oderately important, circle
Slightly Important, circle (

TnimporzTant, circle (4)
Yo Opiniom, circle (3)

The ability to use existing resources
To accomplish departmental goals.

The ability to »lan:
a) skort-range goals
3) long-range goals

Orzanizing

The ability to orzanize people and:
a) assigr tkem specific tasks
b) assign specilic respomsibiliti
¢) insuse that important jobs are
done
d) insure that institutioral goal
are fulfilled.

The ability to transiate plamns into a
structure of tasks and autkerity. (at
thke departzent level)

The ability to integrate tke objective
oZ the separate units of an crganizati
iz order to efficiently ackieve stated
goals.

Leading

The ability to deal effectively with:
a) group geals
b) organizational goals

Tke ability to:
a) delegate decision making

es
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B) create a supportive work enviroa-

zent
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¢) Persuade and motivate subordinatesl

The ability o assess the gToups present

Zeelings and fature expectations about
a) rewards
o) tasks

An urderstanding of tke process cof dir
ting and inZluencing the tasks-related
activities of subordizates.
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SCALE: Verv Important, circle (1)

doderately Importazt, circle (2)

Slightly Izportant, circle (3)
Unimportant, circle (&)
Yo Opinicn, circle (3)

An understanding of vour role in relation
to:

a) executive manager

b) peer grToup

¢c) goals of the organizartion

Centrol

The ability in the coztrol function to:

a) measure progress toward a
planned goal.

3) detect deviations Irom a planmed
goal.

c) take remedial action

d) assure that actual activities
conform to planned activities

An understandiag of the Zfactors that
2:ake control necessary.
a) complexity of the organization
b) resources
¢) delegation of authority

Sudzet Control

The ability to pian future perZormance
basaed upon: .

a) related expenditures

b) revenues

c) profics

An uaderstancding of financial control
zethods iacludizg: :

a) break-even apalvsis

b) departmental cost effectiveness

The 2bility to use contrel systems tco:
a) monitor organizaticnal fumctions
9) monitor organizational projects

The ability to develop guidelizes for:
a) developing managerial budgets
b) developing eccnomic Zorecasts

Accountiag

The ability to systematically:
a) summarize financial izformation
B) analyze finapncial icformaticn
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SCALE: Very Important, circsle (1)

doderately Important, circle (2

Slightly Important, circle (3)
Taimportant, circle (4)
Yo Opinion, circle (35)

“
/

The ability to interpret information asout:

a) assets
b) liabilities
c) equity

An understandiag of records relatizg to:
2) costs of materials acguired
b) labor costs incurred
¢) operations cost (iavenrory cost)
d) cost of goecds sold

An understaading of:
2) manufacturing costs
b) materials cost
¢) labor costs
d) factory overhead

Apn understandizg of the aasual report
of a corporation:

Serscanel acd Staifing

An uznderstanding of the mapagement
2uznction of:
a) placement
b) training
c) development of organizational
members

The ability to understand and implement
Zactors involved in staffing ipcludiag:
1) employment
b) working corditions
c) trainizng
d) industrial relations

The ability to amalyze and submit plians
for future personnel zeeds of the organ-
ization.
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SCALZ: Very Irportant, circle (1)
Yoderately Imporzant, circle (2)
Slightly Important, circle (3)
Gnimpertant, circle (4)

No Opiaion, cizrcle (3)

Labor Relations

An understanding of the management xrcle
durizg:
a) negotiations
b) strikes
c) relations with union represen-
tatives

An understanding of the major problems
that confront the collective bargaining
process.

Zfirmative Action

The ability to establish and implement
an affirmative action progTam.

An understanding of the rights of pre-
vicusly denied groups of employees
including:

a) employment

bh) premotion

¢) termination

The ability to develop policy statements.
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APPENDIX B
ANALYSIS OF RESPONSES TO 109 COMPETENCIES

BY FIRM SIZE
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TABLE 13

ANALYSIS OF RESPONSES CONCERNING ABILITY TO EFFECTIVELY WRITE LETTERS

— —
Responsas !
o 2 2 g S
Firm g 33 et g z v
Size 1 55 CE 4 & Total
S 3z -F = s
= - Y w— - -
4 12 3 34
100t 249 | 4475 35.3 23.5 §1.8
8 5 a 3
B0 8 ) g5 38.5 0.0 23.6
1 2 1 4
500 to 999 | L5 50.0 25.0 7.3
0 2 2 ]

1000 or mor= | g g 50.0 50.0 7.3
Column 23 21 1 55
Total 41.8 38.2 20.0 100.0
Chi Square = 3.18449 with § (egqrees of Freedom Significanca = (_2249
Contingency Coefficient =  (.35391

TABLS 14

ANALYSIS OF RESPONSES CONCZRNING ABILITY TO EFFECTIVELY WRITE MEMOS
= ]

Responses 3
= 2 = '
. 1 - — S < g
Firm 2 3 =2 S z Total
Size g -] =Y = S
4 3 Eq =2 = 2
= . :': ) — = =
00 to 249 15 14 3 2 !}
L 4.1 41.2 8.3 5.9 51.3
4 7 5 1 9 13
250 to 499 53.3 8.5 7.7 0.0 23.5 ‘
2 2 2 0 Q0 1
00 ) w0 | 5.0 0.0 | 0.0 7.3
0 4 b) 0 4
1000 or mre | 100.0 0.0 0.9 7.3
Column 24 . 25 4 2 H]
Total 43.5 45.5 7.3 3.6 100.0

Chi Square = 8.94074 with 9 Jegreas of Freedom

Contingency Coefficient = (,33475

Significance = 0.6433
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TABLE 15
ANALYSIS OF RESPONSES CONCIRNING ABILITY TO ZFFECTIVELY WRITE REPORTS
Responses |
2 | 32| 2z | £ E
Firm 3 s S3 s =z _Row_
Size =3 55 53 £y ! = fotai
-G-J ? s g - = i 2
2 - - — 7. = =
19 10 3 2 34
100 w0 249 } 59 29.4 8.8 | 5.9 ; 61.3
6 6 1 Q 13
250 to 439 | 452 46.2 7.7 0.0 3.5
1 0 3 0 4 |
S00 tos 999 | 5.9 0.0 75.0 0.0 7.3 '
2 2 0 b i 3
1000 or more| sp.0 50.0 .0 0.0 | 7.3
i
Calumm 28 18 7 2 33
Total 50.9 32.7 .o12.7 3.5 100.0
Chi Square = 17.35307 with 9 Degrees of Freedom Significance = (.0369
Cantingency Coefficient = 0.49503
TABLE 15
ANALYSIS OF RESPONSES CONCERNING ABILITY
T0 SFFECTIVELY COMMUNICATE ORALLY TO INDIVIDUALS -
—
Responses
» - T a
2 | 32| =2z | % 2 |
Firm s £3 =3 z 2 oy |
Size =5 S5 S3 g & !
2 zs = | = s !
>= = = ! = = !
100 to 249 12 5 ; #
94,1 5.9 i 61.2 '
o i
250 to 499 10 3 =2
76.9 23.1 | 23.5 |
| H
300 to 939 3 1 i S
75.0 25.9 , 7.3 |
i
1 i H
1000 or more 4| 9 ! U
i00.0 | 0.0 ! , 7.3
Column 49 5 =5 ~
Total 89.1 10.9 100.5
Chi Square = 4.17120 with 3 Cegrees of Sreedom Significance = §.2138

Contingency Coefficient =

0.2753¢
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TABLE: 17

ANALYSIS OF RESPONSES CONCZRNING ABILITY
TO EFFECTIVELY COMMUNICATE ORALLY TO SMALL GROUPS

— —— —3

Resgonses |
2 T s 3 5
Firm s S5 =5 s £ _Row
Size 5 S5 £35 £ g Total
55| 22 zZg | % : |
= e=e 2—- Y v - -
22 9 2 1 34
1002289 | g7 2.5 5.9 2.9 61.8
8 5 0 0 13
250 2499 | 4 5 8.5 0.0 0.0 23.5
- 3 0 1 0 4
300 to 399 | ¢ 45 0.0 25.0 0.0 7.3
2 2 0 0 2
1000 or moTe ) g5 5 50.0 0.9 0.0 7.3
Column 35 16 3 v 1 S5
Total 63.6 2.1 5.5 1.3 100.9
Chi Square = 5.80841 with 9 Degrees of Freedom Significance = (5571
Contingency Coefrficient = 0.33189
TABLE 18
ANALYSIS OF RESPONSZS CONCERNING ABILITY TO COMMUNICATE HORK PLANS
e e it p— ———— :
Responsas }
& s 2 ER .

Firm 3 23 =5 T 2 Total
3128 bl s é,-’ s .‘?_-’ g .? | & i
8= jg =Z 3 | 2

| -
27 5 1 i1 32
o Y 8.7 2.3 | 2.8 £1.3
1
7 6 0 b 0 13
2008 | 5a 46.2 0.0 loo | 253
] 1
o r 2 0 2 ! 0 [ 4 i
00 %2 %99 | 5.0 0.0 50.0 KX A
1 I !
2 2 0 [0 oo
1000 or mre | g 4 50.0 0.0 too | 7.3 |
Column 38 13 3 ) 35
Total 69.1 23.6 5.5 1.8 100.9
Chi Square = 23.83121 with 9 Degrees of Freedom Significance =  0.0042

Contingency Ccefficient = 0.55063
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TABLE 19
ANALYSIS OF RESPONSES CONCZRNING ABILITY TO COMMUNICATE WORK SCHEDULE

Responses i
- -:-’*:'. - E _§_
Firm 3 S == z £ o
Size »5 53 53 g S vt
S5 I 3 z 2
1 g— W) — = =
21 12 0 0 1 34
0029 | 618 | 3.3 0.0 | 0.0 2.9 61.8
7 6 0 0 0 13
250 to 499 | g3 3 46.2 0.0 | 0.0 2.0 22.5
2 0 1 1 0 4
500 t0 998 | 559 0.0 25.0 | 25.0 0.0 7.3
2 0 2 Q 0 !
1000 or mre | gg g 0.0 50.0 9.0 0.0 7.3
Colum 2 18 3 1 1 55
Total 58.2 32.7 5.5 1.3 1.3 100.0

Chi Square = 36.89604 with 12 Degrees of Freedom Significance = 0.0002
Cantingency Coefficient = 0.63364

TABLE 20
ANALYSIS CF RESPONSES CONCEZRNING ABILITY TO COMMUNICATE ORDERS
e —

Responsas :
- { 2 1
2 | 32| 2z | 2 R
; 3 - = Row
Sl 2 32 =2 g | o
1z 22 gs =5 A | |
S= EES ol £ I = |
100 to 249 24 9 0 n P P
70.5 26.5 3.0 9.2 { 2.9 ! 81.8
1 |
250 to 499 10 3 % B 0 ;.3
76.9 3.1 | 0.0 | 0.0 0.0 23.6
S00 to 999 3 o | 1 0 ) 1
75.0 0.0 | 25.0 0.0 3.0 7.3
1000 or more 4 g | 9 9 o 1 2
100.0 0.0 | 0.0 0.9 3.0 i 7.3 i
Column 41 12 1 9 1 23
Total 74.5 21.8 1.8 2.9 1.3 100.9
Chi Square = 15.88890 with 9 Cegrees of Freedom Significance = 0.0632

Contingency Coefficient = | 0.47343
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TABLE 21
ANALYSIS OF RESPONSES CONCERNING ABILITY TO COMMUNICATE INSTRUCTIONS
Responses
- 2. - 5 5
= Q= > - -
Firm S 23 =3 H = Row
size >3 53 53 £ s Total
sSE 3z = 3 s !
27 § 1 34
100 %o 249 79.4 17.6 2.5 51.8
8 5 0 13
2500498 | 4 5 38.5 0.0 23.5 |
2 1 1 b
500 t3 998 | 0.9 25.0 25.0 7.3
4 0 0 | 2
1000 or more | 100.0 0.0 0.0 ! 7.3
Column 41 12 2 53
Total 74.5 21.8 3.8 166.0
Chi Square = 9.57070 with 6 Degrees of Freedom Significanca = .1439
Contingancy Coefficient =  (.33499
TABLE 22

ANALYSIS OF RESPONSES CONCERNING ABILITY TO COMMUNICATE DIRECTIONS

e ——— —

Responses ‘
irm 3 35 ] z R
size =5 55 | S5 s 1 5 ] o=
25 3z | =2 = 1 =z i
> = :_.q:. = = ! = :
100 to 249 24 3 0 2 Lo
70.6 25.5 | 0.0 5.9 P 513
| | i
250 to 499 8 5 0 0 boo13
61.5 38.5 0.0 1 0.0 | Lo23s |
=00 to 399 2 1 ! 0 4 !
50.0 25.0 25.0 9.0 ‘ | 7.3
[ i :
00 o - 2 2 0 0 ‘ : 3 ;
1000 or more | o 5 50.0 0.0 0.0 | S
Column 6 16 1 2 53
Total 65.5 20.1 1.8 3.5 120.9
Cai Square = 15.82261 with 9 Degrees of Freecom Significance = 4.0797

Contingency Coer¥icient = 0.47258
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TA3LE 23
ANALYSIS OF RESPONSES CONCEZANING
ABILITY TO EFFECTIVELY MOTIVATE SUBORDINATES

——— —

Responses
- e I - H s
- Q= ™ e - hoad I
Firm 3 s =3 5 = Row
Size =g S8 53 g s Total
sz a2F == = o :
> 2 7 = = i
R 18 12 3 1 &
100 =2 249 | 5p.9 35.3 8.8 2.9 §1.3 |
5 6 1 17|
250 w0 499 | 335 46.2 7.7 2.5 23.6 f
3 1 0 I e '
500 t0 999 | 759 25.0 0.0 0,8 i 7.3 :
2 2 9 0 Poa
1000 or more{ sp.0 50.0 0.0 g9 ; 7.3 f
Column 28 21 4 2 33
Total 50.9 38.2 7.3 3.6 100.9
Chi Square = 3.12045 with § Degrees of Freedom Significanca = g 9593
Contingency Coefficient = (0.23171
TABLE 24
ANALYSIS OF RESPONSES CONCERNING ABILITY
TO EFFECTIVELY USE INTERPERSOMAL SKILLS
———  — — ——— — ———
Responses
F 2 ! :
< e P ) -— ’ o]
Firm g S5 =5 z = o
Size n5 55 £3 s g =
Fagr-% =S5 - -~ | ,
2= =2 = | = P2 :
160 to 249 17 11 3 { i3 X!
50.0 32.4 8.3 i ' 8.8 i 8.3
[ t ' |
250 to 499 8 § 9 1 0 o132
61.5 38.5 0.0 | | 0.0 | 235
[l i
s 2 1 1 I 0 ; E)
300 % %99 1 5.0 25.0 5.0 | L0073
! .
1 : s 0 o | I I
1000 or mre | 440 0 0.0 6.0 | | 5.0 LT3
Column 31 17 a 3 3z
Total 56.4 30.9 7.3 z.3 136.3
Chi Scuare = 8.16063 with 9 Degrees of Freedom Significancz = 0.5:30

Contingency Coefficient =  0.35345
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TABLE 25

ANALYSIS OF RESPONSES CONCZIRNING THE
UNDERSTANDING OF HOW BEHAVIOR IS ENERGIZED

i Resoonsas g
2 | 3z | 2| § E
Fim s =2 S3 5 =z _Row
Size =8 55 55 £ =y rotal
5o s =5 = o
3= 22 n - = =
1 18 5 o 34
100 to 243 | 5 52.9 14.7 0.0 §1.3
4 6 1 2 13
250 0 499 | g9 g 46.2 7.7 15.4 23.5
1 2 1 0 4
500 & 999 | 25,9 50.0 25.0 0.0 | 7.3
] ;
2 2 0 i 0 | 4
1000 or more | gp.g 50.0 0.0 E R
Column 18 28 7 2 EH
Total 32.7 50.9 12.7 3.5 100.9
Chi Square = 3.34845 with 9 Degrees of Freedom Significance = 0.49%4
Contingency Coefficient = (.36302
TABLE 25
ANALYSIS OF RESPONSES CONCERNING THE
UNDERSTANDING OF HOW BEHAVIOR [S DIRECTED
Resconses {
= 1 ] !
> = i = ’
= ST »E et ! 2 ; 0w i
Size =35 55 S5 g = j i
22 2 =2 = s
S= 25 Z= = s ! !
100 + 13 15 § o T
200 %0 249 | 493 .1 17.6 0.0 | 318 |
4 § 0 3 P13
250 2 499 | 45 g 86.2 0.0 | 1231 | 228
o - 2 2 0 | - b
500 %0 933 | 559 50.0 0.0 | g0 | 7.3
4 0 9 ! o) i 2
1000 or more | 444 4 0.0 0.0 | | 0.0 I
Column 23 23 6 3 535
Total 41.8 81.3 10.8 5.5 160.3
Chi Square = 19.0221% w~ith ¢ Degrees of Freedom Significance = 0.0250

Contingency Coefficient =

0.50693
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TABLE 27

ANALYSIS OF RESPONSES CONCERNING THE
UNDERSTANDING OF EOW BEHAVIOR IS SUSTAINED

Responses i
- 2. - E g
[~ [- 3 — b —4 b -

Firm 2 =3 23 z = ow
Size =38 85 £3 5 S Total
SE 2= 2 E 2
100 t3 249 13 15 6 0 §4 |

38.2 44.1 17.6 0.0 §1.3 |

250 %2 4% | a3 38.3 15.4 | 23.1 23.6
- 1 3 0 ) 4

500 to 399 | o5 4 75.0 0.0 9.0 7.3
2 2 0 ) ! 4

{1000 or mrel 509 | s0.0 0.0 | 00 | 7.3
Column 19 25 3 3 33

Total 3.5 45.5 14.5 5.5 100.0

Chi Square = 13.033770 with 9 Oegrees of Freedom Sicnificanca = 0.1809
Contingency Coefficient = 0.43775

TABLE 28

ANALYSIS OF RESPONSZS CONCEZRNING MOTIVATION
AS IT RELATES TO INTERPERSONAL RELATIONS WITH SUPERVISION

e e —————————————————————
Responses !
= i = i i
2 1 Zg ! =21 B O3 |

Firm k: 23 =3 5 i £ |
Size =3 R S8 s & | W
S G = = = w— i H .
23 £2 ] = P2 = ;
= : i — :
100 to 269 18 6 0| i oo
52.9 17.6 29.4 | . | sis |
t ! "
250 to 499 10 2 1 ! oz
76.9 15.4 7.7 i | 23.8 |
500 to 999 1 3 0 ' Pooa
25.0 75.0 0.0 ! P73

P ‘ |
1000 or more - - % 2 l i !
0.0 | 50.6 ! 50.0 ! |73 |
Column 29 13 i3 2
Total 52.7 23.6 23.5 100.0
Chi Square = 14.56708 with 6 Degress of Freedom Significanc= = g, 023

Contingency Coefficient = 3.45884
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TABLE 29

ANALYSIS QF RESPONSES CONCERNING MOTIVATION
AS IT RELATES TO INTERPESRSONAL RELATIONS WITH PEZRS

Responsas
o 2, e | B 3
= Q= e = -
Firm 3 w3 =3 3 £ Row
Size ~5 £ 35 E = Total
23 £3 E E 2 l
16 10 8 34
100 ta 248 | 47 29.4 23.5 61.8
5 6 1 13
B0 w0 499 ) 45, 26.2 7.7 23.5
] ’ r
1 2 1 1] iy
500 to 999 | 25.0 50.0 5.0 | ~! 7.3
) 4 0 4
1000 or mre | g9 | 100.0 0.0 7.3
Column 23 22 10 32
Total 41.3 20.0 18:2 100.0
Chi Square = 9.15205 with 6 Degrees of Freedom Significance = (.1652
Contingency Coefficient = 0.28344
TABLE 20
ANALYSIS OF RESPONSES CONCZRNING MOTTVATION
AS IT RELATES TO INTERPERSONAL RELATIONS WITH SUBORDINATES
— —
Responses l
b L2 = | |
= 3 e »= ! S i § } ew '
Firm £ 2 22 g 2 | i |
Size -3 S5 53 £y =y | !
S % 2= st % = ' = | i
= = §= Y - = i = H
’ i '
100 o 249 18 8 7 U N TR
00 o 2 52.9 23.5 2.5 i | 29 | 8.3 |
<0 & 1 2 o | S
L - 15.4 0.0 | | 0.0 | 235 !
H |
5 1 3 0 { I 0 ! 3
500 ©2 993 | g 75.0 0.0 | L 0.0 | 7.3 |
| 1
; ' 4 0 0 S S
1000 or mre | 1400 0.0 0.0 ! 00 | 7.3 1
Column 34 13 7 1 35
Total §1.8 23.5 12.7 1.3 100.0
Chi Square = 14.07276 with @ Degrees of Freedom Signiticance = g.1i¢8

Contingency CoefTicient =

0.45137
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TABLE 31
ANALYSIS QF RESPONSES CONCEZRNING THE ABILITY TO
ASSIMILATE INFORMATION FOR STRATESIC PLAINING FOR UPPER MANAGEMENT

Responses
! e
2 2e | L 3 3
Firm 3 =3 S3 s = Row
Size -1 s3 535 £y = rotal
- < & -, -~
2= 23 S = = 2
12 13 3 1 34
100 to 243 | 353 38.2 23.5 2.9 61.8
6 6 1 0 13
250 t0 499 | 4g.2 46.2 7.7 0.0 23.6
=nA = 3 1 c 0 4
500 %0 999 | 735,90 25.0 0.0 0.0 7.3
2 ) 2 0 2
1000 or more | sg.g 0.0 50.0 0.0 7.3 g
Colum 23 20 11 1 38
Total 41.8 36.4 20.0 1.3 100.9
Chi Square = 7.30771 with S Degreas of Freedom nificanca 8435
Contingency Coefficient = 0.35453
TABLE 32
ANALYSIS OF RESPONSES CONCZRNING THE ABILITY T0
USE DETAILED INTERNAL INFORMATION FOR OPSRATIONAL CONTROL
—_— e —— =
Responses !
- 3 - 2 | = 5
< Q= > = - 0w i
Firm it Pt =3 = ! = - i
! gize 5 £3 2% = - ol
i o8 5 =5 | = | - l
= £= hs = = :
100 to 269 7 14 1 |2 R
20.8 41,2 32.4 i 3.9 §..3 i
! 1
250 o 499 § 6 9 Y 3!
46.2 46.2 0.0 | 7.7 3.5
500 ta 999 2 2 | 5 s
50.0 0.0 | 0.0 ! 0.0 7.3 !
] ! \ :
1 or more 0 2 2 0 - :
000 or 0.0 0.0 | 50.0 | 0.0 7.3 !
Colum 15 24 i3 3 2
Total 27.3 3.6 23.6 z.3 100.9
Chi Square = 11.08934 with 9 Degrees of Freedom Significance = 2589

Contingency Coefiicient =

0.40978
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TABLE 33

ANALYSIS OF RESPONSZS CONCERNING THE ABILITY
TO ASSIMILATE INFORMATION FOR QPERATIONAL CONTROL

li

l R_esponses
> - =
ey - - < <
= [+ I —4 Dy = "d -
Firm 3 53 23 g £ o
Size ag _‘g 3 3, é é— S Toral
SE 2E == E 2
8 i8 3 5 34
100 to 243 | 54 2 52.9 8.3 1.7 51.8
8 3 1 1 13
250 t3 499 | 415 23.1 7.7 7.7 23.5
. 1 3 0 ) a
500 to0 999 | 59 75.0 0.0 9.0 7.3
. 0 2 2 9 e
1000 or more | g4 g 50.0 50.0 0.0 7.3 |
Colum 17 26 6 6 35
Total 30.9 47.3 . 10.9 10.9 100.0

Chi Square = 16.06783 with § Degrees of Freadom Significance = 0.0633
Contingency Coefficient = 0.47549

TABLE 34

ANALYSIS OF RESPONSES CONCZRNING THE ABILITY
TO ASSIMILATE INFORMATION FOR DEPARTMENTAL CCONTROL

=~

Responses ;
! . | : :
¢ | 32| 2| £ £ |
Firm 3 £5 =5 P E | Row o
Size - - = - > = ] ok=-2
> 22 =22 =z S !
3z 2 4 ~= = | =) X
X L— Y em b—1] 1 _’1 N
I -
100 to 248 12 18 2 2 booe
35.3 52.9 5.9 5.9 I8l
{
S0 to 499 ) 4 0 2 ] 13
2 46.2 30.8 6.0 } 23.1 | 23.6
i ! !
909 0 4 0 ] ! 1 !
500 ta 0.0 1000 | o0 | 9.9 boors
1 a 4 ‘ a i ] ‘ 3 ;
W0ormrel g0 | 1000 ! 0.0 9.0 1 7.3 |
Column 18 30 2 3 53
Total 32.7 54.5 3.5 3.1 190.9
Chi Square = 12.24117 with 9 Degrees of Freedom Significance = 0.1853

Contingency Coefficient = 0.43644
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TABLE 35

ANALYSIS OF RESPONSES CONCZRNING THE ABILITY
TG COLLECT AND ANALYZE DATA FOR MANAGEZRIAL DECISION MAKING

Responses ,
2 3z .z i g
Firm S =3 S3 5 £ | _Row
. = == == = = i Totai
Size sg 2 g g; ‘g c: i !
> - 2_.: 7 = = f
i1 16 6 1 o} | 34
100 %o 249 32.4 47.1 17.5 2.9 0.0 | 618
7 5 0 0 1 P13
250 t5 499 | 33.3 38.5 0.0 0.0 7.7 Io235 |
2 2 0 0 0 ooy
500 to 999 | 50.0 50.0 0.0 0.0 0.0 ; 7.3 |
0 0 4 0 i 0 ; A ;
| 1000 or more | 0.0 0.0 100.0 0.0 { 0.9 N N
Column 20 23 10 1 1 38
Total 36.4 41.8 18.2 1.8 1.8 00.0
Chi Square = 26.56915 with 12 Degrees of Freedom Significance = .2089
Contingency Coefficient = 0.57072
TABLE 36
ANALYSIS OF RESPONSZS CONCERNING THE ABILITY
TO UTILIZE STATISTICAL COMPUTATIONS FOR COST ZFFECTIVENESS
Responses !
P = ! - i i
z | 32| 22| £ | & |
Firm s S5 =3 S = R
Size =5 55 55 S B S :
5= EX = = ; 2 :
28 % e i = | = ! !
! a i :
100 - 13 15 g 1 T Poo3e i
100 o 243 | .57 a1 s |28 |0l | EL.3 |
4 7 A ST S E S BT S
250 % 499 1 3.8 53.8 S0 SN - B B S B+ I
- 2 2 oo b e 1 4
500 %2 399 | 509 0 | 0o oo joa | 73 |
| T
2 | 2 I e { a i o b
=000 or more | 54 g 5.0 | 0.0 i 0.0 ! 2.0 N B
Colum 21 26 § 1 1 ==
Totai 38.2 7.3 10.9 1.8 1.3 100.9
Chi Square = 5.97649 with 12 Cegrees of Freedom Significance = 0.8173

Contingency Coefficient = 0.31307
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TABLE 37

ANALYSIS OF RESPONSZS CONCERNING THE ABILITY
T0 UTILIZE STATISTICAL COMPUTATIONS FOR COST PROJECTIONS

Responses
" >, o E g
= o= »T - =
Firm 3 =3 pelii a = Row_
Size =3 55 S5 El =y Totai
-1 = -G = |
22 23 o= = 2 |
1§ 14 4 1 TR
100 to 249 | 4.1 41.2 11.8 2.9 61.8
3 9 1 0 13
250 t0 499 | 231 | 9.2 77 | 0.0 B
3 1 0 g a
S00 to 999 75.0 25.0 0.0 0.0 7.3
2 2 0 o] a ll
1000 or more | 50.0 50.0 0.0 0.0 | 73
Column 23 25 5 1 EE]
Total 41.3 47.2 g.1 1.3 100.0
Chi Square = 5.91161 with 9 Degrees of Freedom Significance = 0.7487
Contingency Coefficient = (,.31153
TABLE 38

ANALYSIS OF RESPONSES CONCZRNING THE ABILITY
TO UTILIZE STATISTICAL COMPUTATIONS FOR MANAGZRIAL OECISIONS

Responses
- i _ i
- :—l - - 1 S !
= Q= e - ! = I Rew
Firm 2 =8 s2 s | = i Total
Size »3 g3 S& EY g | :
- ~ ’g‘. - % - i - !
S= 22 o= = L= ‘
o - o | !
. 16 9 6 2 N Y
100 @ 243 | 0% 26.5 7.6 | s i 2.8 | i3
1 ! [
5 6 2 1 2 q I3
250w 499 ) 45 46.2 5.4 108 | 00 | 233
- 2 2 | o 1 9 R T
e a i
500 =3 399 | 559 0.0 | 00 |00 oo | 73
- :
2 2 0 0 P Iz
1000 or more | g4 g 50.0 { 0.0 # 0.0 |00 i 33
Column 25 19 8 2 1 _25 .
Total 45.5 34.5 14.5 3.6 1.3 0.2
Chi Square = 35.14516 with 12 Degrees of Freedem Significance = §.8830

Contingency Ccefficient = £.29248
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TABLE 39

ANALYSIS OF RESPONSZS CONCERNING THE ABILITY
TO APPLY STATISTICS IN THE MANUFACTURING PROCESS

Responses §
- ‘ - l
O = -
ey — o) b 3 Q
= g »e - ’ - [
Firm S =3 s3 3 I Row
size =5 | 55 | 55, £ | ¢ oral |
sz 3= ] S i 2 |
10 9 g 2 boog TR
100 %0 249 | 294 26.5 26.5 5.9 l11.8 61.8 |
5 5 1 1 L1 Lo13
250 t0 499 | 3 8.5 7.7 7.7 | 7.7 2.5
2 2 0 0 i 0 3
500 to 999 | s5q.0 50.0 0.0 0.0 % 0.0 7.3
0 2 2 0 bog I s
1000 or more| g 50.0 50.0 0.0 ! 0.0 7.3
Colum 17 18 12 3 5 55
Total 30.9 32.7 21.8 5.3 3.1 100.3
Chi Square = 8.63392 with 12 Degrees of Freedom Significance = 0.7297
Contingency Coefficisnt = 0.36927
TABLE 40
ANALYSIS OF RESPONSES CONCERNING THE
UNDERSTANDING OF ORGANIZATIONAL STRUCTURE
_m ———— —_—
Responses E
i - | - i - { |
2 2 = S 0 2 e |
Firm 3 £3 =5 5 | 5 oo
Size »5 g8 55 & §
3= $2 = E ! e 1
— — — i i !
16 12 6 s TS
100 to 289 | 07 5.3 17.5 : Pogng |
4 2 1 | bogs
230 0 439 | 455 61.5 7.7 { | 23.5
0 2 0 f 2
500 to 392 1 g0 | 100.0 ! 2.0 i 7.3
) 0 2 ' 1
1000 or aore | 54 0.0 { 50.0 7.3
Columm 22 24 9 55
Total | 30.0 43.6 15.4 100.9
Chi Square = 12.50683 with 5 Degrees of Freedom Significance = 0.0497

Contingency Cgefficient = 0.43182
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TARBLE 21
ANALYSIS OF RESPONSES CONCERNING A WILLINGNESS TO STUDY, LEARN AND APPLY

Rasponses
= s = e S - !
Firm 3 =3 S3 3 = Row
size =8 53 =X £ s rotal
SZ E ] E 2
. 23 7 4 3
100 0 299 | 475 20.6 11.8 §1.8
7 5 1 13
250 t2 433 | 533 ®.5 7.7 2.5
3 1 9 LY
500 t0 999 | 75 9 26.0 0.0 P |
0 a 0 2
1000 or more | g4 g 100.0 0.0 7.3
Column 33 17 5 53
Total §0.0 209 9.1 100.9
Chi Square = 11.62039 with 5 Degrees of Freedom Significanc2 = 9.0710
Contingency Coefficient = 0.41784
TABLE 42
ANALYSIS OF RESPONSES CONCERNING THE
GOALS AND OBJECTIVES OF THE ORGANIZATICN
——— — —
Responses }
ey - i i
= %‘:" »E § | g | f
Firm < s3 =3 s i 2w
size =3 5% £5 g L & s
s | 22| ZE | 0t s | f
22 10 1 Py L3 ,
100 t0 283 | 7 0.4 2.9 | boag e |
ey + 9 3 o | T b
250 0 899 | o9 3 30.8 0.0 | P 0.6 | 236 |
t . ! '
- 4 o] 0 ; 0 H a E
300 20 393|449, 8.9 0.0 I i 0.0 Lo
1 ¥ ,
! 4 0. Q| |0 ? !
2000 or more | 14 o 0.0 0.0 | feo ! 73 |
Ceium 29 18 1 1 33
Total 70.9 25.5 1.3 1.2 1gc.0
Chi Square = 4.76953 with 9 Degrees c¢f Freedom Signiticance = 0.3539

Contingency Coefficient =  (.28249
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ANALYSIS OF RESPONSES CONCSRNING THE ABILITY TO
ESTABLISH DEPARTMENTAL GOALS THAT ARE COMPATIBLE WITH CORPORATE GOALS

Responses
P 2o - 5 5
H o = >Ne - -

Firm 3 <SS =3 z = Row
Size »g é; §§ H S Totai
SE £3 »= s 2

19 14 1 32
100 0 249 | 559 41.2 2.9 51.3
9 4 0 13
250 t2 399 | g3 0.8 0.0 3.5 |
3 1 ) 4
500 to 982 | 35 25.0 | 0.0 7.3
2 2 ) 4
1
1000 or more | g4 4 50.0 0.0 7.3
Calumn 33 21 1 CE]
Total 60.0 38.2 1.8 100.0
Chi Square = 1.71030 with 6§ Degrees of Freadom Significance = (.3443
Contingency Cgefficient = 0.17366
TABLE 44
ANALYSIS OF RESPONSES CONCERNING AN UNDERSTANDING
OF THE MAJOR COCMPONENTS OF ORGANIZATIONAL AUTHORITY STRUCTURE
Responses
2 | - i |
2 2 = 3 g L
Firm by £3 =3 5 EE
Size =5 S5 &3 Ey EE
ST gg == = < : ;
= e = W/ = — = ’
| | : :
i 12 2 £} i 1 1 :
B I T S B 2.5 | 5. I
N - 8 3 2 o l 1‘ ;
SR R 23.1 15.4 03 | 75
2 Qg 0 3 0| 1 l 4 3
ORI 40 | 7m0 2.0 258 | 7.3 |
0 2 2 T o
1000 or mare | 5 50.0 50.0 Y -
Column 20 20 13 2 535
Total 36.4 36.4 23.6 3.5 100.2
Chi Square = 15.96947 with 9 Cegreas of Freedom Significance = 0.067S

Cantingency Ccefficient = 0.47436
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TABLE 45

ANALYSIS OF RESPONSES CONCSRNING AN UNDERSTANDING
OF THE MAJOR COMPONENTS OF ORGANIZATIONAL DIVISION OF LASOR

——

—— e ———— —
e

|

|

Responsas
2 Ze i 3 .
Firm 3 23 =5 5 k= [ _Row
Size »E EE| e z s Total
sz 2z ] = 2 !
. 11 16 6 i3
100 0249 | 321 47.1 17.6 ol gLa
2.9 .
8 4 1 13
250 ta 499 | g1.5 30.3 7.7 o,g 23.8 |
o] 4 0 ) 4 i
500 to 999 0.0 100.0 0.0 i 0.0 I 7.3 |
0 4 3 o | i
1000 or mre | g 100.0 0.0 0.0 i 7.3
Colum 19 28 7 55
Total 4.5 50.9 12.7 l_é 100.0
Chi Square = 13.01602 with 3 Degrees of Freedom Significanca = 0.1619
Contingency Coefficient = 0.43746
TRBLE 45
ANALYSIS OF RESPONSES CONCEZRNING AN UNDERSTANDING
OF THE MAJOR COMPONENTS OF ORGANI ZATIONAL MECHANISMS OF COORDINATION
Responsas i
T - | | |
S 7’:‘5 = ‘.E i § ; Acw !
Firm 3 ea SS g I | Total |
Size 5 55 =1 Eg - i !
- S == - - | - t H
SE. | =5 S= = L = : '
, . .
> 120 18 4 : ; ; !
100 t0 269 | 3573 52.9 11.8 ! N
3 5 Q i 13 |
250 to 499 | g 5 3.5 0.0 } I 355 !
n 3 1 v | ‘ b
300 to 999 72.0 25.0 0.0 | ’ i 7.3
] 0 2 2 ! | |2
| 1000 or mre, g5 50.0 £0.0 | b7
Calumn 23 25 § 38
Total 21.3 7.3 10.9 100.3
Chi Square = 12.63192 with § Cegrees of Freedom Significance = J.0492

Cantingency Coefficient = 0.43217
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TABLE 47
ANALYSTS OF RESPONSES CONCERNING AN UNDERSTANDIMG OF

THE MAJCR COMPONENTS OF CRGANIZATIONAL ECONOMIC MEASURES OF PERFORMANCE

Responsas i
> = bz !
= o =2 B b2 i
Firm s 23 =3 s | = 2ow |
Size =3 55 55 £ | =Z Total |
sZ g2 Z= = | = 5
14 .18 . R e
100 t0 243 | 412 41.2 1.3 ¢ 2.9 ‘ 2.9 518 |
6 .6 1 o i o 13
250 2 399 | 452 3.2 7.7 oo | o0 225 |
. L. 3 0 0 0 &
500 t0 999 | 554 75.0 0.0 | 0.0 0.0 7.3 |
4 0 0 0 0 &
1000 or mar® | 09, 0.0 5.0 | 0.0 0.9 73 i
Column 25 23 s 1 1 33
Total 45.5 41.8 9.1 1.8 1.8 100.9
Chi Square = 8.17025 with 12 Degrees of Freedom Significance = 0.7717
Cantingency Coefficient = 0.35363
TABLE 48
ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO APPLY
THE ORGANIZATIONAL PHILOSOPHY IN ALL LEADERSHIP FUNCTIONS
Responses {
[} - H ' 1
- 2, " 5 | 5 :
i Firm B 253 z3 T i E | oo
Size =5 55 55 s & LR
“ 3 = -c - | : !
2= 22 o= s = ‘
100 to 249 19 1 3 | :
55.9 32.4 3.3 L 2.9 i 5.8 |
: o
%0 waees | 7 5 1 I I -
53.8 8.5 7.7 ! 0.0 i 236
i i |
500 =0 999 3| 1 0 N R T
75.0 | 25.0 0.0 C 0.0 ' 7.3 i
1 1 ¢ :
1000 or more | _ 2 2 0 o0 l i
0.0 0.0 1 0.0 ' 0.0 . 7.3
Calumn 31 19 a 1 35
Total 55.4 3.5 7.3 1.3 100.9
Chi Square = 2.09336 with @ Cegrees of Freedom Significance = (0.2899

Contingency Coef¥icient = 0.19148
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A TABLE 49

ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO DECIDE WHAT FUTURE RESQURCEZS THE-ORGANIZATION WILL NEED

Responses |
- Z'.... - E g }
- = 4 ¥ — b -

Firm S K s3 ] £ ow
Size =3 53 >3 Ey = Total
2= £ = = £
100 to 249 8 15 § 3 i 24

23.5 4.1 23.5 3.8 61.3
250 to 499 4 7 2 0 13
30.8 53.3 15.4 0.0 23.5 ‘
2 1 1 0 3
500 to 995 50.0 25.0 25.0 0.0 7.3
2 0 2 0 i 4
1000 or mre | g g 0.0 50.0 0.0 | 7.3
Colum 16 23 13 3 35
Total 29.1 41.8 23.6 5.5 100.0
Chi Square = 7.41934 with 9 Degrees of Freedom Significance = 0.3935
Contingency Coefficient =  0.34476
TABLE 50

AMALYSIS OF RESPONSES CONCERNING THE ABILITY
70 DECIDE HOW THESZ RESOURCES WILL BE ALLCCATED

= —— — — ——— —
Responses ’
2 32 »¢ 5 ¥ s :
Firm s = S5 5 i S | o
Size -5 | 58| 22| E | & | o=
- IF =z T | = ‘ |
>3 2= © = = l = ' l
00 <5 24 7 17 7 b3 |3
00w | 1 50.0 20.5 ! 3.3 P 518
' R
4 3 8 2 0 ! 1
250 to 499 | .3 615 15.4 ! 0.0 '. 5
- 3 1 Q | a | 3 |
500 to 999 7.9 25.0 0.0 g } 0.0 % 73|
2 9 2 i 0 l a |
%1000 or more 50.0 0.0 50.90 ; 8.0 ; ,: 3 |
Column 15 2 1 : 0
Tota] 27.3 a7.3 20.5 5.3 120.C
Chi Scuare = 12.25053 with 9 DJegress oF Freedom Significanca = 0.1990

Contingency Coefficient = 0.42685
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TABLE 51

ANALYSIS CF RESPONSES CONCZIRNING THE ABILITY

———

rma——

—r

——

————

RESQOHSES
2 32 »2 3 3
Firm 3 =3 S3 ] 2 Row
Size =35 55 S35 £ = Total
$f¥ | 38 | 72 | E 2
100 to 209 | 12 u 6 ! 4 o4
35.3 32.4 17.6 2.9 11.3 61.3
g 7 5 1 0 0 13
250 t0 499 | 444 1.5 7.7 0.0 0.0 23.5
20N = 3 1 0 0 0 4
500 ta 992 | . o 25.0 0.0 0.0 0.0 7.3
2 ) 2 0 0 3
1000 or more | 54 g 0.0 50.0 0.0 0.0 7.3
Calumn 4 17 9 1 3 5
Total 43.6 30.9 16.4 1.8 7.3 100.0
Chi Square = 10.47602 with 12 Degrees of Freedom Significance = (.5743
Contingency Coefficient = 0.40000
TABLES2

ANALYSIS QOF RESPONSES CONCERNING THE ESTABLISHMENT CF GOALS

—_— ]

Responses E
| - _ i |
2 | 32| 2| Z § |
Firm 3 £3 23 5 ER
Size - o S = G = 0ta |
| ~- ™ a SR =X-} = =] I
i g -4 ol 4 = = i
5 == 2= = = s :
100 o 249 16 16 2 0 b
47.1 47.1 5.9 9.0 P 61.8 !
250 to 499 9 2 0 I+ N
69.2 30.3 0.0 v 0.0 i 23.8 |
i H
500 to 999 3 0 9 N
75.0 0.0 0.0 125.0 P 7.3 !
000 or mre | _ 2 2 0 Lo 1 e
! 50.0 £0.0 9.9 ! 0.9 i 7.3
Column 3g 22 2 1 35
Total £4.5 40.3 3.8 1.8 :00.9
Chi Square = 17.57103 with 9 Degrees of Freadom Significance = 13.2405

Contingency Coefficient =

2.38206
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TABLE 53

ANALYSIS OF RESPONSES CCNCERNING AN
UNDERSTANDING HOW FAR THE ORGANIZATION IS FROM GCALS

e
Responses ty
= = Dy = - -

Firm 3 =S S>3 s = Row
Size -1 55 55 g & Total
5% i zF = p
S :E:— V7 - = =

9 19 6 0 34
100 ©3 249 | o6 5 §5.9 17.6 0.0 §1.8
7 6 0 0 13
25°.t° 49% | 538 46.2 0.0 0.9 23.5
1
3 0 0 1 2
500 to 999 | 5.9 0.0 0.0 25.0 7.3 !
2 2 0 0 a3
1000 or mre | 5 g 50.0 0.0 0.0 7.3
Lolumn 21 27 6 1 33
Total 8.2 49.1 10.9 1.8 100.0
Chi Square = 22.38565 with 9 Degrees of Fresdom Significance = (.0077
Contingency Coefficient = 0.33784
TABLE 54
ANALYSIS OF RESPONSES CONCZRNING AN
UNDERSTANDING OF A SET OF ACTIONS TO REACH GOALS
Responses
> “E 4
= o= .- 3 £
Firm g 23 S 5 z o
Size =5 58 55 z | & A
3= 3F - = ! 2 !
S = - VY - = ; = !
100 + 15 17 2 s i
00w 243 | 5 50.0 5.9 g |
4 8 5 0 ‘ 12 '
4! 3 i
30 w48 | g5 8.5 0.0 | 2.5 |
. 4 0 o | + |
500 = 339 | y49.9 0.0 0o | 7.3 |
4 9 0 PR
1000 or more } 155.9 0.0 00 | 73
Calumn 31 22 2 33
Total 36.4 40.0 3.5 106.0
Chi Saquare = 8.962Q1 with 3 Cegrees of fFreedom Significance = 0.1757

Contingency Coefficient = 0.37432
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TABLE 53

ANALYSIS OF RESPONSES CONCEZRNING THE ABILITY
TO USE EXISTING RESOURCES TO ACCOMPLISH DEPARTMENTAL GOALS

—————

Responses
t | Fz 1 oz | B
Firm s -] z=5 s | = Row
Size =3 S3 &5 £ & Total
352 | 3=z | zE | = 2
. 23 1 3
1
250 to 499 | g 3 . B
4 0 4
500 w0 999 | 1g0.0 0.0 2.3
4 0 ‘ i
1000 or more | 109.0 0.0 ! | 33
- 1
Column 39 16 ' 33
Total 70.8 29.1 100.0
Chi Square = 4.01081 with 3 Dagrees of Freedom Significanca = (.2503

Contingency Coef¥icient = 0.26071

TABLZS6
ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO PLAN SHORT-RANGE GOALS

Responses }
< l . i !
t | 32| 22| 2 | 2
Cire Z £ zZ : | i romi
Size .- S3 a5 Ey yg !
SE 3= pe z =
g— g-: Y — = | =
[}
100 to 249 2 9 1 ; N
° 70.6 | 26.5 2.9 ! §1.3
g § 5 2 | ! 13
250 1 999 | 462 8.5 15.4 ! 215
5 a 4 0 0 ! 1 i
%00 % %9 1 160.0 0.0 0.0 7.3 |
: 2 2 0 | '
1000 ar more | 55 9 50.0 0.0 ! 73
CoTumn 36 16 3 53
Total 85.5 29.1 2.5 100.2
Chi Square = 7.16966 with 6 Degrees of Freedom Significanca = 0.20%54

Contingency Coef¥icient = 0.33959
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TABLZ 57

ANALYSIS CF RESPONSES CONCZRNING THE ABILITY TO PLAN LONG-RANGE GOALS

—

Rasponses
2| 320 sz | B g |
Firm 5 35 =3 pe 0 amw
Size :,'§ é ] ;}i E = Total
3= £ ] Z 2
21 10 3 3
100 t0 243 | g1 g 29.4 3.8 61.3
. 6. 7 0 |13
250 w0 499 | 45.2 53.3 0.0 236
3 1 i} K] ’
500 to 999 | 75,9 25.9 0.0 7.3 ;
0 2 2 4 i
1000 or mare; g 50.0 50.0 7.3
Column 30 20 5 58
Total 54.5 36.4 9.1 100.0
Chi Square = 13.78421 with & Degrses of Freedom Significance = (.9321
Contingency Coefficient = 0.44766
TABLE 53
ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO ORGANIZE PEOPLE AND ASSIGN THEM SPECIFIC TASKS
Responsas ;
| - ; - H i
2 32 -2 1 8 | 5 | . |
Firm 2 25 s3 5 R Rl
: - e = = S = ! g |
>l 52 | 22| 28| = : |
== j: L - = = ' b
100 to 249 28 4 1 1 Pz
82.4 11.8 2.9 2.9 i 818 |
250 to 499 5 8 0 a | i3 o
38.5 61.5 0.0 0.0 | 22.8 |
| i ] i
560 o 999 2 2 0 0 1 S
50.0 50.0 9.0 0.0 ; 7.3
, .
1000 or mo 0 4 0 0 N
1000 ormare )4 4 100.0 0.0 | 0.0 | 7.3 |
Coiumn 35 18 1 1 s3
Tozal 63.6 32.7 1.8 1.8 100.3
Chi Square = 20.82240 with 9 Degrees of Freecdom Significance = 0.0135

Contingency Coetficient = 0.52404
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TABLE 33

ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO ORGANIZE PEQPLE AND ASSIGN SPECIFIC RESPONSIBILITIES

Responsas
=2 s
- -~ - < 5 i
- Q= O = f -:: {

Firm S =3 pwi] 5 2 | Row
Size >3 ] EF] £ g Total
$5 | 32 | 7= | = 2
. 27 6 1 e

100 t0 248 | 49 17.6 2.9 61.3
7 6 0 13
250 to 499 | g3 46.2 0.0 23.6
) 3 1 0 b
50020999 | 750 | 25.0 0.0 Lo
s 0 0 | 2 i
1000 or mre | 100.0 0.0 0.0 7.3
Column 41 13 1 33
Total 74.5 23.6 1.8 100.0
Chi Square = §.073%4 with 6 Degrees of Freedom Significance = 9.4150
Cantingency Coefficient = 0.31536
TRBLE 60
ANALYSIS OF RESPONSZS CONCSRNING THE ABILITY
TO ORGANIZE PEOPLE AND INSURE THAT IMPORTANT JOBS ARE DONE
Responses
- - T 1
2| 32| 2| E ] ?
Firm s S5 S8 g =2 Tomul i
Size »E 58 53 z = l T
SE 25 =5 E | g |
100 o 26 27 5 1 1 Pz
G289 1 5% 8.7 2.9 2.9 - T
n 190 3 5 0 0 b
250 © 483 | o5 38.5 0.0 | 0.0 235
|
500 to 9 2 2 0 0 1
0% 99 | 450 50.0 0.0 0.0 I 7.3
] ! l
{ 4 0 Q Q | 3 ;
1000 or mre | 109.9 0.0 0.0 | 0.0 L7
Calumn a1 12 1 1 ’55
Total 74.5 21.3 1.3 1.8 100.3
Chi Square = 7.07682 with 9 Degreas of Fresdom Significancz = 0.5281

Contingency CoefTicient =

0.33764
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TABLE 51

ANALYSIS OF RESPONSZS CONCERNING THE ABILITY
TO QRGANIZE PEQOPLE AND INSURE THAT INSTITUTIONAL GOALS ARE FULFILLED

Responses
> . =
- -— b ) =] Q
= Q= oy = - -
Firm 3 B3 o] s = Row
Size =3 58 53 = =y Total
sz 3z ol = e
> - §-— S — = =
100 to 249 B | 13 2 1 3
82.9 38.2 5.8 2.8 6i.8
4 9 . Q 0 13
B0 w499 | 49 §3.2 0.0 0.0 23.5
N 1 3 0 0 a
500 0 999 | o5 5 75.0 6.0 0.0 7.3
4 0. 0 0 2
1000 or more | 194 g 0.0 0.0 | 0.0 7.3
Column 27 28 2 1 35
Total 49.1 45.5 3.6 1.8 100.0
Chi Square = 10.02222 with 9 Degrees of Freedom Significance = 0.3487
Contingency Coefficient = 0.39260
TABLE 62

ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO
TRANSLATE PLANS INTO A STRUCTURE OF TASKS AND AUTHORITY
o _____}

Responses |
b, 2 = j
= zc =2 3 2
Firm s -1 S2 5 E Rl
size -5 | 5% | 35| £ ER
Sw = - - :
§2 | gz | ZE | 3 3 i
100 to 249 2s 3 5 1 i
- 73.5 3.3 14.7 2.8 §1.3 !
. 4 3 0 o ) i
250 © 493 | 498 63.2 0.0 0.0 | 235 |
5 ) 4 0 0 9 ¢ |
500 = 992 | 150.0 0.0 0.0 t 0.0 ‘ 7.3 |
: 0 4 9 I o 'O
1000 or more | g0 | 100.0 0.0 | 0.0 ! 73 |
Column 13 16 3 1 55
Total 50.2 29.1 e.1 1.8 100.2
Chi Square = 30.1392¢ with 3 Degrees of Freedom Signiticanca = 0.0004

Contingency CgefTicient = 0.33498
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TABLE 63

ANALYSIS QF RESPONSES CONCZRNING THE
ABILITY 7O INTZGRATE THE OBJECTIVES OF SEPERATE UNITS

Resgonsas
z | 32 - 5
Firm 5 S5 =5 pe = 2w
Size > 5 ;6 § ;}"9' %’ E Totai
s 2= o = 2
. 17 s 8 1 2 1
100 to 249 | o4 4 17.6 23.5 2.3 5.9 61.8
7 5 1. 0 0 13
250 ta 499 | g3 9 8.5 7.7 0.0 0.0 23.5
- 0 .4 0 0 o] 4
500 t0 998 | 44 100.0 9.0 0.0 0.0 7.3 |
2 2 0 0 0 3
1000 or mre | g5 g 50.0 0.0 0.0 0.0 7.3
Colum 2 17 9 1 2 55
Total 47.3 30.9 16.4 1.3 1.6 100.0

Chi Square = 15.71361 with 12 Deg:ees of Freedom Significance = 9.2044
Contingency Coefficient = 0.47147

TABLZ 64

ANALYSIS OF RESPONSES CONCERNING THE
ABILITY TO DEAL EFFECTIVELY WITH GROUP GOALS

—— — e —
Responses )
“d :& - o g :
s o= nE pey -t s
Firm g | 23| 22| % R R i
Size =3 S s 58 4 =y
b ;. - = — ; : -
S3 2= 2= = 2| f
{
100 to 249 2 6 & A i
6.7 17.5 17.5 . 81.3
!
250 to 499 8 5 9 = N
61.5 38.5 0.0 23.5 |
500 o0 999 2 1 1 4
50.0 25.9 25.0 ; 7.2
1000 or 2 2 0 4
‘ ™= | 50.0 0.0 | 0.0 L2
Column 34 14 7 '§5
Total §1.3 25.5 12.7 130.0
Chi Square = 5.13571 with 6 Degrees of Freedom Sienificance = (.4032

Contingancy Coefficient =  0.31680



145

TABLE 65

ANALYSIS OF RESPONSES CONCERNING THE
ABILITY TO OEAL ZFreCTIVELY WITH ORGANIZATIONAL SOALS

————

.h

Responsas
- e Y - S g
s QS o= P -
Firm S == S32 s = Row
Size 5 33 Sa 3 S Total
52 :E =2 = s
100 t0 248 | 554 2.5 17.8 2.3 5.8
T
7 6 0 0 13
250 to 499 | &5 4 6 o8 08 | B
I 2 1 1 0 4
500 to 999 | <5 ’5.0 253 .0 ‘-
4 0 0 g 4
1000 or mre | 144 g 0.0 0.0 0.0 2,
Column 31 16 7 1 55
Totai 56.4 29.1 2.7 1.8 1500
Chi Square = 7.92453 with 9 Degrees of Freedom Significance = 0.5408
Contingency Coefficient =  0.35507
TABLE 68

ANALYSIS QF RESPONSES CONCERNING
THE ABILITY TO DELEGATE DECISION MAKING

e ——
rResponses
> | Iz s !
= = »e 8 2 !
Firm < - =3 5 X = ! -.'Rg;]
Size =5 25 55 = | = 10
g5 I = = | e '
== £= D= = L=
100 to 249 20 1 2 ]
58.8 2.4 5.9 2.3 -
250 o 499 8 3 1 I S BT SR
61.5 30.8 7.7 | 0.0 L2358
500 o 999 Q 4 ] ) } 4
0.0 100.0 0.0 0.0 ; 7.3
1000 or more 0 4 0 | o I ]
0.0 100.0 0.0 | 0.0 7.3
Column 28 23 3 1 535
Total 50.9 31.3 5.5 1.8 100.9
Chi Square = 13.84815 with 9 Degrees of Freedom Significance = 0.1393

Contingency Csefficient =  0.44457
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TRBLE 67

ANALYSIS OF RESPONSES CONCZRNING THE
ABILITY TO CREATE A SUPPORTIVE WORK ENVIROMNMENT

Responses
- e - H s
= V= oy = - -

Firm 3 =3 i s = Row
Siza -1 55 53 zF s Tetal
5% 3z | =51 3= s
2= g2 ) — = =

20 12 2 34
100t 248 | 533 35.3 5.9 61.3
8 5 ] 13
250 to 499 | 4y 3 8.5 0.0 23.5
- 4 4] 0 a
500 to 999 | 109,90 0.0 0.0 7.3
2 2 ] 4 !
1000 or more | g g 50.0 0.0 7.3
Cotumn 38 19 2 33
Total 61.8 R.5 3.6 10G6.0
Chi Square = 4.04007 with 5 Dagress of Freedom SigniTicance = (.5713
Contingency Coefficient =  0.26159
~ TABLE &8
ANALYSIS OF RESPONSZS CONCZRNING THE
ABILITY TO PERSUADE AND MOTIVATE SUBORDINATES
——— — :
Responses t
2 = ‘ i
b -?-'u - a 3 | H
. = Q= e - - i Oow !
Firm 3 =3 =3 z =z e
Po - g =t = =~ Total (
Size - S e S 6 = 3 !
“ s =83 -% - ! !
Ss 2= ] S L2 f J
100 to 249 20 12 2 Poo®
38.8 35.3 5.9 {513 |
250 to 499 5 7 1 g 13
38.5 53.8 7.7 : 23.6 i
500 to 959 3 1 0 1 boos
75.0 25.0 0.0 7.3
1000 or more 2 2 9 } i !
50.0 50.9 0.3 7.3
Column 30 22 3 35
Total 54.5 40.9 s.8 100.3
Chi Squars = 2.75603 with 6 Cegrees of Freedom Significance = 3.3388
Contingency Coefficient =  0.21845
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TABLZ 65

ANALYSIS QF RESPONSES CONCERNING THE ABILITY T0
ASSESS THE GROUPS PRESENT AND FUTURE EXPECTATIONS ABQUT REWARDS

RESDOT\SES
= 2w 2 § ; S
Firm 3 =3 25 s = Row
Size =8 55 S5 | £ g Total
F ‘§ F = ! = -]
> wm — [ K H - -
16 ) 7 2 3
100 ta 248 | 473 26.5 20.6 5.9 61.3
5 7 1 0 13
250 to 4399 | 335 53.8 7.7 0.9 : | 3.5
. 3 1 0 0 ! s
500 £2 999 | 75.9 25.0 0.0 0.0 73
2 2 0 0 Pa
1000 or more | 5.0 50.0 0.0 0.0 | 7.3
Column 26 19 8 2 53 .
Total 47.3 34.5 14.5 3.6 1c0.
Chi Square = §.96351 with § Degraes of Freadom Significance = ¢ gags
Contingency Coefficient = 0.33534
TABLE 70
ANALYSIS OF RESPONSES CONCERNING THE ABILITY T0
ASSESS THE GROUPS PRESENT AND FUTURE EXPECTATIONS ABOUT TASKS
m‘—f -
) s Responsas |
- - [ '
- - ! - :iﬂ' - ; 5 z !
= . Q= > S - - i Sow H
Firm 3 =3 =3 5 = | Toral |
. - - 2 S %5 = '
Size =5 55 £5 = g l ;
23 Tz =5 = = ’
S5 2= o= = = ! :
t
. 20 L7 g 2 ! I i
100 0 249 | 573 20.5 1.7 5.8 P sLg |
c 8 4 1 a 13
2%0 to 499 | o, ¢ 30.3 7.7 0.0 23.5
- o 3 1 0 0 a
500 to 999 | ;e 5 25.0 0.0 0.0 7.3
2 2| 0 0 3
1000 or mre | 54 4 50.0 | 0.0 0.0 7.3
Colum 33 14 6 2 33
Total §0.0 25.8 10.8 3.5 120.0
Chi Square = 4.31789 with § Degrees of Freedem SigniTicance = 0.3893

Contingency Coefficient = (.2698Q
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TAALE 1

ANALYSIS OF RESPONSES CONCERNING THE PROCESS OF
DIRECTING AND INFLUENCING TASK-RELATED ACTIVITIES OF SUBORDINATES

|-

|

RESDOHSES
- N
- = - s | 5
- QS > o d'-b -
Firm 3 =3 S8 s = Row
:op . S - -— - g. = Tcta'l
s 28 | g2 | 2§ | £ p
2= 22 = = =
34
100 %0 249 18 2 3 1
52.9 35.3 3.3 2.9 61.8
13
50 4o 4 10 1 2 0 -~
20 w438 | e 7.7 15.4 0.0 22.5 |
= 3 1 0 0 ¢
500 ©0 399 | ¢ g 25.9 0.0 0.0 7.3
]
Q e 4 0 i } : .
1000 or mare |, 0.0 100.0 0.0 | P73
Column 3 14 9 1 35
Total 56.4 25.5 16.4 1.8 100.0
Chi Square = 27.02965 with 9 Degrees of Freedom Significance = 0.0014
Contingency Coefficient = 0.57403
TABLE 72
ANALYSIS OF RESPONSES CONCERNING
YOUR ROLE IN RELATION TO THE EXECUTIVE MANAGER
—— —_— ]
" Responses
- ! l
I = 3 s .
Firm 3 SE =3 g L oE 0 2o
Size »E 55 23 g | & | Tom |
sz EE p] E - |
| i i
en 2 15 10 8 b Pz
100 t0 249 | .77 2.4 2.5 i 2. 5.3 |
. 5 5 2 ] R T S
250 0499 | 4 3.5 5.4 | | 77 | =g |
ca0 +a aa 3 0 1 Lo a
500 t0 998 | o5 0.0 5.0 | i 0.0 S
i t H
2 2 | e | b e
1000 or more | o, 5 0.0 | 0.9 | loo | 73
Column 25 17 11 2 ‘gs
Totai 25.5 0.3 20.0 3.6 100.0
Chi Square = 5.03661 with 2 Degress of Freedom Signifieance = 3.331:

Contingency Coefficient = 0.23964
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TRBLE 73

ANALYSIS OF RESPONSES CONCERNING
YOUR ROLE IN RELATION TO PEZR GROUP

Responses
! ) _
- > | - < S
- Q= - — - -

Firm - =3 33 g z _Row
Size =3 53 S3 g g rotai
52 s ] E 2

10 16 5 3 34
100 to 245 | o9 4 47.1 1.7 3.8 61.3
. 5 6 1 1 3
250 % 499 | .5 46.2 7.7 R 23.5
3 1 0 0 4
500 0 999 | 59 25.0 0.0 0.0 7.3 -
0 2 2 3 4
1000 or more | 4 g 50.0 50.0 0.0 7.3
Column 18 25 8 4 35
Total 2.7 45.5 4.5 7.3 100.0
Chi Square = 9.30139 with 9 Degrees of Freedom Significance = (0.4099
Contingency Coefficient = 0.23743
TABLE 74
ANALYSIS OF RESPONSES CONCZRNING YOUR
ROLE IN RELATION TO GOALS OF THE ORGANIZATION
Rasponses ?
= - | i
- N = E é i - !
Firm 3 S5 = 3 = L |
Size ~5 5% £3 s z g o=l
&3 =5 -5 = i |
8= RE 5= = £ ' !
= = = : :
190 = 19 11 3 1 P
002259 | 559 32.4 8.8 2.9 | g3 !
l :
en + § 5 1 0 13 l
250 0 499 | 42 46.2 7.7 ! 0.0 5.5 !
cag & 3 1 0o | 0 PR
00 2 993 | 25 25.0 0.0 | 0.0 7.3 |
0 4 0 | 0 1 i
1000 or mre | 4 5 100.0 0.8 ! 0.3 7.3
Calumn B8 22 4 1 35
Total 50.9 0.0 7.3 1.3 190.2
Chi Square = 8.47543 with 9 Degrees of Freedom ignificance = 0.4370

Contingency Coetffigient = (0.36341
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TABLE 75

ANALYSIS OF RESPONSES CONCERMING THE ABILITY
[l THE CONTROL FUNCTION TO MEASURE PROGRESS TOWARD A PLANNED GOAL

e e e — e, e

J

et t———
St t——— — ——
v

Responses
o £ - 5 | B
Firm 3 23 z= z g _Row_
Size S 535 &5 g g rotai
55 | 38 | ZE | 2 -
S e g— WY = - -
- 17 13 2 2 34
100 2 289 | 557 38.2 5.9 5.9 61.8
s 2 1 | 13
250 to 499 | 45 5 15.4 7.7 7.7 23.5
3 1 0 0 4
500 t0 999 | 454 25.0 0.0 0.9 7.3
'y 0 o ‘ g 4
1000 or more | 109_9 0.0 0.0 I o0 | 7.3
Colum 33 16 3 3 55
Total §0.0 29.1 5.5 5.2 100.0
Chi Square = 6.10564 with 9 Degrees of Freedom Significance = 0.7293
Contingency Coefficient = 0.31610
TABLE 76
ANALYSIS OF RESPONSES CONCERNING THE ABILITY It
THE CONTROL FUNCTION TO DETECT DEVIATIONS FROM A PLANNED GOAL
—— ]
Responsas ’
] = - i
- e - E _§ !
Firm 3 £3 25 5 £ Jon |
size =5 CE £5 e 5 roral
£5 Tz =5 = < '
i;‘. i& e S = B
|
; 13 10 3 2 TR
200 ta 288 1 g5 29.4 3.8 5.9 1§13 |
e 7 6 0 i 0 3|
B0 w499 | g5 36.2 0.0 L 0. 535 |
. 3 1 0 i 0o | 4 |
%00 23 998 | g2 25.0 0.0 K I R
] 4 0 0 | 0 i 4
1000 or mare | 499 g 0.0 0.0 ool s i
Colum 33 17 3 2 55
Total 60.9 30.9 5.5 3.6 100.9
Chi Square = §.76570 with 9 Degress of Freedom Significancz = g_s614

Contingency Coefficient = 0.3309¢
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TABLE 77
ANALYSIS OF RESPONSES CONCERNING THE ABILITY
IN THE CONTROL FUNCTION TO TAKE REMEDIAL ACTION

Responsas
- 2. - z 5
Firm 3 <= 23 £ = Row
Size =S 3 S3 E =y Total
- == bl =3 -
3= 22 ] S 2
20 9 2 3 3
100 to 249 58.8 26.5 5.9 8.8 51.3
9 4 0 0 13
250 to 499 69.2 30.8 0.0 0.0 23.56 |
2 2 0 0 4
500 to 999 50.0 50.0 0.0 0.0 7.3
4 0 2 bj a
1000 or mre |  100.0 0.0 0.0 0.0 7.3
Colum 35 15 2 3 3=
Total 63.5 27.3 3.5 5.5  100.0
Chi Square = 6.13876 with 9 Degrees of Freadom Significaneca = (.7260
Contingency Coefficient = 0.31637
TABLE 78

ANALYSIS OF RESPONSES CONCERNING THE ABILITY IN THE CONTROL
FUNCTION TO ASSURE THAT ACTUAL ACTIVITIES CONFORM TO PLANNED ACTIVITIES

kit -

: rResponses '

] O !

: | 32| 22 £ 1 2 | |

Firm s 23 =S 5 £ ! e |

Size =3 g8 =X z g | !

g2 | 3 | z= | = g | i

) 13 9 1 2 4y g

100 <o 249 52.9 26.5 2.9 5.3 1.3 513

8 5 0 0| 0 13|

250 to 499 61.5 38.5 0.0 0.0 | ¢.0 23.5 l

2 2 0 0 0l 4

5§30 to 999 50.0 50.0 0.0 0.0 9.0 | 3 !

2 2 0 | 0| 9 1 |

1000 or more | 5.9 50.0 0.0 § 0.0 | 0.0 7.3 |

Colum 10 18 ] 2 4 33

Tatal 54.5 2.7 1.8 3.5 7.3 1000
Chi Squara = 5.75301 with 12 Degrees of Freedom Significance = p 9230

Contingency Coefficient = 0.30773
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TABLE 79

ANALYSIS OF RESPONSES THAT MAKE CONTROL MECESSARY
IN THE UNDERSTANDING OF THE COMPLEXITY OF THE ORGANIZATION

P —————

Responses
- -
- ibga - - =4
] g = X3 b -
Firm 3 =3 s 5 E ow
Size »§ S8 53 £ & Total
Sen (=3 ©C = -~ -
2= 2= h= 5 =
. 13 12 6 3 %
100 o 249 8.2 35.3 17.6 8.3 61.8
i 3 10 0 0 13
250 to 499 23.1 76.9 0.0 0.0 2.6
0 3 1 0 '
500 to 999 0.0° 75.0 25.0 9.0 .3 |
0 0 4 ) 1
1600 or more 0.0 0.0 100.0 0.0 7.3
Column 16 25 n 3 33
Total 29.1 45.5 20.0 5.5 100.0
Chi Square = 27.05396 with 9 Oegrees of Froedom Significance = (.0014
Contingency Coefficient = 0.57420
TABLE 80

ANALYSIS OF RESPCNSES CONCERNING AN UNDERSTANDING
OF THE FACTORS THAT MAKE CONTROL NECESSARY INVOLVING RESCURCES

——ee—— ]

Responses !
~ 2 i g |
2 3% ~% 3 2 o |
Firm g 53 3 ] H Toul |
Size >.'§ 3 s EX) = =) )
5% | 3% = £ E:
16 11 LS 1 i 2 2 :
100 to 283 | 473 32.4 1.8 29 | 5.3 g3 |
4 8 1 Q ¢ 1!
30w 49§ 303 §1.5 7.7 0.0 0.0 s |
. 0 4 0 | a Q 1 !
500 to 999 0.0 100.0 0.0 3 0.9 0.0 7.3 |
; 0 4 0 0 0 g
00 ormre | gg | 100.0 0.0 0.0 0.9 33 |
Column 20 27 5 1 2 23
Total 3.3 49.1 9.1 1.8 5.5 100.C

Chi Square = 13.34030 with 12 Oegrees of Freedom SigniTicance = 0.3310
Contingency Coefficient = 0.34447
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TABLE 81

ANALYSIS OF RESPONSES CONCIRNING AN UNDERSTANDING OF THE
FACTORS THAT MAKE CONTROL NECESSARY INVOLYING DELEGATION OF AUTHORITY

pem—

Responsas
] < !
- T O = - | -
Firm s 32 3 5 1 £ Ao
Size . 55 55 z | & Tatai
S S = % - = -
S8 LE ] £ | £
15 13 2 7| 3] 3
100 to 249 4.1 8.2 5.9 29| 33| 6.8
5 7 1 9 | ol 13
250 to 499 3.5 53.8 7.7 0.0 0.0 3.5
0 8 0 0 9 4
500 to 999 0.0 100.9 0.0 0.9 0.0 7.3
2 5 0 0 ol & |
1000 or mrs £0.0 50.0 0.0 0.0 8.0 7.3
Columm 2 2 3 1 3 55
Totai 40.0 - 47.3 5.5 1.8 5.3 100.¢
Cai Square = 7.95451 with 12 Degrees of Fraedom Significance = 0.7887
Contingency Coerficient = 0.35346
TABLE 82

ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO
PLAN FUTURE PERFORMANCE BASED UPON RELATED EXPEMDITURES

_— ]

Responses !
S = | = ‘ i
- — b o S
Firm s S8 =5 < ] = l ow |
size =5 £% 53 s | & | o=l
! s §' s = =F = | = i i
! =>= == o — = 4 = §
4 ! ! ! i
100w 29 | o9 a2 | 6.5 2.5 | pon
- ° H ° ! ° i : 51.3 H
10 2 1 0 i 1 i
250 to 499 7 1 ‘ 13
76.9 15.4 7.7 0.0 l L 535 g
1 3 [ 0 i . )
500 2 992 25.0 75.0 0.0 ‘ 0.0 | sy |
0 2 2 | 0 | | \ :
1000 or more 0.0 50.0 | 50.0 | 0.0 ! b
! ! ! feo
Colurm 21 21 12 ] .55
Total 38.2 8.2 21.8 1.8 180.9
Chi Square = 15.39282 with 9 Degrees of Freacom Significancs = (.9807

Contingency Coefficient = 0.46€762
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TABLE 83

ANALYSIS QOF RESPONSES CONCZRMING THE ABILITY
TO PLAN FUTURE PERFORMANCE BASED UPON REVENUES

ﬂ

———

Respanses |

2 i

2 = e g s =

Firm 3 =S 3 g = Row |

Size >3 535 53 £y = Totai |

58| $ | 22| = s |

10 18 9 1 e

100 to 249 29.4 a1.2 2.5 2.9 61.8 |

1

9 3 1 0 13

250 ta 499 63.2 23.1 7.7 0.0 235 |

< 0 3 1 0 e

S00 to 999 0.0 75.0 25.0 0.0 7.3 |

2 2 g 0 "

1000 or mre | 55 g 50.0 0.0 0.0 7.3
Column 21 22 11 1 55

Total 8.2 40.0 20.0 1.8 100.0

Chi Square =  11.07237 with 3 Degrees of Freedom Significanca = .2708

Contingency Cagfﬁcient = 0.40936

TABLE 34

ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO PLAN FUTURE PERFORMANCE BASED UPON PROFITS

Responses
N 2 1 e | |
2 5 =2 S 2 Rew
Sirm g 55 =3 5 £ | total |
Size ~8 535 S z =3 | |
=S == - = a | i
£S 2.3 n= = = !
10 12 -] 3 ; 34 E
5 6 ] 0 i 13 E
20099 | L3 .68 7.7 0.9 -
. 0 3 1 0 T
500 to 999 0.0 75.0 25.0 0.0 ‘ 7.3
Il 0 g g | 2 ;
1000 or more 100.0 0.0 0.0 0.0 : 7.3 :
Column 20 21 1 3 22
Total 36.4 38.2 20.0 8.2 ~00.3
Chi Square = 14.34098 with 9 Degrees of Freedom Significance = 0.1107

Contingency Ccefficient = 0.45477
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TABLE 85

ANALYSIS QF RESPONSES CONCEZRMING AN UMOERSTANDING
OF FINANCIAL CONTROL METHODS IMCLUDING BREAK-EVEN ANALYSIS

Resoonses
—_—
2 =2 2 s | §
i Firm g =3 S3 g £ _Raw_
Size ] 33 =X g & Totai
ST E = == = e
> e — Y - - -
9 8 14 3 3
100t 263 | 265 25| a2 3.8 61.3
s 5 4 0 13
250 to 499 30.8 8.5 30.8 0.0 23.5
0 3 1 0 4
500 to 999 0.0 75.0 25.0 0.0 7.3
g 0 4 i | a
1000 or more 0.0 0.0 | 100.0 0.0 | |73
Colum 13 16 23 3 55
Total 23.5 29.1 4.8 5.5 100.0

Chi Square = 12.84612 with 9 Degrees of Freedom Significance = 0.1697
Contingency Coefficient = 0.43513

TABLE .86

ANALYSIS OF RESPONSES CONCERNING AN UNDERSTANDING OF
FINANCIAL CONTROL METHODS INCLUDING OEPARTMENTAL COST EFFECTIVENESS

—_— — 3
] Responses ?
| | ! = i - ! !
2 T’:,‘E »E S . ; ] g
Firm-- s 23 s3 5 1 2 | o i
size =3 - =5 £ & | !
3z _£= o= = = !’ :
N 10 12 n 1 TR
100 <o 249 29.4 35.3 32.4 2.9 I 5.3 !
t H

N 4 3 0 0 |13
250 to 499 30.8 69.2 0.0 0.9 | L 235 |
s 0 4 g 0 .
500 to 999 0.0 100.0 0.0 0.9 | | 73 |
2 0 b
1000 or more sg.g 3,8 50.0 0.0 f ' ; 3|

16 25 13 1 S5

Solum 29.1 45.5 23.5 1.8 100.0

PrH
(4]

Chi Square = 15.50887 with 2 Degress of Freedom Significance = 0.0779

Cantingsncy Coetficient = 0.46300

[T
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TABLZ 87

ANALYSIS OF RESPONSZS CONCERNING THE ABILITY 70 USE

CONTROL SYSTEMS TO MONITOR ORGANIZATIONAL FUNCTIONS

—

Rasponsas g
o 2. = | 3 5
. - [~ I —4 o a_-l -
Firm S =S SS s = Row
Size =5 535 S5 Ey s Total
P =5 - =
2= £3 a2 | = S
2aq - 8 12 9 1 3 3¢
100 %o 249 3.5 35.3 26.5 2.9 11.8 61.8
§ § 1 0 0 13
250 to 499 3.2 36.2 7.7 0.0 0.9 23.6
o 1 3 0 0 0 2
500 to 999 25.0 75.0 0.0 0.0 0.0 7.3 ‘:
0 s 0 0 9 4
1000 or more 0.0 100.0 0.0 0.0 0.0 7.3
Cotum 15 25 10 1 s 55
Total 27.3 45.5 18.2 1.8 7.3 100.0
Chi Square =2 13.74668 with 12 Degrees of Freadom Signiticance = 0.3172
Contingency Coefficient = 0.44717
TABLE 33

ANALYSIS OF RESPONSES CONCZRNING THE ABILITY 7O

USE CONTROL SYSTEMS TO MONITOR QRGANIZATIONAL PROJECTS

e e ey
. Responses
] - . :
2 | 22 i 5 2 | 2w
Firm s =S S3 g = Total
Size 3 3 s S5 g =y
=% 2F = = s !
= - o] ) = . = !
. 8 12 g 1 iz
100 o 249 23.5 35.3 6.5 2.9 1.8 | g |
6 6 1 0 01 .
250 ts 499 3.2 36.2 7.7 0.0 0.0 | 5.5
N 0 4 0 0 ol .
500 %o 999 0.0 100.0 0.0 0.0 0.0 | 54 |
2 2 0 0 0 |
10C0 or more 50.0 50.0 0.9 0.0 0.0 I ; 2
Column 16 24 10 1 4 35
Total 2.1 43.6 18.2 1.8 7.3 1cc.9
chi Square = 13.55194 with 12 Degrees of Freedom  Significance =  0.3302

Centingency CoefTicient =

0.34262
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TABLE 89

ANALYSIS OF RESPONSES CONCERNING THE ABILITY T0
DEVELOP GUIDELINES FOR DEVELOPING MANAGERIAL BUDGETS

Responses
- [ =
- :u - g | c
= Q= >N O - H -
Firm S0 $2 | 28| &8 | 2 ow
Size >3 Ss =X z s Total
5= 3z =g z S
S §... U v = =
7 u 13 0 3 34
100 to 249 20.6 32.4 8.2 0.0 8.8 61.8
5 5 1 1 1 13
250 to 499 38.5 38.5 7.7 7.7 7.7 23.5
1 3 0. 0 0 Y]
500 to 999- 25.0 75.0 0.0 0.0 0.0 7.3
0 4 0 0 0] a
1000 or more 0.0 100.0 0.0 0.0 0.0 i 7.3
Colum 13 23 14 1 4 55
Total 23.6 41.8 28.5 1.8 7.3 100.0

Chi Square = 17.10327 with 12 Degrees of Freedom Significance = 0.1458
Contingency Coefficient = 0.48704

TABLE 99

ANALYSIS OF RESPONSES CONCERNING THE ABILITY 70
DEVELOP GUIDELINES FOR DEVELOPING ECONOMIC FORECASTS

[

rl

Responses
-
2 321 sz | S 2

. - P, = Oow

Firm £ | 32| =2 | 8 2 |
Size n= g5 &8 E S
$2 | s | ZE | = g

_ 7 6 17 11 3 N

100t 288 | 205 17.6 50.0 29| 8.8 [
61.3

5 2 5 1 0

250 t0 499 | -5 15.4 38.5 I 7.7 0.0 3

! .

_ 1 2 1 0 0,
500 to 999 25.0 50.0 25.0 0.0 0.0 - 3

0 0 Z 0 2 .
1000 or more 0.0 0.0 50.0 0.0 i 50.0 | 5.

Colum 13 10 25 2 5 3
Total 23.6 18.2 45.5 3.6 .1 100.0
Chi Square =. 15.82364 with 12 Degrees of Freedom  Significance = 0.19%

Centingency Coefficient = 0.47268
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TABLE 351 -

ANALYSIS OF RESPONSES CONCZRNING THE ABILITY
TO SYSTTMATICALLY SUMMARIZE FINANCIAL INFORMATION

Responses ;
- 2o b E 3 i
= Q= > = L d -

Firm 3 =3 S3S "§ z _Row_
Size =5 55 =1 g = Totai
£ S5 - = -
3= 2= = = =

100 to 249 : 10 10 3 21 2o
2.5 29.4 29.4 8.3 5.9 §1.8 |
7 3 2 0 o 13
250 to 499 53.3 30.3 15.4 0.0 0.0 3.5
2 1 © o1 0 al e
500 to 999 50.0 25.0 25.0 0.0 9.01 7.2
9 0 2 0 2 a4 |
1000 or more 0.0 2.0 50.0 0.0 £3.90 7.3 |
Colum 18 15 15 3 3 33
Total 32.7 27.3 27.3 3.5 - 7.3 100.9

Chi Square = 19.78227 with 12 Degrees of Freedom Significance = g.0713
Contingency Coefficient = 0.51433

TABLE 92

ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO SYSTEMATICALLY ANALYZE FINANCIAL INFORMATION

— ma——— —

Responses [

- _ i i

- = - © = ! i

Firm s 23 SE 5 = o

Size =3 ’é 5 £5 = = el

&S > - s = :

$2 EE: 32 5 E e

. 16 .5 8 3 2 1w

100 to 243 47.1 14.7 23.5 8.3 5. 1 zg o

§ 3 2 ! 0 1 11

20t 89 | 462 | 0.8 154 | 0.0 7.7 ! 53.5 |

R 3 1 o 0 9 | ;

500 ©0 999 | 759 25.0 0.0 0.0l aol i

0 0 2 0 ! 2 1 i

1060 or more 0.0 0.9 50.0 0.0 | om0, 73 !
Column 25 10 12 3 3 35

Total 453 18.2 21.3 5.5 3.1 100.2

Chi Square = 17.30959 with 12 DJegrees of Freedom Significance = (.1348

Contingency Coefficient = 0.39034
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TABLE 93

ANALYSIS OF RESPONSES CONCEINING THE
ABILITY 7O INTZRPRET INFORMATION ABOUT ASSETS

Responses }
- £ o z z f
I~ V= Ny = Py -
Firm S 52 s2 ] = Row }
Size > S5 =X 1 =3 rotai !
5 3% =5 z o
> = 2= - = = I
12 4 11 5 2 ¥ |
100 to 249 35.3 11.8 32.4 14.7 5.9 ‘ 8.3 |
6 2 5 0 ¢! 131 |
B0 w49 | es.2 5.4 | 3.5 2.0 0.0 B5
. 3 0 0 1 ol o+ |
500 t0 999 | 159 0.0 0.0 25.0 0.0 1.3 |
) -0 4 0 5! 3
1600 ormre | g.g 0.0 | 100.0 0.0 0.0{ 7.3
Catumn 21 6 20 6 2 5%
Total 8.2 10.9 36.4 10.9 .6 100.0

Chi Square = 14.71466 with 12 Qegrees of Fresedom Significance = (.2574
Contingency Coefficient = 0.45942

TABLE 94

ANALYSIS OF RESPONSES CONCERNING THE ABILITY
TO INTERPRET INFORMATION ABOUT LIABILITIES

Responses '

2 b2 b o g L.

Firm s =3 s3 s R

Size =5 g3 55 g s | i

£g & - = s ! \

. 12 2 13 5 2%

100 o 249 35.3 5.9 38.2 14.7 5.9 0 Fna

- 5 3 5 0 0] 13 !

250 to 499 38.5 23.1 38.5 0.0 .01 335 |

3 0 0 1 0] 4 i

500 to 599 75.0 0.0 0.0 25.0 0.9 ! 2

0 0 3 0 0 .

11000 or more c.0 0.0 100.0 0.0 0.0 ! 23
Colum 20 5 22 2 L2
Tatal 36.4 3.1 20.0 10.% .5 00
Chi Square = 15.53383 with 12 Degress of Freedom Significance = g 1680

Contingency Coefficient = (.48076
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TABLE 95

ANALYSIS OF RESPQONSES CCNCERNING THE
ABILITY TO INTERPRET INFORMATION ABOUT ZQUITY

Respanses
. = Q= >Nz - -
Firm S =S SS ] = _Row
Size ] S35 53 s & Total
5% =4 =T = e
> 2— - = =
1 - 12 4 3 3
100 to 243 32.4 11.8 35.3 11.8 8.3 61.8
i . 6 2 5 |. 0 0 12
230 w0 499 86.2 15.4 8.5 0.0 0.0 | 255 |
- 3 0 0 1 0 4
500 to 999 75.0° 0.0 0.0 25.0 | c.0 7.3
0 9 2 2 g a
1000 or more 0.0 0.0 50.0 50.0 } 0.0 2.3
Column T2 8 7 18 7 3 33
Total 36.4 10.9 38.5 12.7 5.5  100.0

Chi Square = 14.81733 with 12 Jegrees of Freedom Significancz = 0.2516
Contingency Ccef¥icient = 0.46068

: TABLE 96
ANALYSIS OF RESPONSES CONCERNING AN UNDERSTANDING
OF RECORDS RELATING TO COSTS OF MATERIALS ACQUIRED

]

A Responsas
- |
- :u - E g I
- oS 2T 8 = | Row
Firm 3 23 3 5 R
Size =5 =5 S5 = g o
b & 2 S - - - | {
3k g.?. = = = i :
o 18 10 4 2 T
e X 29.3 11.3 5.9 | 6.3
7 6 ] 0 i ‘
250 to 499 53.8 3.2 0.0 0.0 ! i
. 3 0 1 9 A
S00 to 999 75.0 0.0 25.0 0.0 L3
2 2 0 0 | |
1000 or more 50.0 50.0 0.9 0.0 i i.a i
Column 30 18 5 2 53
Totai 54.5 2.7 9.1 3.6 100.2
Chi Square = 7.00496 with 9 Degrees of Freedom Significance = 0.5366

Contingency Ccefficient = 0.33612
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TA3LZ 97
ANALYSIS QF RESPONSES COMCIRMING AN
UNDERSTANDING OF REZORDS RELATING TO LABOR C3STS INCURRED

— —

! Responsas %
- 2, - ER R |
= SN = - H -
Firm 2 S35 =3 5 L Z 0 aw
Size =35 g5 &5 £ & | Totai
5% 2 == = - !
SE 2= - ! = i = !
. 20 10 4 i P
100 to 249 58.8 29.4 11.8 | | s1a |
7 6 0 | b3
250 to 499 53.8 46.2 0.0 ! L 2s
3 0 0 : i 4 !
500 to 998 | 100.0 0.0 0.0 § A
3 0 0 ; Poa l
1000 or more |  100.0 0.0 0.0 ; P73
t i
Cotumn 35 16 3 S5
Total 63.5 29.1 7.3 100.0
Chi Square = 3.08201 with 6 Degrees of Freedom Significanca = 0.2322
Contingency Coefficient = 0.357%4
TABLE 98
ANALYSIS OF RESPONSES CONCERNING AN UNDERSTANDING
OF RECORDS RELATING TO OPERATIONS COST {INVENTORY COST)
Responses
- ! !
- :’-.a - § { § }
Firm 3 <5 =5 -
size 5 5% £z E & | o=
£ S & =z = - : |
; 2= 23 o= = = ‘
i . 17 9 6 | 2 2 i
{ 100 to 249 50.0 26.5 17.6 ! 5.9 ‘ ' f3 |
. 6 7 0 0 i P
250 to 492 85.2 53.8 0.9 0.9 | f 2.5 |
i ] 1 '
. 2 1 1 g i { 1 i
500 to 999 50.0 25.0 25.0 | 0.0 | Pooe
4 0 0 | 0| ! i
1000 or more | 100.0 0.0 0.0 f 0.0 | P2, :
| ! ! .2
Colum 20 17 7 2 35
Total 52.7 30.9 12.7 3.5 100.9
Chi Square = 10.0853%4 with 9 Degrees of Freedom Significance = 0, 3436

Contingency Coefficient =  (.3936¢
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TABLE 99

ANALYSIS QF RESPONSES CONCIRNING AN
UNDERSTANDING OF RECORDS RELATING TO COST OF GOODS SOLD

Responses
P 'E‘E == § §
Firm 3 s =2 g = o
Size >3 83 =3 £ s Totai
2 3= Z2 g 2
19 5. 7 3 34
100 o 249 55.9 1“7y 206 8.3 61.8
3 8 1 0 13
250 to 499 30.8 §1.5 1.7 0.0 3.5
3 0 0 1 4
500 to 399 75.0° 0.0 0.0 25.0 7.3
0 4 0 0 4
1000 or more 0.0 100.0 0.0 0.0 7.3
Colum 25 17 8 4 53
Total 47.3 30.9 14.5 7.3 100.0

Chi Square » 23.58538 with 9 Degrees of Freedom Significance = (0.0050
Contingency Coefficient = 0.34734

TABLE 100

ANALYSIS OF RESPONSES CONCIRNING AN
UNDERSTANDING OF MANUFACTURING COSTS

m

Responses 3

I - - ' :

2 | 22| Le | & 2 on |

rmoop BN 22 22| O] R aEm

Size > g8 22 = = l

| —sSE 55 i = 2 '

I 18 . 7 4 3 2 i 34 :

100 0 209 | gp5 2.5 1.8 8.8 | 581 g |

N 5 7 0 1 9 13 |

250 to 499 8.5 53.8 0.0 7.7 0.9 53.5 |

caq - 2 1 0 1 0 T
S00 o 999 50.0 25.0 0.0 25.0 | 0.0 7.3

4 0 0 0 0 i

1000 or more |  1g0.0 0.0 0.0 0.0 9.0 §.3 i

Calum 29 15 4 3 2 o

Total 52.7 27.3 7.3 9.1 3.5 0.0

Chi Square = 12.43828 with 12 Degrees of rreedom Significanca = 0.3112
Contingency Coefficient = 0.42946
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TABLE 101
. ANALYSIS OF RESPONSES CONCZRNING
AN UNDERSTANDING OF MATZRIALS COST

Responsas !

- .
O - =
- — < < [~]
= [+ g~ o = - -

Firm 3 ss S3 ] < Row
Size ?é, "?" é :aé_ E = Total
83 2= s = 2

15 14 0 2 2 34

100 to 249 47.1 |- 41.2- 8.0 5.9 5.9 61.8
. 2 9 1 0 1 13

250 to 499 15.4 - 69.2- =77 0.0 7.7 23.6
. 2 1 1 o] 0] 4

500 to 999 50.0-- 25.0-- 25.0 0.0 0.9 7.3
2 2 0 2 0 a

1C00 or more 30.0 50.0 0.0 Q.0 0.9 7.3
CoTum 22 26 2 2 3 33

Total 40.0 47.3 3.8 3.6 5.5 100.0

Chi Square = 13.30482 with 12 Degr=es of Freedom Significanca = (§.3403
Contingency Coefficient = 0.44268

TRLE 102

ANALYSIS OF RESPONSES CONCERNING
.. AN UNDERSTANDING OF LABOR COSTS

—_— ]
Respaonses '
- 2, - s 5 !

. S L = - - 0w
Firm s 53 =3 z E syeal |
Size =5 55 £5 5 5 omt o
=5 s -5 = ,
22 £3 2= = 2 —
15 15 1 3 :
100 ta 289 | 441 | a4l 2.9 8.3 | iig !
3 8 0 s 2 i
250 w0 499 | 3 61.5 0.0 5.8 | 35 |
i
500 to 999 3 0 0 | 9 s
100.0 0.0 0.0 | ] 9.0 7.3 |
1000 or more 4 0 0 ’ g : 3 :
100.0 0.0 0.0 0.0 7.3 |

Colum 25 23 1 5 33
Total 47.3 41.8 1.8 .1 100.0
Chi Square = 12.89785 with 9 Degrees of Freedom Signiticance = 0.1673

Contingency Coefficient = 0.4353¢
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TABLE 103

ANALYSTS OF RESPONSES CONCERNING

il

t——

Responsas
- P2 =
- —b e o S
= Q= O o e -
Firm s s =3 3 = Row
Size =5 s 53 g & Total
> - 2= = = =
13 13 4 2 2 34
100 o 248 8.2 38.2 11.8 5.9 5.9 61.8
5 § 0 1 1
250 o 499 38.5 46.2 0.0 7.7 7.7 335
. 3 0 0 1 0 &
500 to 999 | -..75.0 0.0 0.0 25.0 0.0 713
4 0 0 0 0 4
1000 or mre | 4099 0.0 0.0 0.0 0.0 | 7.3
Column 25 19 4 4 3 35
Total 45.5 4.5 7.3 7.3 5.5 100.9
Chi Square = -12.47134 with 12 Degrees of Fresdom Significanca = 0.4086
Contingency Coefficient = 0.42893
TASLE 104
ANALYSIS OF RESPONSES CONCERNING AN
UNDERSTANDING OF THE ANNUAL REPORT OF A CORPORATION
Responses
] ! - - ! !
@ T2 =2 3 g | l
Firm 3 S5 =5 z = o
Size =5 St £5 & E i
=8 <2 -% =
T K= _— = =]
= == /) vm — E
| R 8 5 11 7 3 3 !
| 100 to 249 23.5 14.7 32.4 20.6 8.3 g‘{.a %
. 5 6 2 0 0 17 |
%0 0499 | % 4.2 15.4 0.0 0.0 | 235 |
can o 0 3 1 0 0 PO
500 to 993 0.0 75.0 25.0 0.0 0.0 73 !
0 2 2 | 0 0 PR
1000 or more | 4 4 50.0 0.0 | 0.0 0.0 7.3
Column 13 i6 16 7 3 33
Total 23.6 29.1 20.1 12.7 5.5 160.9
Chi Square = 18.08302 with 12 Degrees of Freedom Significance = 0.1132

Contingency Coefficient =

0.49742
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TABLE 105

ANALYSIS OF RESPONSES CONCIZRNING AN
UNDERSTANDING OF THE MANAGEMENT FUNCTION OF PLACMENT

—

Responsas '
- T2 "
2 <2 e s 3
firm 2 23 23 g =z Row
Size 5 | &3 | =282 | £ s Toca
SE 2= g s £
17 8 ‘9 3
100 ta 243 | 40 - 23.5 26.5 51.3
g = 9 4 0 13
250 =0 433 | o3 0.8 0.0 I 23.5
a |
s0ts9s | o2 2 0.0 7.3
] 4 g a
1000 or mre} 4 4 100.0 0.0 7.3
Colum 28 18 9 35
Total 50.9 32.7 16.4 100.9

Chi Square = 15.24864 with 6 Degrees of Freedom Significance = 0.0184
Contingency Coefficient = 0.37232

TABLE 106

ANALYSIS OF RESPONSES CONCERNING AN
UNDERSTANDING OF THE MANAGEMENT FUNCTION OF TRAINING

mi

Responses |

> = z i |

- — ) 4 < S 1

- = e - - ; i

Firm g £3 ] 5 = } sl |

Size »s s é;:. =X = s | n

S2 £ 2= = 2 ?

0 | § 8 | 3 1w

100 to 249 8.8 | 17.5 23.5- 3.5 ! 513

)

8 4 ] 1 13 |

B8 | g5 30.8 0.9 7.7 23.5 .

R 3 1 Q 0 a1 é

500 to 999 | 753 25.0 0.0 0.0 7.3 |

!

2 2 0 a 2 ;

1000 or mre | s5g.¢ 50.0 0.5 0.9 7.3
Column 33 '3 8 - gg ha

Total 60.0 23.6 14.5 i.8 -

Chi Scuare = 10.37678 with 9 Degrees of Freedom Signivicance = 0.2209

Contingency Coefficient = (.39840
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TABLE 107
ANALYSIS OF RESPONSES CONCZRNING AN UNDERSTANDING OF THE
MANAGEMENT FUNCTION OF DEVELOPMENT OF ORGANIZATICNAL MEMBERS

et

!

Responses !
o >, . 1 £ 1 5 | ';
Firm 3 Sz 25 z = Row |
: = S = £5 & = Tatal
> e — 7. X - - H
16 9 ] &
100 20 243 | 47,1 2.5 2.5 §1.8 |
5 3 0 13
250 to 499 8.5 61.5 0.0 23.5 |
3 1 0 N
500 to 999 | 75.0 25.0 0.0 S 3 B
2 2 0 N
1000 or mare  5q.g 50.0 8.0 PoTs
Tumn 26 20 9 55
Total 47.3 36.4 16.4 100.9
Chi Square = 9.9569Q with 6 Oegrees of Freedom Significanca = 0.1265
Contingency Coefficient = 0.39152
TABLE 108
ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO UNDERSTAND
AND IMPLEMENT FACTORS INVOLVED IN STAFFING INCLUDING SMPLOYNENT
Responsas |
- = : — i :
1 = 1 i
i - - = = i - ! - ;
Firm = =3 S8 R S i
Size =5 SS =X F g | :
g IS =z = f s :
2= == = = ! = : :
19 9 5 1 0 :
100 t0 249 | 5509° 26.5 14.7 2.9 ' 0.0 | .
10 2 Q a | T 0 ..
250 to 499 | L -
76.9 15.4 0.0 0.0 | 77 I E.
3 0 1 0 | o,
500 to %98 | 753 0.0 25.0 0.0 | 0L | -,
2 | 2 9 ! 0 ! v 1
1000 or more | sp.Q 50.0 0.0 0.9 ! 00 | %,
! ! —
Column 34 13 6 1 1 55
Total 61.8 23.5 10.9 1.3 1.8 100.2
Chi Square = 10.36840 with 12 Degrees of Freedom  Sicni“icance = 0.3837

Continaency Coeficiant = 0.39826
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TA3LE 109

ANALYSIS QOF RESPONSES COMCSRNING THE ABILITY TO UNDERSTAND
AND IMPLEMENT FACTORS IMVOLVED IN STAFFING INCLUDING MORKING CONDITIONS

e ——re——————————

RESFOHSES
= 'E-"—' - E §
firm g 53 z2 g z otal
1z2 ™»a =R=] =] E S
sf | $2 | zEZ | 3 2
-~ §-= ) - = =
19 9 ] 1 1 34
100 to 248 | 557y 26.5 11.8 2.9 2.9 6.8
10 -3 0 0 0 13
250 t0 499 | g5 9 23.1 0.0 0.0 0.0 23.5
i 4 0 0 0 0 4
500 to 999 | 190.0 0.0 0.0 0.0 0.0 7.3 !
2 2 0 0 ) 4
1000 or mre} 3556 50.0 0.0 6.0 0.9 7.3
Colum 35 14 ] 1 1 55
Totai. 63.6 25.5 7.3 1.8 1.8 1co.9

Chi Square = 7.34340 with 12 Degress of Freedom Significance = g g341
Contingency Coefficient = 0.34320

TABLE 110

ANALYSIS OF RESPONSES CONCERNING THE ABILITY TO UNDERSTAND
AND IMPLEMENT FACTORS INVOLVED IN STAFFING INCLUDING TRAINING

Respanses '

{ i ey - | |

- —>-'¢ - s ] l ;

. E £ 25 E ER

| size z ST £% S s ] R

. 25 g 22 = = f

* s 22 = = = :

100 = 18 12 3 ! .

100 to 249 52.9 35.3 8.3 2.9 | 51.3

9 4 0 0 b

250 t0 499 | o 3 30.8 0.0 0.0 {236 !

' 1

N 4 0 0 0 P

500 0 999 | 40,9 0.0 0.0 0.0 | 7.2 !

2 l 2 0 Q0 ! l 4 E

1000 or more | ¢4 4 | 50.0 0.0 0.0 | i 7.3

Coiumm 32 18 3 1 54

Tota] §0.0 32.7 5.5 1.8 1ce.9
Chi Square =  5.82830 with 9 Degrees of Freedom  Significance = g 7579

Continaency Coefficient = 0.;0954
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TABLE 111

ANALYSIS QOF RESPQONSES CONCIRNING THE ABILITY TO UNDERSTAND AND
IMPLEMENT FACTORS INVOLVED IM STAFFING INCLUDING INOUSTRIAL RELATIONS

Responsas !
-
= %‘E >z E §
Firm 8 1 S g z o
Size 3 53 S3 Z & Total
sz EH ] E s |
13 15 5 1 34
100 to 249 8.2 4.1 14.7 2.9 61.3
8 5 0 9 13
250 to 499 61.5 38.5 0.0 0.9 | 238
3 . 1. 0 0 ! ¢ J
500 to 999 75.0 25.0 0.0 0.9 ' 7.3 i
2 2 0 0 b
1000 or more | 509 50.0 0.0 0.0 ! 7.3
Column 26 - 23 5 1 53
Total 47.3 41.8 3.1 1.3 100.0

Chi Square = 5.92238 with 9 Degrees of Freedom

Contingency CoefFicient = 0.31179

TABLE 112
ANALYSIS OF RESPONSES CONCZRNING THE ABILITY TO AMALYZE AND
SUBMIT PLANS FOR FUTURE PERSONNEL NEEDS OF THE OQRGANIZATION

Significance = 0.7477

— ]

Responses i

- ' !

- Q= Dy = - - ; :

Firm s 35 53 5 = l Moo

SZ 2= 5= = S !

i s 15 12 6 1 0 i

| 100 to 249 4.1 38.3 17.6 2.9 | 0.0 | sug |

7 5 0 0 R T S

250 to 499 53.8 8.5 9.0 2.0 7.7 1 235 |

! . !

i 3 1 a 0 0 s

500 to 999 75.0 25.0 0.0 0.0 0.0 . 7.3 |

2 0 2 0 o oy

1000 or more | g5 o 0.0 50.0 0.0 0.0 | 7.3 |
Column 27 18 ) 1 i B

Total 49.1 32.7 14.3 1.8 1.3 100.2

Chi Square = 12.36273 with 12 Degrees of Freedom Significance = 0.1170

Contingency Coefficient =

0.423840
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TABLE 113

ANALYSIS OF THE RESPONSES COMCZINING AN
UNDERSTANDING OF THE MANAGEMENT ROLE DURING NEGOTIATIONS

{ Responses |
- >, o E -
= a = > = - I =
Firm S =8 232 g z ota
Size =5 55 5 s s rotal
o S T - =
a = § = —= ) =}
> m — U - - -
10 12 s 3 5 34
100 to 249 29.4 35.3 11.8 3.8 14.7 51.3
6 3 2 o 2 13
250 to 499 86.2 23.1 15.4 0.0 15.4 23.5
3 0 1 0 | 0 a
500 to 999 | 75,9 - 0.0 |  25.0 0.0 | 00 | 72 I,
2 0 0 2 0 | P
1000 or mre| 559 0.0 0.0 50.0 ‘ 0.9 ! 7.3 |
1 |
Column 21 15 7 5 7 53
Total 38.2 27.3 12.7 9.1 2.7 100.0

Chi Square = 16.72157 with 12 Degraes of Freedom . Significance = (§.1604
Contingency Coefficient = 0.48285

TABLE 114

ANALYSIS OF THE RESPONSES CONCERNING AN
UNDERSTANDING OF THE MANAGEMENT ROLE DURING STRIKES

Responses |

- . I = i ;

e 3% .- s 102 cow |

Firm 3 S5 =3 z = fow

Size ~5 55 £3 = | 3 ot

fag-—# =& - = — ! - {

= 22 ] = L= ‘

. n 8 5 e | 6 | a ;

100 to 249} 324 23.5 18.7 na | 6 | g

4 5 1 o | 3 12 |

20t 433 | 303 8.5 7.7 0.0 | 233 2 |

1 3 0 0 | e [ .

500 t0 999 | 25,9 75.0 0.0 0.0 | 0.0 | 5 i

2 0 2 0 i 0 | 1 ’

1000 or mare | 549 0.0 50.0 00 | 08 | 73 |
Catumn 18 16 8 4 9 3

Total 2.7 29.1 14.3 7.3 16.4 1e0.0

Chi Square = 12.90078 with 12 Oegress of Freedom Significance = 0.307

Contingency Coefficient = 0.44917
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TABLZ 115

ANALYSIS OF THE RESPONSES CONCERNING AN UNDERSTANDING OF
THE MANAGEZMENT ROLZ OURING RELATIONS WITH UNION REPRESENTATIVES

Responses
- 5 33 25 < = Row
Sl‘m 2 i 2% 2 = Total
1Ze o _g =] 39 = <
§% | $E| ZE | = s
10 10 4 3 7 34
100 ts 249 29.4 29.4 1.8 3.8 20.56 | 61.8
. 5 5 1 0 2 13
250 to 499 28.5 38.5 7.7 0.0 15.4 23.5
0 3 1 0 0 4
500 to 999 0.0 75.0 25.0 0.0 0.0 7.3
2 0 0 2 g 4
1000 or mre | 3559 0.0 0.0 50.0 0.0 7.3
Colum 17 - 18 6 5 9 5
Total 30.9 32.7 10.9 - 9.1 16.4 100.0

Chi Square = 17.62038 with 12 lagrees of Freedom Significance = 0.1277
Contingency Coefficient = 0.49253

TABLE 115

ANALYSIS OF THE RESPONSES CONCERNING AN UNDERSTANDIING
OF THE MAJOR PROBLEMS THAT CONFRONT THE COLLECTIVE B3ARGAINING PROCZSS

_ ]

Resgonses i
2 32 i £ 3 ]
Firm 3 53 3 5 £ aeal |
Size »5 38 55 S s 5
§2 | 82 | =2 | 3 g | 4
N M i1 4 3 5 w |
100 %0243 | 354 32.4 11.8 8.3 14.7 5.3 |
. 6 4 2 0 1713
230 %0 499 | 452 30.8 15.4 0.0 7.7 3.5
i
. 1 2 1 Q a 4
500 to 989 | 259 50.0 25.9 0.0 0.0 7.3
2 0 2 0 0 I 4
1000 or more | 59,0 0.0 50.0 8.9 c.0 { 7.3
Column 20 17 9 3 6 35
Total 36.4 20.9 16.4 5.5 10.9 100.3
Cai Square = 9.25399 with 12 Degrees of Freadom Significance = (.5302

Contingency Coefficient = (0.37968
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TA3LE 117

ANALYSIS OF THE RESPONSES CONCIRNING THE ABILITY 7O
ESTABLISH AND IMPLEMENT AN AFFIRMATIVE ACTION PROGRAM

=
! Responsas
s | Fz | sz | 3 2
Firm s s3 o] s = Sow_
Size =5 55 58 £y =y Total
55 3= hadl = =
= :§-— VY - = =
L 14 9 4 2 5 3
100 %o 249 41.2 25.5 11.8 5.9 14.7 1.3
) 1 2 1 a 13
250 to 499 69.2 7.7 15.4 7.7 0.G 2.5
1 2 1 0 9 g !
500 to 999 25.0 50.0 25.0 0.0 0.0 7.3
2 2 0 0 g '
1000 or more | 50.0 50.0 0.0 0.0 0.0 | 7.3 |
Calumn 25 14 7 3 3 55
Total 47.3 25.5 12.7 5.5 9.1 100.0

thi Square = 10.27253 with 12 Degrees of Freedom Significance = £.392]
Contingency Coefficient = G.39671

TABLE 1138

ANALYSIS OF THE RESPONSES CONCERNING AN UNDERSTANDING OF THE
RIGHTS OF PREVIOUSLY DENIED GROUPS OF EMPLOYEES INCLUDING EMPLOYMENT

——————— e ———— —
Respansas ‘
< boZ | i
> s s
= o2 e 3 i = I Sow |
Firm 3 =3 SS § ¢ £ | tomi |
Size »5 s3 =X L D
- So S =S S - = i = {
Sz 23 = S = = !
. 13 8 5 2 5 1
100 o 249 18.2 23.5 14.7 5.8 { 17.8 5.3 |
9 3 0 o 0 | 13
250 to 499 69.2 30.8 0.9 0.9 0.0 53 5
] 23.5
- 2 2 0 A
500 t0 999 | &gq.0 50.0 0.0 0.0 | 00 | 7.3
- 2 2 0| 0 0 i 4
1000 or more | s59.9 50.0 0.0 | 0.0 0 v 73 |
‘ | ‘ 30
Colum 2 18 5 2 ¢ o
Total 47.3 29.1 9.1 3.6 10.9 ice.2
Cni Square = 11.53171 with 12 Degrees of Freedom  Significance = 0.2840

Cantingency Coefficient = 0.41632
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TABLE 118
ANALYSIS OF THE RESPONSES CONCIRNING AN UNDERSTANDING OF THE
RIGHTS OF PREVIQUSLY DENIED GROUPS OF EMPLOYEZS INCLUDING PROMOTICN

Resoonsas
> = E ]
A CE 2 g | 2
Firm 3 53 2 g £ Ao
Size »8 5 é’—,; E’é H s Toal
32 £ = 3 2
15 6 5 2 34
100 20 249 | 445 17.6 14.7 5.9 17.5 61.8
. 9 3 0 0 1 13
250 w0 499 |\ 492 23.1 0.0 0.0 7.7 23.5
2 2 0 0 0 O
S00 to 999 50.0 50.0 0.0 0.0 0.0 7.3
i 4 0 0 0 0 2
1000 or more | 199, e.0 0.0 0.0 0.0 7.3
Column 30 n 5 2 7 55
Total 54.5 20.0 0.1 3.6 12.7 100.8

Chi Square = 11.72499 with 12 Degrees of Freedom SigniTicance = 0.4630
Centingency Coefficient = 0.41919

TABLE 120

ANALYSIS OF THE RESPONSES CONCERNING AN UNDERSTANDING OF THE
RIGHTS OF PREVIOUSLY DENIED GROUPS OF EMPLOYEES INCLUDING TTRMINATION

]
Responses i
2 = ‘
- D - =] =] :
em | F| 3R 220 f 2 |
Siza =5 55 =X T = | s |
T g 4 = = s : !
— B - — /Y e = = ‘

. 14 6 6 2 § | 3
100 0 269 | g4 17.6 17.6 5.9 176 | Za |
7 5 0 0 0 | |

250 t0 499 | 3.2 5.2 0.0 0.0 00 | B,
" 4 0 0 Q I
500 t2 999 | 00,0 0.0 0.0 0.0 0.0 | 33
3 g 0 0 0 | i
1000 or more | 109.0 0.0 0.0 0.0 0.0 ! é- ;

Colum 29 12 6 2 § 55
Total 2.7 21.8 10.9 3.6 10.3 180.0

Chi Square = 18.34629 with 12 Cegrees of rFreedom Significance = 0.1028
Contingency Coefficient =  (0.3011%
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TABLE 12

ANALYSIS QF THE RESPONSES ZOMCERNING

- n ey
STATZM

ENTS

: Responsas
| f > - :
-l — i) -l H b1 =3
i = = Nz - ! - !
| Fim S =3 =2 ' s . = Aw
i Siza - 53 53 s g Total i
i - S =S - - 1 -~ i
| ] £ &= = = ;
i i - 1
100 = 7 9 8 5 | 3 & ;
0 w283 1 2.3 23.5 wr |owi!osLe |
| seq s 4 5 3 5 Qi 0 13
S R 23.1 8.5 0.0 | 2.3 2.5 !
| .
oa aa 2 2 0 9 ! 3 .
R0 |8 £0.0 2.0 0.0 | 2.0 7.3
i ~ . ‘
; 0 2 2 ! 0 ) s .
i3 h a - -
{2000 crmret 4 50.0 0.8 | 0.9 ¢ a8
Colum 14 16 18 5 5 iz
Total 25.3 29.1 27.3 9.1 3.1 19C.2
Cai Squara = 13.38580 with 12 Jegrees of Freedom Significanca =0.3¢1¢

Contingency Cgefficient =

0.34262



APPENDIX C
AVERAGE RATINGS OF 109 COMPETENCIES

BY DEMOGRAPHIC FACTORS
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TABLZ 122

Size
(22) | (13) | (9] (2)] (53)
100 | 250 | 300 ; o ..
AVERAGE RATING To o To | 996 | Total
249 | 499 | 999 | i
Communication }
The ability to effectively write:
a) letters 1.82! 1.38; 2.0 2.50, .78
b) memos 1.76! 1.541 2.301 2.00, L.792
¢) reports 1.851 1.81 2.301 1.50 : 1.585
The ability to effectively communi- } f !
cate orally to: : g !
a) individuais 1.06: 1.231 1.25 1 00 1.12
b) small groups 1.091 L1.39) L.30 L.50 | L.<%
s . i
The ability to communicate: !
a) work plans 1.32) 1.461 2.00 1.50, 1.4
b) work schedule 1,37, L.20! 2.29 2.00 ' L.00
¢) orders 1.38: 1.23] 1.501 1.9C , 1.3Z
d) 1instructioas 1.24) 1.38i 1.751.00: .29
e} directions 1.41! 1.38; 1.75 1.50 § 1.s0
N i v
i i
Motivation i ! i
1
| ]
An understanding of specific guide- { ! !
lines for effectively motivating | i ‘
subordinates. 1.65) 1.821 1 25]1 50 1.87
i : ! !
The ability to use interpersonal I l , :
skills effectively. 1.851 1 39! 1.75 .00 1.67
4 i '
An understanding of how behavior ! ) E :
is: ! : ! :
2) energized 1.82] 2.221 2.00 1.50 1.20
b) directed .69 2,38 .20 ~.UL : L.30
¢) sustained 1.70] 2.02, L.i0 ~.o0) L.Z0
An understanding of motivation as ! ! ; i
it reiates to: \ :
a) interpersonal relations ! ; : ‘
with supervision 1,77 1.81i 1.73 2.50. 1.70
b) interpersonal relatlons } ; i
wizh peers 1.771 1.52) 2.00 2.00 1.76
¢) interpersonal relations i ] ‘
with subordinates 1.77{ 1.15{ 1.735 1.00; 1.56
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TABLE 122 --Continued

Size
|
(34) | (3| (01 ()
100 o] 500 |
AVERAGE RATING o | to | to | %;;;
249 199 999 |
Electronic Data Processing ;
The ability to assimilate informa- f
tion for strategic planning (for i
upper mapagement). i.97 11.62 131.25 2.00 1
| ! '
The ability to use detailed internal i
information for operational control. 2.29 11.69 11.30:2.50! 2.
|
The ability to assimilate informa- :
tion for: ;
a) operational control 2.29 '1.69 11.7512.50! 2
b) departmental control 1.88 12.23 i2. i2.00: 1
Quaptitative Methods
ke ability to collect and analyze
data Ior managerial decision i !
making. 1.91 11.69 11.30 ! 3.00
The 2bility to utilize statistical
computations for:
a) cost effectiveness 1.82 {12.00i1.50¢1.50 1.
b) cost projections L.94 i1.85 11.25,1.30: 1.
c) managerial decisions 1.91 11.77 +1.50 1 1.501 1.
i !
The ability to apply statistics in !
the manufacturing process. 2.44 i2.08 i 1.50: 2.50 2.22
i i :
Organization i i §
! ! :
An understanding oi organizational ! i ! !
structure. 1.71 11.77:2.00:2.001 1
: i i i
A willingness to study. leara and ; i ! l
apply. 1.4+ 11.54 11.25:2.00! .48
{ i i !
An understandiang of the goals and } ! i
objectives of the orgamization. 1.47 11.31i1.00!1.00'
1 ; i I
The ability to establish departmental ! i ! |
goals that are compatible with | i i |
corporate goals. 1.53 11.31|1.25]1.501 1.45
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TABLE 122--Continued

Size

(323 (13) | (4)
100 . 250 | 300
AVERAGE RATING to o 0

249 1 499 | 599

~

An understanding of the major com--
ponents of organization:

taf v
[ e

[v]
[

a) authority structure 2.00]1.5¢ |12.75
) division of labor 1.9411.26 !2.00
c) mechanisms of coordinaticn ;
(processes) 1.76 11.39 [1.25
d) economic measures of per- !
formance 1.85 11.62 [1.75

[
.

The ability to apply the organiza- |
tional vhilosophy in all leadership *
i

}ea
(4]}
[67]

(M

[}V

.2

[¢]]

(=
g

(93]
b=

[

o]

(4] NI

e fr—

=4

(=)

-

)

[

|
|
!
functions. 1.62 5 1.54 11.25
H ]
1 !
Planning ] !
|
The ability to decide: ! i
a) what future resources the I
organization will need. 2.27 11.85 lh.75
b) how these resources will be \ i
allocated. 2.2711.22 11.23
¢c) what alternative courses of i
action are available. 2.24 11.54 i1.25
An understanding of the establish-
ment oOf:
a) a set of goals 1.5211.31 12.00
b) how far the organization is ; ]
from these goals. 1.81:1.46 l2.0¢
c) 2a set of actions to reach |
these goals. 1.62 11.39 .1 Nn
)
i
The ability to use existing resources !
T0 accomplish departmental goals. 1.3211.39 :1.00
! i
The ability te plan: i :
a) short-range goals 1.32 11.59 i1.00
b) long-range goals 1.47 (1.54 ‘1.25
|
Qrganizing I
The ability to organize people and: !
a) assign them specific tasks 1.2811.62 (1.30
b) assign specific responsi- i
bilities 1.2411.46 [1.25
¢c) insure that important jobs '
are done 1.28 11.32 11.30
d) insure that instituticaal !
goals are fuifiiled. 1.38 fl 69 11.75

=
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TABLE 122--Ccntinued

Size

(32) |(13) | (4) | (4) | (38)
100 | 250 | 500 [, {m~.
AVERAGE RATING to | to | to |er|Toral

249 | +99 | 999 | 99°

The ability to translate plans ianto
a structure of tasks and authority.
(at the department level) 1.50 {1.59 :1.00 i2.00

[
'+
-3

The ability to integrate the objec-~ I
tives of the separate units otf an
organization in order to efficiently

achieve stated goals. 1.87 |1.54 i2.00 '1.50 !1.83
. | -
Leadin ! i
The ability to deal effectively with: . |

a) group goals 1.52 1.39 l1.75 [1.50 !1.30

bB) organizational goals T./2 1.96 L.f0o ;..00 TL.5L

The 2ability to:

a) delegate decision making 1.56 11.26 i2.00 i2.00 {1.860
b) create a supportive work | }
environment 1.47 h.39 100 lrs0 |14z
¢) persuade and motivate sub- | ] :
ordinates 1.47 .89 l1.25 1.50 !1.30
The ability to assess the groups ! i !
present feelings and future expec- : l i
tations about: % i :
a) rewards 1.85 1.69 i1.25 !11.30 11.74
bv) tasks 1.08 .4 1.25 11.30 1.38
: ‘
An understanding of the process of { ! i i
directing and influencing the tasks- | ! i
related activities of subordinates. 1.52 .39 11.25 '3.00 '1.83
An understanding of your role ia ; ! : ;
relation to: ! i ; i
2) executive manager 1.38 2.00 :1.30 (1.30 '1.83
b) peer group 2..2 1.92 1.25 12,50 2.G3
¢) goals of the organization .02 L.o2 11,25 ,2.00 1.2l
b t ! .
Control : % | |
i : ‘ ;
The ability in the control function ! ; i
to: i ) :
a) measure progress toward a ' ' i
plazned goal. 1.74 h.62 li.25 l1.00 i1.81
b) detect deviaticns from a i ' i ]
planned goal. 1.71 1.46 11.25 {1.00 [1.36
c) take remedizl action l./4 .31 1.50 1.00 11.36
d) assure that actual activi- , ) |
ties conform to planned i ! ) i
activities. 1.97 1.39 1.30 {1.30 (1.786
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TABLE 122--Continued

(3¢) j23) | (1) | (9) | (35)

100 {250 | 300 |goon
AVERAGE RATING o to to 995 Total

249 499 299

]

An understanding of the factors tkhat l
make control necessary. |
a) complexity of the orgapiza- ]

]

tion 1.97 1.77 :2.25 [3.00 12.01
b) resources ~1.88 i1.77 j2.00 12.00 'l.3,
¢c) delegation of authority 1.94 1.69 :2.00 1.5U |1.85
i ! :
3Sudget Control | |
i
The ability to plan future perfor- i H
mance based upon: ! i
a) related expenditures 2.03 .31 i1.75 i2.50 !1.87
b) revenues 2.03 1.39% 2.25 1.50 I.33
¢) profits 2.150 l.ez 2.25 (1L.U00 (1.94

An understanding of financial
control methods including:
a) break-even analysis

(V]

.32 B2.00 |2.25 i3.00 [2.29

b) department cost effective- ,
ness 2.09 {1.69 '2.00 i2.00 :11.98

|
The ability to use control systems
to:
a) monitor organizational func- ;
tions 2.44 1.62 11.75 12.00 !2.186
©) monitor organizational pro- i ;
Jjects 2.47 .62 i2.00 :!1.30 12.11
i ] |
The ability to develop guidelines i ‘
for: i i
a) developing managerial budgets 2.06 2.08 11.75 12.20 l2.27
9) developing economic forecasts 2.62 2..0 2.0 2.U0 Z.30
! ]
Accounting i l i :
_— ! b ;
The ability to systematicalliy: ¥ ¥ ! l
a) summarize financial informa- 1 ! ! ;
tion 2.38 1.52 1.75 1,00 !2.27
b) analyze financial informa- ' ! ‘ ;
tion 2.12 1.92 [1.25 [4.00 :2.14
!
The ability to interpret information l
about: | )
a) assets 2.44 1.92 11.75 :3.00 [2.30
b) 1liabilities 2.20 .00 1IL.VS 13.00 12,36
¢c) equity 2.53 1827 1.5 2.30 (2.3
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TABLE 122--Ccn:tinued

Size
] i I,
(38) { (28 | () D (5D
100 250 | 300§ Ove*f
AVERRGE RATING to to i TO ! 599‘ : Total
249 | 199 | 999 . g
!
An understanding of records relating }
to: ]
a) costs of materials acguired 1.71 {1.46 (1.50 !1.30 !1.61
%) labor costs incurred 1.83 11.46 !1.00 12.00 i>.43
c) operations cost (inventory ! :
cost) 1.79 i1.54 !1.75 {1.00 |1.57
d) cost of goods sold 1.82 l.io 11L.75 12.90 11.31
An understanding of: | !
a) manufacturing costs 1.94 i1.77 12.00 11.00 i1.83
b) materials cost L.82 2.13 11.¢5 ;1.2Q0 1'1.87
c) labor costs .85 1.73 11.00 {1.00 :1.81
d) factory overhead 1.84 11.75 13.00 ‘1.00 :1.75
An understanding of the annual report
of a corporation: 2.54 11.76 12.25 :2.30 12.32
{
Dersonnel and Staffing i
t
An understanding of the management
function of: i
a) placement 1.50 11.30 11.30 :2.00 +11.63
©) training 1.69 11.33 1.25 ;.50 :i.33
¢c) development of organizational i i ;
members 1.79 1.61 [1.25 :11.30 !1.59
] H
The ability to understand and imple- ]
ment factors involved in staffing !
incliuding: i :
a) employment 1.64 11.16 [1.50 [1.30 i1.351
b) working conditions .80 1.28 11.90 1..0U0 '4.39
c) training L.9L 1.3U L.JU Ll 0oU L 2T
d) industrial relations 1.32 ;1.38 1.23 i1.00 :1.002
i i i :
The ability to analyze and submit ! : i ;
plans for iuture personnel needs oI 1 l ;
the organizaticn. 1.79 1.21 11.35 12.00 ‘1.68
1 t i 1
Labor Relations { i
An understandiag of the management i ’
role during: }
a) negotiations 2.00 i1.63 '1.50 (2.50 '1.91
b) strikes 2.07 1.70 1.30 12.00 '1.95
¢) relations with unicz repre- | i ;
sentatives 2.00 [1.63 {2.25 :2.30 :l.¢7
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TABLE 122--Continved

An understanding of the major prob-
lems that confront the collective
bargaining process.

Affirmative Action

The ability to establish and imple-
ment an affirmative action progran.

An understanding of the rights of
previously denied groups of employees
including:

a) employment

b) promotion

c) termination

The ability to develop policy state-
ments.

,Size
( 3810) (91530) (63 (4) | (35
1 2 3 i
to TC to 3;;; Total
249 | 499 | 299 ;
1.96 [1.66 12.00 12.0011.89
4 |
) i
'
1.79 !1.63 {2.00 11.30 {1.74
|
1.85 (1.20 11.30{1.50 | 1.65
1.78 11.25 (1.50  1.00 | 1.96
1.55 {1.46 1:.00 ( 1.00 | L.60
| |
2.37 |2.00 {1.30 | 2.30 ;2.22




182

TABLE 122

Educational Backeround

. | .
(3) | (13) | (2) | ()] (58)
2.Sch.! Some ! Colll Adv.{._ ..
AVERAGE RATING Grad. i{Coll.i Deg.] Deg.; -'=
] ' ; ;
Communication i | |
: ! :
The ability to effectively write: ! ! §
a) letters 1.83 i1.77;1.53:1.88 1.76
b) memos i.68 0 1.53°1. 5
¢) reports 1,730 1.76 1. i

The ability to effecitvely communi-
cate orally to:

oo
T

!
| i
|
| |
]
|

a) individuals 1.17 1.14°1.12°'1.00 1.11
b) small groups 1.50 +1.12 . 1.85 1.38 1.39
The ability to communicate: ; | :
a) work planms 1.40 :1.32]1.35'1.38 1.33
b} work schedule 1.20 . 1.00¢i.47.1.93 ¢+ 1l.16
c) orders L.A7v 1,330 1.353 1.13  1.7S
d) instructions 1.33 11.32 ¢ 2.39 .23 1.0
e) directions L. A7 11,33 1,53 L.25 v 1.3+
Motivation ] ! i
B | !
An understanding of specific guide- % ‘ i
lices for effectively motivating H ! !
subordinates. 1.40 !11.26131.889.1.75 ! 1.55
The ability to use interpersonal i ; : :
skills effectively. 1.20 !1.50 {11.39'1.38 1 1.48
[ ' : {
An nwndersranding of how b°;°viﬂr ! X : :
is: : H i
a) energized 1.00 !1.77 '2.07 1.88 | 1.72
9) directed 1.00 - 1.72 1.22 1.63 ; 1.59
c) sustained 1.17 1.86 .1.93 1.73 : 1.78
An understanding of motivation as : : !
it relates to: ' ; i
a) interpersonal relations . i ) !
with supervisicn 1.17 1.55 '1.82 2.00 :1.71
b) interpersonal relations , i
with peers 1.30 1.57 .1.88 1.88 | 1.76
¢) interpersonal relatioms ; i
with subordinates 1.00 11.43 ;1.533 1.50 l 1.51
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TABLE 1l23--Continued

AVERAGE RATING

Tlectronic Data Processing

The 2bility to assimilate informa-
tion for strategic planning (for
upper management).

The ability to use detailed internal
information for operational control.

The ability to assimilate informa-
tion for:

a) operatioral control

b) departmental control

Quantitative Hethods

The ability to collect and analyze
data for managerial decision
making.

The ability to utilize statistical
computations Zfor:

1) cost effectiveness

b) cost projections

c) managerial decisions

The ability to apply statistics in
the manuiacturing process.
Orzapization

An understanding of organizational
structure.

A willipgness to study, learn and
appiy.

An understanding of the goals and
objectives of the organization.

The ability to establish departmental
goals that are compatible with
corporate goals.

Zducational Backgzound

M i
(34) (13)! (4 (4)i (35)
H.Sch.| Some | Coll.| Adv.| Tota]
Grad.|Coll.! Deg.| Deg.| otas
i
i
]
1.50 11.86 1.941.88 | 1.81
! |
1.83 11.95' 1.2¢4 12,13 : 1.96
H 1
E
i
1.60 | 1.81) 1.730.88 | 1.77
1.33 [ i.v1 1.78 .75 1 1.68
; !
1.66 | 1.86! 1.762.00 | .83
1
2.00 11.80 1.820.52 7T
1.66 | 1.8561 1.32 1.75 | 1.:0
1.40 | 1.951 +.38 .50 : <.77
1.25 12.00} 2.232.38 i 2.00
. ! 1
1.17 11.3012.122.00 i 1.75
!
!
1.50 |1.36} 1.59 2.63 | 1.52
|
1.317 [ 1.2711.59 1.00 ! 1.33
i
1.20 11.45) 1.41 0.25 | 1.41




TABLE 123-~-Continued

Zducaticnal Backgrsund

aolanl o [ @ 69
H.Sch.) Somei Coll.| adv. !
AVERAGE RATING rad.[Coll.i Deg. | Deg. ETOtal
; ; !
An understanding of the major com- ! : i
ponents of orgamnization: : . i i _
a) authority structure 0 2.00 i1.59} 1.31 {2.25 ; 1.85
b) division of labor L. 00 1.52, 1.58 2.00 1.7
¢) mechanisms of coordination : f ;
(processes) 1.00 1.39! 1.82 2.00 1.49
d) economic measures of per- : i ;
formance 1.80 i1.68! 1.76 1.50 1.71
N H 1
! | |
The apbility to apply the organiza- i ; i
tional philosophy in all leadership ! :
functions. 1.17 1.45' 178 1.57 1.32
H H
Planniag % % i
R —— 4 .
The ability to decide: ; ¢ '
2) what future resources the : j ~
organization will need. 2.00 11.901{ 2.12 1.5¢C 1.92
b) how these resources will be ! :
allocated. 1.00 :1.86 2.18 1.75 1.320
c) what alternative courses of i _
action are available. 1.67 !1.71°2.00 1.50 1.75

An understanding of the establishment
1

of:
a) a set of goals .17 1.3611.75 1.28 1.48
9) how far the organization is !
from these goals. 1.50 1.73 . 1.88 1.38 1,74
c) a set of actions to reach ; ;
these goals. 1.53 .50 1.39 1.1 L.
The abilitv to use existing resources ‘ i
to accomplish departmental goals. 1.33 11.23 1.53 1.13 1.31
The ability to plan: % f ‘
2) short-range goals 1.33 13.41 :1.53 1.25 1.4
b) long-range goals £.33 1.41 1.33 1.75 1.3%
Organizing 5 i :
T
The ability to organize people and: ! : i
a) assign them specific tasks 1.00 11.27 ~1.53 1.25 1.37
b) assign specific responsi- i . i
bilities 1.50 11.27 1.2 i1.00 1.29
¢) Zinsure that important jobs : i !
are done 1.30 1.23 1.47 1.13 1.31

d) 1insure that institutional . ! |
goals are fulfilled. 1.33 1.55 1.88 ;1.0 :1l.€0
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TABLE 123-~Continued

Ecducational Background

4
9| am | @ | @ | e
!
Z.Sch.| Some 1Coll.| Adv | ...
AVERAGE RATING Grad. {Coll.! Deg.! Deg.i —
1 | ]
The ability to translate plans into X |
a structure of tasks and authoricy. :
(at the department level) 1.50 11.41 ‘1.65 l1.2511.48
s . ! |
The ability to integrate the cbjec- I i
tives of the separate units of an . l
organization in order to efficiently : ]
achieve stated goals. 1.83 11.57 i2.0511.2311.72
) |
Leading ! [
The ability to deal effectively with: i |
a) group goals 1.00 1.41 ‘1,76 11.2511.51
b) orgzanizational goals 1.00 +1.5C  2.00 :+1.25] 1.57
. t
Theability to: : i
a) delegate decision making 1.40 1.55 11.53 | 1.6311.56
b) create a supportive work 1 !
environment 1.17 11.36 1.41 {1.3811.42
¢) gsersuade and motivate sub~ ] : i
ordinates 1.67 11.41 '1.59 11.3811.351
' !
The ability to assess the groups ! : :
present feelings and future expec- i i i
tations about: 1 ! i
a) rewards 2.17 1.54 :1.59 !:1.5011.75
b) <tasks i1.67 1.25 1.33 :1.251 1.56
: : !
in understanding of the process of i ! !
directiag and influencing the tasks- ' i i
related activities of subordinates. 1.67 ,1.39 . 1.39 :1.63!1.582
An understanding of your role in ' § é
relation to: ; i i
a) executive marager 1.2 1 1.62 11.88 11.75:1.75
b) peer group 1.60 1.683 11.82 {1.88 ] 1.30
c) goals of the orgamization 1.50 1.3 0 1.76 0 1.5011.57
Control i
The ability in the control furction ! !
to: ]
a) measure progress toward a ; !
planned goal. 1.50 '1.10 41.18 .1.25"'1.46
b) detect deviations from 2 : i i
planned goal. 1.17 1.534:.60 '1.13%11.47
c) take remecdial action 1.60 1.32 :1.40 .1.00: 2.40
d) assure that actual activi- I8
Tties coniorem to planned :
activities. 1.17 .1.6411.53i1.25; 1.9
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TABLE 123--Con*tinued

Zducational Background

(32) ] (13)] (&) {4) ; (35)
I.Sch. Some| Coll. Adv.| . ...
AVERAGE RATING Grad.|Coll.] Deg.| Deg.: ~
An understanding of the factors that
make control necessary.
a) complexity of the organiza-
tion 1.67 1.77] 2.96: 2.13; 1.98
b) resources L1y ) L.0ef 2,120 1,750 102
c) delegation of authority L.30 1.20| L.82: 1./0. L.32
X "
Budget Control : ;
The ability to plan future gerfor- §
mance based upon: - i ; _
a) related expenditures 2.00 ) 1.97; 2.00: 1.88' 1.85
b) revenues 1.33 L.22 2.000 1.0 1.3
c) profits 1.83 2.007 213 .63 ¢
1
An understanding of fipnancial
control methods including:
a) break-even analysis 2.33 2.231 2.351 2.50: 2.27
b) department cost effective- i :
ness 2.17 1.821 2.181 2.00' 1.96
The 2bility to use control systems i
to: i
a) monitor organizatiomal func- !
tions 1.60 2.36! 2.24: 1,881 1.32
b) monitor organizational pro- | | i
jects 1.40 1.86: 2.22:1.75 1.94
The ability to develop guidelines i
ey developing managerial oudgets 1.20 | 2.15! 2.29! 2.00 2.08
b) developing economic forecasts <.U0 c.2l, 2.03: 2.23 Z.352
i | |
Accounting i { E
The ability to systematically: i s
a) summarize financial ianforma- i i :
tion 1.40 2.20| 2.18: 1.75, 2.04
b) analyze financial informa- :
tion 1.40 2.11 1.88 1.57¢ 1.84
The ability to interpret information g
about: ;
a) assets 2.20 2.381 2.18] 2.13: 2.21
b) 1liabilities =.00 2.33¢ 2.30 | 2.38 ., =.zt
c) equity 1.743 2.2&) 2.1l ] 2.38: 2.25
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m™ABLE 123--Con%inued

fducational Backeround

(30) a3 { @) @] 38
H.Sck.! Some iColl.! AV, | o,
AVERAGE PATING Grad. Coll.| Deg.| Des. ( Total
7 :
An understanding of records relating ! i ‘
to: ; i
a) costs of materials acquired _1-17 51-77' 1.76] 1.50] 1
b) 1labor costs incurred 1.50 (1.57: 1.361 1.701 1
¢) operations cost (iaventory : ; § i
cost) 1.67 :1.57! 1.451 1.501 1.34
d) cost of goods sold 1.0 1.29. 1.52" 2,20 1.589
: t
Ar understanding of: f ' 1
2) manufacturing ccsts 1.80 !1.851 1.76} 1.50) 1.73
b) materials cost T.560 1 1.90, .79 1.50! L.7L
c) labor costs 1.33 +1.95: 1.5 1,37 1.32
d) £factory overhead 1.0 "l.95. 1,537 l.vo! L.77
' . H
An understanding of the annual report : i
of a corporation. 1.50 1 2.10i 2.121 3.00:i 2
! i
Persornel and Staffing ! i
An understanding of the management i
function of: ; { ’
a) placement 1.00 ! 1.59+ 1.832' 1.52: 1.83
b) training 1.33 1.38. 1.65; 1.301 1.34
¢) development of organiza- i !
tional members 1.33 i 1.3541 1.38: 1.62} 1.569
: | ;
The ability to understand and imple- : ! i
nent factors involved in staifing : i
including: ' \
a) ewmployment 1.60 {1.41¢1.5323 1.50: I.
b) working conditions 1L.30 ., 1.27i f.69: 1.38] L.
¢) training T.67 ¢ 1.27; 1.7L1, L.38] &
d) industrial relations L. L4 1,59 1.82 .93} .
! f t
The ability to analvze and submit : ?
vlans for future personrel needs oI } t X
the organization. 1.17 :1.28: 2.00, 1.83! 1.65
i { |
Labor Relatious i i ;
An understanding of the marnagement : ;
role during: i ! !
a) pegotiations 1.60 (1.78:1.88' 2.16/| 1
b) strikes 2.0C T 1.337 3.T1 3,00
¢) relations with union repre- . : ) !
sentatives 1.80 1.82) 2.00: 2.16§ 1.
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TABLE 123--Continued

Zducational Background

G an| @ @] e

3.Sch.| Some ! Coil. adv.: - cal
AVERAGE RATING Grad.;{Coll.| Deg. Deg. i *°
Az understanding of the major prob-
lems that confront the collective . }
bargaining process. 1.80 1.611 2.00!2.29! 1.88
I i
Affirmative iction ' ;
The ability to establish and imple~ i Lo
ment an affirmative action program. 1.00 I'1.60!' 2.191.63: 1.74
i i
An uaderstanding of the rights of i §
previously denied groups of !
employees includiag: _
a) employment 1.20 1.501 1.941 1,68} 1.23
b) promotion .20 1.4 ) 1.9841.50 1.33
¢) termination 1.60 1 1.50; 1.881 1.30Q .63

The ability to develop policy H
tatement.

e
(O]
(8]
[\
(o]
o
[V
b
~
3V
o
(&
[
faed
N
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TABLE 124
Age of Resmondent
M 1
(39) |(13) {2 | (&) | (59)
9 125 vaeri
AVERAGE RATING to 1 to | to .7,z iTotal
24 34 44
Communication % : i :
| i ' :
The ability to effectively write: | | | :
a) letters 1.87 11,43 ,1.88 :2.00 :31.76
b) memos L.6¢ :2.07 ‘1.44d 1.30 1.992
¢) reports 2.67 1l.64 .1.54 1.1 .0
. N i
The ability to effectively communi- ! !
cate orally to: ! :
a) individuals 1.00 !1.97 ‘'1.i6 1.00 1.1
b) small groups 1.30 1.4 1,36 1.20 . :.39
The ability to communicate: % ' }
a) work plans .67 /11.36 :1.40 1.20 11.33
b) work schedule .ol i11.40 1.22 1.=20 r1l.49
¢c) orders L1.00 +1.30 :1.30 .1l ;1.2%
éd) instructions L.33 1il.96 1.3 L.20 |.1.29
e) irections 1.33 '1.43 l.34 1.40 :L.43
Motivation ; i
An understanding of specific guide- : : |
lines for effectively motivating i i i
subordinates. 1.50 +1.85 1.38 1.30 :1.33
The apility to use interpersonal f : |
skills effectively. .67 _1.57 '1.34 1.50 11.48
H
An understanding of how behavior ; . ;
is: i
a) energized 1.33 1,85 1.79 _1.80 (1.79
b) directed 1.00 1.83 3.37 .80 L-:i3
¢) sustained 1.33 i1.83 31.71 2.00 -+.:9
An understanding of motivation as i . ;
it relates to: 3 i f
a) interpersonal relatiocas : ! i
with supervision 1.33 1.79 1.56_2.00 :1.71
b) interperscmal relations : :
with peers 1.00 '1.93 :1.38 1.90 1.75
i

¢) interpersonal reiatioas ) -
with subordinates .67 ‘1.71 ‘1.38 .1.70 i1.51
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TABLE 124--Continued

AVERAGE RATING

Electronic Data Processing

The ability to assimilate informa-~
tion for strategic planning (for
upper management).

The a2bility to use detailed internal
information for operational control.

The ability to assimilate informa-
tion for:

a) operationmal control

b) departmental control

Quantitative Methods

The ability to collect and analyze
data for managerial decision making.

The ability to utilize statistical
computations for:

a) cost effectiveness

b) cost projections

c) managerial decisions

The ability to apply statistics in
the manufacturing process.

Organization

An understanding of organizational
structure.

A willingness to study, leara and
apoly.

An understanding of the goals arnd
objectives or the organization.

The ability to establish departmental
goals that are compatible with
corporate goals.

Ace of Respondent
{ '
(30) 1 | @) <4)% (55)
3 25 i 35
o | to ! to | 9% moral
24 i 32 . 4 -
; : |
} | |
| [ ‘
1.67 11.69 {2.08' 1.30: 1.81
I
1.33 !2.14 /2.00i 1.62] 1.96
T |
| i
1.50 !1.86 11.86: 1.50| 1.78
L1.33 (1.2 1 1.91+ I 257 £.08
1 ‘ |
1.67 {1.93 |1.88{1.50! 1.33
i
1.67 |1.86 [1.8711.7011.7S
1.0¢ ;1.49 [L1.90 ! L.00 @ 1.70
L.33 ia.23 Jil.94 . L.20 . 1.3
| f !
1.33 12.46 [1.36 1 1.55 | 2.00
l i i
: i
L
1.33 :1.86 ‘'1.54 - .80 '1.75
1.33 !1.50 1.56 :1.20 1.5
i L
1.33 §1.50 '1.20 '21.223{1.33
: . t
f ; 1 3
1.00 [1.43 {1.32 |1.50 [1.41
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TABLE 124--Continued

AVERAGE RATING

An understanding of the major com-
ponents of organization:
a) authority structure
b) division of labor
¢) mechanisms of coordination
{processes)
d) economic measures of per-
formance

The ability to apply the organiza-
tional philosophy in all leadership
functions.

Planning

The ability to decide:
a) what future resources the
organization will need.
b) how these resources will be
allocated.
¢c) what alternative courses of
action are available.

Ar understanding of the establish-
ment of:
a) a set of goals .
b) how far the organization is
irom these goals.
c) a set of actions to reach
these goals.

The ability to use existing resources
to accomplish departmental goals.

The ability to plan:
a) short-range goals
b) lomg-range goals

Organizing

The ability to organize people and:
a) assign them specific tasks
b) assign specific responsi-
bilities
c) insure that important jobs
are done
d) <iasure that institutional
goals are fulfilled.

age of Pesgondent

1 H '
(34) ’(33) (4) ; (&) (83)
19 |25 {33 i
to to to iozgr Total
24 |38 |33 |
! :
1 ;
3.00 {2.00 }1.63 [2.00 1.85
133 1200 138 L. 73 T 78
| ;

1.33 11.64 |1.56 (2.00 1.57
2.00 {1.79 !1.56 !1.80 1.7
l :

o

¢
1.33 l1.85 11,42 '1.20 1.32
J i
o
!
1.33 {2.07 (1.32 {1.80 1.92
1.67 [1.92 11.82 :i2.00 1.90
1.33 [1.69 !2.51 i1.60 1.75
i :
S
1.67 11.43 .1.46 :1.50 1.48
2.00 :1.71 1.38 .2.10 1.74
1.67 !1.57 1.4 11.30 1.47
' ; i
1.67 1.36 11.28 '1.20 1.31
* i
| :
,00 '1.43 i1.40 [1.:0 1.£0
TRy T30 L6 T30 L3
% } f
1.50 :1.36 |1.44 !1.30 1.37
1.67 !1.43 !1.20 :1.30 1.24
1
1.67 '1.36 -1.20 .1.50 1.31
1.33 1.79 1.48 :1.80 1.60
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TABLE 124~-Continued

AVERAGE RATING

The ability to translate plans iato
a structure of tasks and authority.
(at the department level)

The ability to integrate the objec-
tives of the separate units of an
organization in order to efficiently
achieve stated goals.

Leading

The ability to deal effectively with:

a) group goals
b) organizational goals

The ability to:
a) delegate decision making
D) create a supportive work
environment
c) persuade and motivate sub-
ordinates

The ability to assess the groups
sreseant feelings and future expec-
tations about:

a) rewards

b) tasks

An understanding of the process of
directing and influencing the tasks-
related activities of subordinates.

An understanding of your role in
reiation to:

a) executive manager

b) peer group

c) goals of the organization

Control

The ability in the control function
to:
a) measure progress toward a
planned goal
b) detect deviations from a
planned goal.
c) take remedial action
d)} assure that actual activi-

ties conform to planned
arrivities.

Age of Respondent

‘

{
(34)  (13) (&) (4) i (33)
19 | 25 25 -
To | to to GZ?‘ Total
24 | 3¢ | 14 °
i
1.50 (1.64 :1.36] 1.20 | 1.48
l .
i
5 : !
1.33 li1.99 1.65:1.70!1.72
i
)
; !

1.33 11.50 1.44 '1.60 |1.51
1,00 +1.057 L.0% , L.40 | L.3
' i
1.00 [i.54 11.48 }1.70 |1.56

| !
1.33 ;1.36 :1.36 !1.50 {1.42
2.00 |1.57 i1.3611.70 |1.51

§ : i

i ;

| ]

| ! |
2.00 !1.93 1.48 '2.00 !1.75
T00 T 57 132 200 .55

| é
1.33 1.71 '1.56 '1.70 ll 39

S |
1.33 '2.15 '1.50 i2.20 ;1.75
T 00 1.9 .57 3.0 L
TO0 I8 .18 L350 3T

! i j t

. : ! 1

| : ! ’

: : {
1.67 .1.46 '1.43 '1.50 [1.46

: - i
1.33 ‘1.5¢ 1.46 i1.60 i1.47
1.33 1,22 l.42 1.=20 . L1.=0

: , ,

: : i
1.67 '1.38 :1.42 !1.88 11.49
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TABLE 124--Con%inued

AVERAGE RATING

An understandiag of the factors that
make control necessary.
a) complexity of the organiza-
tion
b) resources
¢) delegation of authority

Budget Control

The ability to plan future perfor-
mance based upon:

a) related expenditures

D) revenues

c) profits

An understanding of financial
control methods including:
2) break-even analysis
b) department cost effective-
ness

The ability to use control systems
to:
2) mnmonitor organizational Zfunc-
tions
b) mornitor organizatioral pro-
jects

The ability to develop guidelines

L mam e

-da s

a) developing mapagerial budgets
b) developing economic forecasts

accounting

The ability to systematically:
a) summarize financial informa-
tion
b) analyze financial informa-
tion

The ability to interpret ianformation
about:

a) assets

b) 1liabilities

¢c) equity

!
(13)

3ge of 2espondent

1
(3 | (23 B @ 3
1 2 35 i
To ; to - to : Ozsr Total
24 | 34 0 i
; f
1.67 | 2.07 1.78] 2.50' 1.98
1.33 L.80: L.041 L.88° L. i=
700 7l 1.32° 1.93. 1.8%
;
1 i !
| .
1.67 | 1.22 1.80! 1.80' 1.85
1.2 1.93 1.92° 1.80. 1.37
3.00 ¢ 2.00 . 1.52 2..0 1.98
| , ; -
| : i i
2.33 | 2.43° 2.24! 2.30. 2.27
533 |1.03 2.001 1.90' 1.06
i .
| ;
2.00 {2.00 1.80. 1.88: 1.96
1.67 1 2.00 1.91:2.00 1.9¢
; ;
1.67 12.15 2.05:{ 2.10° 1.78
1.67 1 2.66 2.14. 2.40. 2.32
: ; |
] )
! i
1.67 11.83:2.00 2.30' 2.04
i H
1.67 {1.75'21.82 1.80' 1.8z
1
l
1} ! H
2.33 12.36!2.13 2.00 2.21
3.33 1 2.36 1 2.17 2.20 2.26
.00 1 2.14.2.13 2.30 2.23




TABLE 1l24--Continued

Ace of Respondent

+ !
(33) }(13) (¢4) | ()] (35)
1 ;25 35 | A..
to | to to | OVeT| 1oral
AVERAGE RATING 24 | 34 14 { 3
An understanding of records i !
relating to: i
a) costs of materials acquired 1.00 +1.501!1.301 1.80 B2
b) labor costs incurred 1.33 '11.43i1.52: 1.30! 1.45
c) operations eost (iaventory : f
cost) 1.33_:1.5011.68' 1.20! 1.69
d) cost of goods sold 1.33 .62 11.761 2.20: 1.81
in understanding of: ; ! 5
a) manufacturing costs 1.57 - 1.7911.65! 2.00! 1.74
b) materials cost 1.00 . 1.7141.73: 1.80) 1.7
¢) labor costs 2,00 - 1.5711.30: 1.50¢ 1.32
d) factory overhead 1.33 2.0711.64: 1.90. 1.77
An understanding of the annual i
report of a corporation. 1.33 12.3812.22} 2.30! 2.29
Dersonnel and Staffing ?
i i
An understanding of the management i
function of: ; ;
a) placement 1.32 +11.30} 1.601 2.00! 1.53
o) training “Ll.os . 1.040 1.36: 1.80: 1.52
¢c) development of organiza- ; ! |
tional members 1.67 11.2911.321 2.20: 1.82
The ability to understand and i 3 E
implement factors involved in { ! : H
staffing including: ] i ' '
a) amnloyment 1.50 '1.5711.35! 1.70. 1.50
b) working conditions ~1.33 1,71+ 1.33! 1.50 i.16
¢) <training 1.33 1 1.79; 1.36: L.301 1,29
d) industrial relatiomns 1.6 1.57T1 1.52:i 2.10 1.54
The ability to analyze and submit g ! }
plans for future personnel needs ; ! }
of the organization. 1.6 :1.50 1.42' 2.10°' 1,585
? ‘ |
Labor Relations 1 } i
Apn understanding of the management i I §
role during: | ‘ l
a) negotiationms 1.33 ' 1.93{1.72] 2.30! 1.85
h) strikes 1.00 @ 1.86 1.76: 2.50! 1.91
¢) relations with union . : ]
representatives 1.00 1.7¢ 1.89: 2.56, 1.93
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TABLE 124--Continued

Age of Respondent

(34) 1 (13)§ (&) (4) 1y (33)
19 23

34
to to to Ozgr Total

AVERAGE RATING 24 34 <4

An understanding of the major prob-
lems that confront the collective

bargaining process. 1.00 1.71 1 1.85) 2.10) 1.88

Affirmative Action

The ability to establish and imple-

meat an alifirmatrive action program. .67 1.86 1 1.73 1.751 1.74

An understanding of the rights of

previously denied groups of

employees including: _
a) employment .B7 1.7 1.65! 1.37: 1.85
b) promotion .01 .9 | L.o9v 1,291 1.33
¢) termination 2.30 L.09 1 1.92; L.4Lt L.C3

The ability to develop policy state-
ments. .87 2.26 | 2.091 2.30

[
to

w




APPENDIX D
MIDDLE MANAGEMENT PROGRAMS IN OKLAHOMA

CITY AREA JUNICR COLLEGES
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MIDDLE MANAGEMENT PROGRAMS

El Reno Juniorx_College

General Education Requirements 12 hrs
ENGL 1113 and 1123 English Composition

OR
ENGL 1313 and 1323 Applied Comp/Speech
POLS 1113 U.S. Government
HIST 1483 U.S. History

CR
HIST 1493 U.S. History
Program Requirements 37 hrs
BUS 1053 Business Math
BUS 1103 Introduction to Business
BUS 2163 Business Law
ACCT 2173 Principles of Accounting I
ECON 2193 Principles of Economics (Macro)
MGMT* 1302 Management Training
MGMT 1312 Management Seminar (Supervisor)
MGMT 1322 Management Seminar (Personnel)
MGMT 1332 Management Seminar (Motivation)
MGMT 1342 Management Seminar (Decision-Making)
MCMT 1133 Introduction to Management
MGMT 2363 Personnel Management

* Must be taken 4

Recommended Program Electives

BUS 1093
ECON 1353
ECON 2203
PSY 1113
PSY 1033
MGMT 1313
MGMT 1323
MGMT 1333
MGMT 2353
BUS 2313
ACCT 2183
Electives

times for a total of 8 hours

12 hrs

Business Communications
Personal Finance

Principles

of Econcomics (Micro)

Elements of Psychologyv
Human Relations
Salesmanship

Principles
Principles

of Marketing
of Advertising

Small Business Management
Introduction to Data Processing

Principles

of Accounting

3 hrs
TOTAL 64 hrs
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MIDDLE MANAGEMENT PROGRAMS

Oklahoma City Southwestern College

General Education Requirements 21 hrs
ENGL 1113 English T
ENGL 1213 English II
SPCH 1113 Principles of Speech
PLTSC 1113 American Government
HIST 1483 OR
1493 American History
BIBLE 1413 01ld Testament Historv & Literature
BIBLE 1423 New Testament History & Literature
General Business 21 hrs
GBUSN 1013 Introduction to Business
GBUSN 2113 Business Communications
GBUSN 1053 Business Math
GBUSN 2213 Business Law
MGMT 2013 Principles of Management
ECON 2113 Economics I
ACCT 2103 Accounting I
Mid-Management 22 hrs
MGMT 2023
MGMT 2213 Small Business Management
MGMT 2313 Personnel Management
GBUSN 2413 Acdministrative Office Management
GBUSN 2433 Business Finance
GBUSN 2743 Credits and Collections
Electives 4 hrs

ACCT; GBUSN; MGMT; MKTG: (Mayv include partnership)
TOTAL 64 hrs
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MIDDLE MANAGEMENT PROGRAMS

Seminole Junior College

First Year-Fall Semester 17 hrs
COOoP 1111 Career/Personal Planning

ENGL 1113 English Composition I

BA 1101 Mid-Management Seminar I

MATH 1213 Introduction to Business

BA 1123 Introduction to Business

BA 2113 Micro Economics

American History/Government

Spring Semester 16 hrs
ENGL 1313 Technical Report Writing

BA 1211 Mid-Management Seminar II

BA 1103 Business Relations

BA 1113 Principles of Advertising

BA 2213 Micro Economics

American History/Government

Second Year-Fall Semester 16 hrs
ACCT 2103 Accounting Principles I

Ba 2401 Mid-Management Seminar III

BA 2403 Principles of Business & Management
BA 2513 Marketing

BA 2233 Business Communications

Approved Elective

Spring Semester 16 hrs
ACCT 2203 Accounting Principles II

BA 2223 Business Finance

BA 1233 Retail Selling

BA 2413 Business Law

BA 2411 Mid-Management Seminar IV

Approved Elective
TOTAL 65 hrs
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MIDDLE MANAGEMENT PROGRAMS

Oscar Rose Junior College

General Education Requirements 23-24 hrs
ENGL 1313 English Composition
ENGL 1403 Communications
OR
ENGL 1323
HIST 1213 United States Historv to 1877
OR
HIST 1223
POLS 2303 American National Government
BA 1103 Business Math
MATH/
SCIENCE (3 to 4 hours of math or science)
PSY 1203 Personal Development
OR
PSY 2203 General Psychology
PE (2 hours of PE - May be Activity or
other PE Course)
Program Reguirements 15 hrs
ACCT 2103 Principles of Accounting I
BA 2503 Business Communications
MM 1303 Principles of Marketing
MM 2103 Principles of Management
MM 2203 Personnel Management

Business Electives - Must be chosen from the following

Business Courses:

ACCT
BA
ECON
ECON
MM
MM
MM
MM
MM*
MM
MM

2203
1503
2303
2403
1202
2102
2105
2302
2402
2603
2703

23-24 hrs

Princinles of Accounting II
Salesmanship

Economics I (Micro)
Economics II (Macro)
Merchandising Technology
Mid-Management Seminar
Introduction to Logistics
Credits and Collections
Supervised Internship
Introduction to Industrial Management
Small Business Management

* Must be taken simultaneously with Management Seminar,
MM2102 and MM2402 may each be repeated for up

MM 2102.

to 6 hours credit.

TOTAL 61-63 hrs
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coM
MATH
BUS
HIST

HIST

ECON

coM
COM
PS

BUS
BUS

BUS
ACCT
BUS
BUS

ACCT
BUS
BUS
BUS
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MIDDLE MANAGEMENT PROGRAMS

South Oklahoma City Junior College

1113
1323
1013
1483

1493
2113

1123
1213
1113
2053
2043

2113
21903
2450
2550

2203
2063
2450
2550

15 hrs

Oral and Written Composition

Math for Business Careers

Introduction to American Business

American History to the Civil War

OR

American History from the Civil War
to Present

Principles of Economics I

15 hrs
Interpersonal Communications
Composition and Literature
American Federal Government
Principles of Management
Principles of Marketing

15 hrs

Business Communications
Accounting I

Mid-Management Seminar

Directed Occupational Experience
Career Electives

15 hrs

Accounting II

Business Law

Mid-Management Seminar

Directed Occupational Experience
*Career Electives

* To be selected with advisor's approval

TOTAL 60 hrs
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RELIABILITY ANALYSIS OF

CATEGORIES FOR COMPETENCIES
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Table 125

RELIABILITY ANALYSIS OF CATEGORIES
FOR COMPETENCIES

Categories for Competencies Reliability Coefficients
Communication Alpha = 0.75502
Motivation Alpha = 0.76623

Alpha = 0.82622
Electronic Data Processing Alpha = 0.73784
Quantitative Methods Alpha = 0.76252
Organization Alpha = 0.76764
Planning Alpha = 0.71494
Organizing Alpha = 0.50236
Leading Alpha = 0.80050

Alpha = 0.62030
Control Alpha = 0.85625
Budget Control Alpha = 0.85625
Accounting Alpha = 0.83075
Personnel and Staffing Alpha = 0.88045
Labor Relations Alpha = 0.91485

Affirmative Action Alpha = 0.94233




