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Effects of the Numbers of Information Providers

on Job Information Completeness

Zhou Jie"?, Li Fengl’z, Chen Yiwen', Wang Erping1
(! Institute of Psychobgy, Chinese Academy of Sciences, Beijing, 100101) (2 Graduate University of Chinese Academy of Sciences, Beijing, 100049)
Abstract T his study was intended to explore the effects of numbers of the information providers on job informat ion completeness and
the hit completeness under different experimental conditions. T he one way ANO VA results indicated that: a) When the incumbents
served as the providers, the information provided by 4 incumbents w as complete enough under each condition. b) When job characteris
tics were claimed to have been grasped, six job analysts gave sufficiently complete informat ion; w hen a pay reform w as said to be under
way and the subjects supplied information based on their experience, five analysts provided sufficiently complete informat ion; w hen t he
subjects gave information based on job descriptions, four analysts provided sufficiently complete information. ¢) W hen providing the hit
information, four was the appropriate number of incumbents; if the effects of motivation factors could be excluded, three was the maost
appropriated number. d) With the hit information provided under the condition of judging according to their experience, the most apr
propriated number of analysts was four; under the condition of judging according to the job descriptions, the appropriate number w as
three.
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