
9. Do vou generally feel more satisfied when you are PERSONALLY responsible for
a certain task or when you SHARE responsibility with others?
I generally feel satisfied with:
a. Tasks with personal responbility much more than with tasks with shared 

responsibility.
b. Tasks with personal responsibility a little more than with tasks with 

shared responsibility.
c. Tasks with personal responsibility and tasks with s.iared responsibility 

to the same extent.
d. Taskj with shared responsibility a little more than with tasks with 

personal responsibility.
e. Tasks with shared responsibility much more than with tasks with personal 

responsibility.

10. Do you generally feel more satisfied when your task involvej CALCULATED RISK
or when its acconpl isliment is ENSURED?
I generally feel satisfied with:
a. Tasks involving calculated risk much more than with tasks whose 

acconpl ishment is ensured.
b. Tasks involving calculated risk a little more than with tasks whose 

accanplishment is ensured.
c. Tasks involving calculated risk and with tasks whose acccxplishment is 

ensured to the same extent.
d. Tasks whose acccrplishment is ensured a little more than with tasks 

involving calculated risk.
e. Tasks wtiose acconplishment Is ensured much more than with tasks 

involving calculated risk.

11. Do you generally feel more satisfied wlon your task requires PROBLEM-SOLVING
or tasks that have to be carried out by following CLEAR instructions?
I generally feel satisfied with:
a. Tasks requiring problem-solving much more than with tasks carried out 

by following clear instructions.
b. Tasks requiring problem-solving a little more than with tasks carried 

out by following clear instructions.
c. Tasks requiring problem-solving and with tasks carried out by following 

clear instructions to tlie same extent.
d. Tasks carriad out by following clear instructions a little more than 

with tasks requiring problem-solving.
e. Tasks carried out by following clear instructions much more than with 

tasks requiring problem-solving.

12. Do you ■ enerally feel more satisfied when the performance of your task might
meet your NEED TO SUCCEED or when it ensures AVOIDANCE of failure?
I generally feel satisfied with tasks that:
a. Meet the need to succeed much more than with tasks that ensure avoidance 

of failure.
b. Meet the need to succeed a little more than with tasks that ensure 

avoidance of failure.
c. Meet the need to succeed and with tasks that ensure avoidance of failure 

to the same extent.



d. Ensure avoidance of failure a little nnre than with tasks that meet 
the need to succeed.

e. Ensure avoidance of failure much more than witl tasks that meet the 
need to succeed.

The last few questions refer to your daily life i.e. how you act in your daily 
performance.
13. Do you usually undertake to perform tasks that involve UNCERTAINTY or tasks 

with SURE OLTCCCMES?
I usually undertake to perform:
a. Tasks involving uncertainty much more than tasks with sure outcomes.
b. Tasks involving uncertainty a little more than tasks with sure outcanes.
c. Tasks involving uncertainty and tasks with sure outcomes to the 

same extent.
d. Tasks with sure outcomes a little more than tasks involving uncertainty.
e. Tasks with sure outcomes much more than tasks involving uncertainty.

14. Do you usually undertake to 'jerform DIFFICULT tasks or EASY tasks?
I usually uivlertake to perform:
a. Difficult tasks much mare than easy tasks.
b. Difficult tasks a little more than easy tasks.
c. Difficult tasks and easy tasks to the same extent.
d. Easy tasks a little more than difficult tasks.
e. Easy tasks much more than difficult tasks.

1̂ . Do you generally undertake to perfonn tasks over which you rr t* PLT<SONAI*LY
responsible or tasks over which you SHARE responsibility with others?

I usually undertake to perfonn:
a. Tasks with personal responsibility much more than tasks with shared 

responsibility.
b. Tasks with personal responsibility a little more than tasks with 

shared responsibility.
c. Tasks with personal responsibility and tasks with shared i.esponsibility 

to the same extent.
d. Tasks with shared re^nonsibility a little more than tasks with personal 

responsibility.
e. Task.i with shared responsibility much more than tasks with personal 

responsibility.

16. Do you usuilly undertake to perfonn tasks involving CALCULATED RISK or tasks
vdiose accomplishment is ENSURED?
I usually undertake to perform:
a. Tasks involving calculated risk much more tlian tasks whose acccnp 11sh­

ment is ensured.
b. Tasks involving calculated risk a little more tlian tasks wlioso 

accorvllshment is ensured.
c. Tasks involving calculated risk and tasks whose acconplishment is 

ensured to the same extent.



d. Tasks wliose accunplishmunt is ensured a little more than tasks involving 
calculated risk.

e. Tasks whoso acccmpl isliment is ensured much more than tasks involving 
calculated risk.

17. Do you usually undertake to perform task's ’vho/.e performance requires PROBLEM-
SOLVING or tasks that have bo be carried out by following CLEAR instructions?

I usually undertake to performs
a. Tasks requiring problem-solving much mare than tasks carried cut by 

following clear instructions.
b. Tasks requiring problem-solving a little more than tasks carried out by 

following clear instructions.
c. Tasks requiring proLlem-solvir_ and tasks carried out by following clear 

instructions to the sane extent.
d. Tasks carried out by following clear instructions a little more than 

ta 3 k s  requiring problem-solving.
e. Tasks carried out by following clear instructions much more than tasks 

requiring prob lan-Bol vlng.

18. Do you usually undertake tasks that meet your NEED TO SUCCEED or tasks that
ensure AVOIDANCE of failure?

I usually undertake to perform tasks that:
a. Meet my need to succeed much more than tasks that ensuro avoidance 

of failure.
3. Meet my need to succeed a little mote than tasks that ensure avoidance 

of failure.
c. Meet m/ need to succeed and tasks that ensure avoidance of failure to 

the same extent.
d. Ensure avoidance of failure a little more than tasks that meet my 

need to succeed.
e. Ensure avoidance of failure much mure than tasks that meet my need 

to succeed.

'I1IANK YOU AGAIN FOR YOUR TIME AND COOPERATION
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liarlier this year you participated in the first part of a survey 
investigating stress in MBA students. Your contribution in conpleting 
the first questionnaire is greatly appreciated - quite a few people 
mentioned that, it was a pleasure, and thank you also for your various 
ccnments!

Being of longitudinal design, the survey is concerned with the way stress 
changes over a period of time, and therefore it is particularly important 
that people who completed the initial questionnaire now do so again. As 
the university has again kindly agreed to administer it for us, wa hope 
you will feel it worth while to participate in this final questionnaire. 
Bear in mind that the personal information you give will be treated as 
strictly confidential, and that the study is being conducted independently 
of the Graduate School of Business.

A cross (X) is usually all that is needed. Please be sure to answer ALL 
the items in ALL the questionnaires, as the data they generate is inter­
related. Please don't leave out any items and also don't spend time 
pondering unduly over any particular question.

After completion you may collect the envelope narked with your name. A 
re-evaluation of your current stress level and other information will be 
mailed to you in about six weeks' time.

THANK YOU AGAIN FOR YOUR 'VALUABLE TIME AND PARTICIPATION.
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Name ..........................

Dear MBA student,

Thank you for completing the second and final questionnaire; your 
participation will contribute to a greater understanding of work related 
stress issues.

With regard to the questionnaire you filled in during March of this year, 
bear in mind that the rating suggested by your answers to the specific 
stress section is only an indication of your 'stress level' at that time.
In extreme cases the naxlmum stress experience could be rated as 200. 
According to the March survey the mean for your group of MBA students
was , and your personal rating was calculated as ....  Among '±e
many factors influencing the level ares mood state while cortpleting the 
questionnaire, your level of stimulation during the MBA prograntne, amount 
of social support you receive, presstore of forthcoming assignments and 
exams., ycur coping abilities, and so on.

After the current questionnaires have been analysed you will receive a 
revised rating and some indication of your susceptibility to vrork related 
stress and burnout. For your interest some additional information will 
also be included related to personality factors conducive to the experience 
of stress, and soma suggestions about irrproving one's coping strategies and 
dealing with the effects of stress.

Thank you again for your most valued contribution.
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Name ....................... November

Dear MBA student,
'Hie second set of stress questionnaires you recently corpleted liave now 
lxjen analysed to provide some feedback on your joint contribution, and it 
seems an appropriate time to give a short overview of the study as a whole.
Hie research being undertaken is investigating both vrork-telated stress and 
burnout, where burnout constitutes a syndrane which includes such outcomes 
as discouragement and apathy, constant tiredness, rigidity in thinking, 
sleep disorders, withdraw?! 1 from personal contact, tedium, and so on. It 
is particularly prevalent in situations whore there is intense involvement 
with other people over a period of time. It has unfortunately not been 
possible to rate participants' susceptibility to stress and burnout 
sufficiently to Include any definitive results in this letter, but the 
general trends are vrorth consideration. Briefly, the research hypothesis 
propones that certain personality variables, for example 'hardiness' and 
achievement motive, have the potential to moderate the effects of stress 
and the burnout process.
Seme interesting findings emerged. In the second questionnaire, most 
people calculated their own 'stress levels' way in excess of the scores 
actually indicated by the specific 3tress section. Thir+y percent of ycu 
rated yourselves as feeling very stressed indeed; howe.ar, it tranr ired 
that only approximately thirty-six percent of the total sartple in lact 
tested as experiencing marginally increased stress by the second date, which 
demonstrates that MBa student? are probably in general far more resilient 
than many wruld give themselves credit for. The greater proportion 
indicated they were less stressed toward the latter part of the year.
While everyone needs a certain amount of stress in order to function, every 
individual also lias an optimum level for doing so successfully. Work- 
related stress can build up to the point where it can exacerbate stress in 
other areas of one's personal life, but it appears that MBA students 
characteristically sunmon np superior inner resources geared to coping with 
the stresses and pressures specifically related to managerial vrork.
Personality factors do play a part, as does one's personal attitude and 
outlook, in the perception and handling of stress. It is generally 
accepted that there are those who are particularly stress prone, and every­
one has heard something of the so-called Type A/Type B personalities. On 
the other hand, extraverts appear to handle the impact of stressful life 
events and change more easily than most. Less wall known tlian the A and B 
types are those with a predisposition to what is termed the 'hardy' person­
ality - these individuals typically welcome challenge and rranifest a strong 
sense of carmitment in what they are doing. Knowing why stressful events 
are being faced, and knowing how to face them allows people a feeling of 
power to cope, and consequently they can engage in behaviours that resolve 
stressful situations and so transform them into potentially beneficial ones. 
Hie other dimension of the 1hardy1 personality is thus control. These 
dimensions of challenge, conmltment and control act as resistance resources
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in mediating the strain arising from precarious stress levels. It appears 
that the 'hardiness' variable, at least on initial scrutiny, might very vrell 
be established as a factor significantly associated with MBA's.
It lias been argued that one s perception of stressful events is influenced 
by the sense of control one has over any particular situation, whether one 
is 'hardy' or not. Individuals tend to vary in the extent to which they 
believe 'external' (for exanple fate, luck, environmental, the unpredictable) 
agents are responsible for outcomes, and the degree to which they believe 
events are contingent on behaviour and tliat at least some control resides in 
tlie self. The survey indicated, almost invariably, that those persons with 
a high sense of the latter form of control over their environments experienced 
a decrease in stress over the year. Thougl this locus on control was origi- 
nally beiieved not to fluctuate during one's life, it is now thought to be 
subject to reshaping as one matures.
Having looked very briefly at one or two attributes of the personality and 
outlook apparently associated with the MBA programme, and finding control, 
challenge and a sense of povcr (compared with powerlessness to act, and a 
sense of alienation) to be significant, it was not surprising to find the 
level of intrinsic motivation among the participants also highly appropriate. 
From the survey, the MBA programme appears instrumental in increasing the 
motive to achieve, despite the fact this may not have been due to conscious 
effort, and despite the stress toll so many felt thev experienced during its 
course.

Up to now v*- 've looked at personality traits as perhaps determining how one 
perceives and reacts to stress. A more insightful and realistic approach, 
instead of merely highlighting traits and dispositions of a person, is to 
emphasize the relationship that person has with his environment, and the 
actual process of coping. There are many forms of coping, including 
avoidance, magical thinking, information-seeking, and direct problem-solving. 
Coping, incidentally, may be veil defined as the process of managing 
external and/or internal demands which exceed or severely tax a person's 
resources. In reacting with the surroundings, if one can appraise and 
analyse a situation, gain a new perspective on the problem and then proceed 
to manage or alter the source of that problem constructively, then the 
process of coping is set in motion. Coping not only involves managing the 
problem, but regulating emotions as well - the one can facilitate the other, 
for exanple where a person feels it necessary to first control emotions such 
as anxiety or anger prior to being able to engage in problem-solving activity. 
At certain times it is necessary to rely more heavily on one form of coping, 
for exanple avoidant strategies, and at other times on another, such as 
problem-solving. As the situation changes so does one's strategy, and this 
emphasizes the value of constant reappraisal.
The effects of stress can be physiological and/or emotional; combined they 
can result in both physical decline, and a decline in emotional wellbeing 
to the extent that depression, and even a loss of will to live may result. 
Executive stress can be a killer - one has only to think of the contribution 
of diet to, say, heart attacks. White South Africans have one of the 
highest coronary heart disease mortality rates in the world, through all age 
groups, and It is continuing to rise. Life style and diet often lie at the 
root of die problem, while in the wsrk area, excessively high responsibility
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for others, work overload and short aye of qu„* ity management all contribute. 
Add to tills the current economic cl invite, racial tensions and political 
pressures, and an inadequately educated labour force often aspiring to 
different cultural values!
How do we cope? Hie answer has to lie in individual choice. There are 
countless suggestions on ways to alleviate all types of stress, ranging 
through exercise, workshops, therapy, hobbies, redefining your needs and 
goals in life, tine management, find so on. Comnon relaxation techniques 
alone include breathing, progressive relaxation, self hypnosis, neditat'on, 
yoga, massage and biofeedback. One well known businesswoman displays a 
card prcir.Lnently on lier desk which reads "RELAX - It pays".
But perhaps one of the best strategies to ward off the debilitating effects 
of stress lies in endeavouring to maintain a sense of good balance through­
out all spheres of our lives. This means we should enjoy involvement and 
s lotion in each of the social, spiritual, family, cultural, financial 
ai tk areas, or at least tear the principle in mind as worth striving 
foi
Attaclied, for your Interest, is a checklist to assess your coping ability.
It is extracted from the Addison-Wesley series on occupational stress, 
titled WJHK CTRESS by Alan A. McLean, M.D., published in 1979, and forms 
part of the chapter 'A Method of Self-Assessment'.
With every good wish for your future business success, and thank you once 
again for your valued contribution.



TOE COPING CHECKLIST (Alan A. McLean: WORK oTRESS, 
1979, Addison-Wesley Publishing)

The Coping Checklist is designed to provide a very rough and superficial 
approximation of how well you are now coping with your job in comparison with 
the idealized model that I will discuss shortly.
To what extent does each of the following fit as a description 
of you? (Circle one number in each line across:)

10

11

12

13

14

15

16

Very
true

Cuite
true

Some­
what
true

Not
very
true

Not
at
all
true

I "roll with the punches" when problems 
came up. 1 2 3 4 5
1 spend almost all of my rime thinking 
about my work. 5 4 3 2 1
I treat other people as individuals 
and care about their feelings and 
opinions. 1 2 3 4 5
I recognize and accept my own 
limitations and assets. 1 2 3 4 5
There are quite a few people I could 
describe as "gcod friends." 1 2 3 4 5
I enjoy using my skills and abilities 
both on and off the job. 1 2 3 4 5
I get bored easily. 5 4 3 2 1
I enjoy meeting and talking with people 
who have different ways of thinking 
about the warId. 1 2 3 4 5
Often in nr- job I "bite off more than 
1 can chew." 5 4 3 2 1
I'm usually very active on weekends 
with projects or recreation. 1 2 3 4 5
I prefer work ing with people who are 
very much like myself. 5 4 3 2 1
I vwrk primarily because I have to 
survive, and not necessarily because 
I enjoy what I do. 5 4 3 2 1
I believe I have a realistic picture 
of my personal strengths and weak­
nesses . 1 2 3 4 5
Often I get into arguments with people 
who don’t think my way. 5 4 3 2 1
Often I have trouble getting much done 
on my job. 5 4 *>J 2 1
I'm interested in a lot of different 
topics. 1 2 3 4 5



Very
true

Quite
true

Some­
what
true

Not
very
true

at
all
true

17 I get upset when tilings don't go my way. 5 4 3 2 1
18 Often I'm not sure how I stand on a 

controversial topic. 5 4 3 2 1
19 I'm usually able to find a way around 

anything which blocks me fran an 
inportant goal. 1 2 3 4 5

20 I often disagree with my boss cr 
others at v\ork. 5 4 3 2 1

Scoring Directions
Add togetiier the numbers you circled for the four questions contained in each 
of the five coping scales.

Coping
Add together your 
responses to Your score

scale these questions (write in)

Knows self 4, 9, 13, 18
Many interests 2, 5, 7, 16
Variety of reactions 1, 11, 17, 19
Accepts other's values 3, 8, 14, 20
Active and productive 6, 10, 12, 15

Then, add the five scores together for your overall total score:

Scores on each of the five areas can vary between 5 and 20. Scores of 12 or 
abo e perhaps suggest that it might be useful to direct more attention to the 
area.
The overall total score can range betvreen 20 and 100. Scores of 60 or more 
nay suggest sane general difficulty in coping on the dintensions covered.
This checklist is a little more serious than the usual game of twenty questions. 
Note that your response to each question will range from 1 to 5 (from "very true" 
to "not at all true"). You will find the instructions for scoring below the 
questions. After you liave completed responding to the twenty items and 
completed tallying your score, you will arrive at a single numerical coefficient 
for coping. If it is very high, then you may liave sane areas of concern; 
if it is low, you can be fairly vrell assured that your response to your job 
situation - the way you are coping with it - is really quite good.
Please keep in mind that nobody measures up ideally; nobody is going to get 
a score of twenty.



HEALTHY COPING AT W)RK

Now look at what would be considered by many to be a model of an ideally 
successful person and relate it to the Coping Checklist. It has five parts 
and is really a definition of successful adaptation. First, the truly 
successful and healthy person is one who really knows himself or herself at 
al] levels and who understands and accepts his or her own strengths and own 
weaknesses. This doesn't mean that such a person lies back acceptingly and 
says, "Okay, I'm weak in this area; so what!" But he or she knows himself 
or herself well enough to know those personality factors that can't be changed 
and those skills - social and professional - on which to capitalize.
Second, such a person is one who, despite stereotypes to the contrary, has 
developed a lot of interests outside the world of v®rk. He or she has a 
variety of satisfactions in life and does not get all his or her satisfaction 
from the job. 'Hiis person lias irons in many fires and these interests tas 
well as tliose relating to family and business) are regularly pursued.
Third, such a person is one who doesn’t always react in the same way to factors 
that he or she finds stressful. The person who copes successfully doesn't 
always develop a headache when angry with the boss or al.^yn get depressed 
when faced with an apparently minor threat. Such a per.-on doesn't always 
become either hyperactive or frozen by Incapacity under ',tres3ful circumstances. 
And he or she can bounce back fairly quickly from stress reactions
Fourth, such a person acknowledges that others have different value systems, 
different ways of doing things, and tends to accept this as a fact of life 
without attempting to buiid others over in either his or her own image.
Fifth, he or she is active and productive at work, without sacrificing similar 
activity in the comnunity and in the home.
To sunriarlze, a five-point highly idealized model of the successful person 
coping very well is a person who knows himself or herself, who does not always 
react the same way, who recognizes that others have different value systems 
and who doesn't try to change them, and finally, who is active and productive.
Hiis definition gives us a goal. Of course, no one measures up fully in all 
five areas or even in most of them. But it is a model, and just as ws use 
models in developing other behavior, so too we can use models such as this in 
trying to establish now coping techniques or to modify some of the ways we 
now cope.
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Findings related to demographic data
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A comprehensive description of the subject sample derived from demographic 

data was included in the Methodology. However, additional data has made 

it possible to derive a profile of the typical MBA participant at Time 2, 

with regard to trends concerning the MBA Programme. These developed over 

the research period of the present study. The data was collected in order 

to note extraneous factors which might contribute to subjects' experience 

of stress. Since none of the information was directly relevant to the 

research hypotheses, it was not included in the main body of results.

At Time 2, taking only those subjects who answered both questionnaires (N

- 53), various trends were evidenced concerning variables which may be 

classed as stressor or outcome variables of stress. However, since the 

sample size was small these trends cannot be conclusively regarded as 

significant.

FIGURES 8 to 12 depict bar graphs related to subjects' perceptions 

regarding adequacy of financial support, overall health, rewards in the 

form of sense of personal accomplishment, satisfaction with Programme 

feedback, and personal estimates of coping ability.
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Very well ’fortable Adequate Careful Inadequate 
off budget

FIGURE 8: Response to Question "Do you have adeouata financial 
H M M t t  during the. M.BA course?." (N - 53)

8 Respondents found it slightly less easy to manage financially at Time 2 

than previously, whereas 14 found that the situation had eased slightly.

Number of

upsets

figure 9: Reapgnat ta auestlgn "H<?w to .you race .v?ur pvsrall 
health?" (N - 53)

11 Subjects estimated that their health had Improved by Time 2, whereas *> 

detected a deterioration.
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30 

20

Number of 
responses 10

0
Very Yes Moderately Not very No

FIGURE 10: Response to question "Are you finding the MBA 
rewarding from a personal accomplishment point 
of view?'1 (N - 53)

19 subjects found the course more rewarding by Time 2, and of r.hese 

participants 6 were registered at Johannesburg, and 13 at Cape Town. Of 

the 16 subjects who found it less rewarding by Time 2, 12 were registered 

at Johannesburg, and 4 at Cape Town. These results Indicate that there 

was a greater overall rise In feelings of personal accomplishment at the 

Cape Town business school.

30 

20
Number of 
responses 10

0
Yes Moderately Not very

FIGURE U :  RMygma,.to .avie.gtt9n.,..:'A£B-y2u satisfied with tha 

level of feedback on your work?' (N - 53)

Ulti regard to feedback, 19 indicated that it had Improved by Time 2 

(Johannesburg - 8; Cape Town - 11) where 15 felt It had deteriorated 

(Johannesburg - 8; Cape town - 7).



Number of 
responses

Vary well Well Moderately Not Coo Struggling
well

FIGURE 12: Response to question "Approximately, how do you foel 
you are cnplng/havc coped?" (N - 53)

19 Subjects felt they had coped better by Time 2 (Johannesburg - 5; Cape 

Town - 14) whereas 8 felt they had coped less well (Johannesburg - 4; 

Cap* town - 4).

There was a marginal preference by participants with regard to the Cape 

Town Craduate School of Business In terns of finding the MBA Programme 

prcmoted a sense of personal accomplishment and provided more satisfactory 

feedback. It Is possible that this may have contributed to the

heightened sense of coping adjustment.

All the results should be interpreted with caution for a number of 

reasons: the research represented a pilot study; the sample was too 

strall to allow for generalisations to be made; the trends may be purely 

coincidental despite careful timing of questionnaire administration. A 

future study Investigating stress and burnout which utilizes a 

longitudinal design could include such demographic variables for 

con' Ideratlon.
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Advertisements for the University of Cape Town 

and the University of the Wltwatersrand Graduate 

Schools of Business
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IN ONE YEAR THE UCT MBA CAN CHANGE YOUR LIFE
Ilie  University o f Cape 1'own Graduate School o f Business has 

the only 1-year M B A  nrograirm e in the country.
If you arc cho. cn to participate in the Graduate School of 

Business M B A  program n r every moment 011 the course will lie used 
productively. 'Hie qualit/  ol ihc lecturers and the programme content is 
o f the highest calibre and, because o f this, the one year o f study will be the 
most intensive and comprehensive learning ex|*crience you may ever 
have.

That one very full year will provide you with a solid foundation 
in business management and all its facets and an internationally 
rccogniscd degree that will give you an cdg . in building a lifetime career.

Match your ambition with your ability.

For Imllier details, please wiitc to or phone:
MltA Administration 
Graduate School of Business 
University of Cape Town 
Private Mag. Komlebosch 77(H)
TO. (021)650 3000

T H E ^
GROUAiE 
SCHOOL OF 
BUSINESS
UNIVtRSIt Y Of CArt tCWN 

Internationally recognised

M
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I ho future lies not with those who dream about i! Iiut wiili those wlio reach out and 
take it And those who can experience a Wits MBA on 'tie way will be the leaders of 
l'e future
’ ,ielirsl challenge is to make II onto the programme An academic or professional 
qualification, relevant business experience, clear career plan ; and expectations as 
well as a commitment to sell development are vital attributes for acceptance The tact 
that oriiy one in four candidates moots all our entrance requirements, demonstrates 
our continuing pier lye to maintaining our standards ot academic and professional 
excellence
The programme itself is demanding Tho pressure relentless But the lessons 
learned both inside and 01 itside the classroom ultimately ecu lip otn graduates with 
the means to deal effectively with the realities of business And to meet the 
clmllei ides of the future
Which is why WBS maintains an ongoing involvement will , Hie comr •• ~ial contrt of 
South Africa Johannesbi irg Faculty am) students interact contirv iy with 
corporate leaders as an integral pail of the MBA | iroyramme After r>h. our students 
are the leaders of the I' ilure
Ai lot her unique aspect of the Wits MBA is its flexibility. For those who cannot study 
lull time for seventeen months, we offer a part time programme over three vears Or 
you have the option ot studying full lime for ten months and then converting to part 
time stu< ly
To turn your fi ituro -nto reality, contact the MBA Far ulty Office for further details on 
(011) M3-6641 Applications close 31st August 1008

Academic and Professional Excellence

Wits Business School
PO Box 98
Wits ?0f>0 If»l (011) M  1 6G41
the (.Jrmtim lr School o t Rimmi'SH Aclnitnlnlrati jn
Umvmnity of ih»  W ilwafefurnnd Johnnnf»st>ury

Wits
MBA

Wits MBA. Turning 
your future into reality.

“The empires 
of the future 

are the empires of the mind.”
Sir Winston Churchill
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A( 'idnmic ’i/iil f ’rolassioiuil Excellencc 

Wits Business School
nt'i

W

PO no* 311 70
hrnnmlrmlnin ? 0 I I lo l (O il)  043004 1  
Iho (.limluatn School ol Ounincss Administration 
University ol Iho Wltwntorsrnnd. Johannesburg

Wits
MBA

"Man is not the sum 
of what he has, but 
the totality of what he 
does not yet have”

You know that you have sol your sights high. You realise that your goals lie far boyond 
!hn mediocre.
That's why you are not considering any MBA, hut a Wits MBA.
Cor you are lully aware that Iho sum total ol a Wits MBA is not only greater Ilian the sum ol 
ilr, pails, but is also hold in the greatest esteem Now -  as it will bo in Iho future.
Because al WBS, we pro ompl Iho tulure. Carelully. By stimulating an insignt into luluro 
business matters in our MBA students
that's why an i.i'eyu.l part ot the Witr. MBA programme is continuous interaction between 
leaders Iron  the most vigorous business centre in SA, Johannesburg, our largo tull-tir.ie 
stall and our MBA students
And that i« why what's happening elsewhere in Iho businoss world -  and what's likely to 
happen is particularly important
We know that not overyliody can i.ope with such a demanding programme. Considerable 
maturity is rn<|ulre<l So Wils MBA slu'letils are generally older than JO and already havo 
business experience We re nevertheless selective Only one out ol every lour applicants 
Is considered to have the sum total ol our requirements.
But we don't only look al the sum ol what a prospective Wils MBA student has, but also 
scrutinize that which he or she does net yet have ... a Wits MBA.
In lacl we do that all llm time. Likewise we strive towards groater acadornic and 
professional excellence year alter year.
And by otleiing both lull-time and part time programmes, as well as a combination ol the 
two, we make it possible lor you lo spend only 12 months away Irom your ollice.
II our points ol view on your luluro are in lino with your vision, now's Iho time to call Linda 
'Long limes Applications lor our 1905 MBA programmes closo on 30lh September 1904

Joan Paul Sartre

Wits MBA. Because you know 
the extent of your vision.
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making their prcscna fcl: in the business world. Tlx 
Graduate School of Business Ml) A programme has 
contributed to the development of South Africa's 
business leaders, men and women, of al! races.

Over 80% of our M B A  graduates have attained 
top positions in leading companies both locally and 
ovciseas. More then 30% have shared or predominant 
control of their companies.

Because of the careful selection of students - and 
lecturers - the alumni of the G aduatc School of Business 
can stand proud when 'udged 
by the company they keep.

For further details, 
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A different world A world wherein business problems and opportunities change 
oven If iler than today, 
f hat’s ti.e way ol tomorrow's world.
Ami that's Ihe way changes in future busit.ess situations continually challenge Wits MBA 
students to win tomorrow's world today Thai way we prepare our MBA’s lor Ihe world ten 
years and more Irorn now
II isn'l easy Our large lull lime stall know how unpo'lanl il is to keep abreast ol Ihe times So 
they constantly slay in touch wilh Ihe latest developments in business Not only through 
continuous contact with leader;, in South Africa's iriosl vibranl business cenire - 
Johannesburg but also elsewhere in Ihe country and internationally.
And il il isn'l easy lor our lecturers, our students find Ihe Wils MBA programme particularly 
demanding Interaction between business leaders. WBS slall members and MBA students 
requires a great degree ol maturity. No wonder that a Wits MBA student is generally older 
than 30 and already has business experience
And WBS knows how important a high standard in students is - so we are particularly
selective We consider only one out ol every lour applicants a possible winner
Bui il wo do. everything possible is done to ensure that our MBA's come out tops. In all
respects
W<’ even make it possible tor our students to spend only I? months away from their ollices 
Because we offer full lime and pari lime programmes, as well as a combination ol Ihe two 
Whichever you c hoose. Ihe same academic and prolossional excellence applies. I xcollence 
Hull has gained WBS international recognition It's part and parcel ol Stimulating a new 
generation ol leadership
II you IIhiik you i an tier onie part ol this now generation, call the MBA Course Co ordinator 
for enrolment on our Kttt/ MBA programmes 
Applications ( lose on 3()lh September 1906

A S

Academic and Professional Excellence 

Wits Business School
POffcti 11170
Hf.iiim l'in trm t. i ’O lf  f«»l (D ili f»•! 1 M>41 
!ht» (tr.MlHHln School o l BiiAlnp*** A itm in iM io lion 
University o l the Witwnlorsrnnd. Johannesburg

Wits
MBA

' 4'

ts time fora new 
generation of leadership 

o cqoe with new problems and 
new opportunities. Fa there 

is a new world to be won."
Joh n  F  K ennedy

Wits MBA.Winrting 
tomorrow’s world.
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