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ABSTRACT

the purpose of this study was to develop a Multi-Trait
Personality Inventory (MTPI) for the selaction of managerial
personnel in Bangladesh. On the basis of job analysis of
managers in this country (Begum et al.,1981), survey of
opinion of supervisors and informal interviews with success-—
ful managers/expert, thirteen personality traits vigz.,Res=
ponsibility, Initiative, Pirmness/Sticking to principle,
Objectivity, Achievement, Soclability, Emotlonal Stability,
Leadership, Loyalty, Honesty, Personal Relations, Originality
and Adaptability were considared important. The MTPI was

developed to measure these traits,

Items for the Inventory were constructed in the form of
positive and negative statements and face validity of these
items was determined on a sample of 25 Judges. after a try out
study, the Inventory consisting of 235 statemants presented
in 5-point scale was administered to 166 managerial personnel
for item-analysis, The method of Discriminative Power (DP)} of
the items was used for thls purpose., The DP of 1,00 and above
was chosen as criterion for selecting items., following this,
150 items were retained which were again tested for internal
consistency. 3eing assured of item validity, the final schedule
consisting of 150 items, 150 valid and 40 filler items, was
prepared.

The reliability of MTPI was estimated by split half

technique and test-retest method. The split half reliability,

ii



Dhaka University Institutional Repository

corrected by Spearman-3drown Frophecy Formula, on the original
sample ( N = 166 } ranged from .45 to .97 and on another
sample of managerial personnel ( N = 123 ) ranged from .46 to
«96. Only 80 managers were available for retesting after 3
monthse. The reliablility co-efficients ranged from .55 to .81,
Test—retest reliability co-efficients on a group of university
students ( N = 77 ) wilth an Interval of 1 month period ranged

from .77 to .97.

Validity of MTPI was measured by self-ratings and neer
ratings., 3elf ratings of only 54 managers were avallable,
Correlations between test scores and self-ratings ranged from
«32 to .82, Correlaticns between test scores and peer ratings
of a sample of university students ( N = 30 ) ranged from
«28 to .62. Correlations between test scores and peer-ratings
of managers ( N = 10 )} of one industrial plant ranged from
«25 to .76, All validity co=-efficientswere significant in
the first study. In the second study validity co-efficients
for all othar scales were significant except Firmness/Stick-
ing to principle and objectivity. In the third study validity
co-efflicients were significant for five scales viz.,Respon-

sibility, Initiative, Scocliability, Honesty, and Adaptability.

Three studies were done to see if the Inventory has
predictive value. In the first study conducted in KSB Pump, test
scores of managers and assistant managers( N = 1§)were correla=-
ted with ratings of General Manager on overall afficiency which

ranged from .25 to .74. Three scales viz., Responsibility,

ii1
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Emotional Stability, and Uriginality were found valid. The
second study conducted in the t'urchase Department of Kohinoor
Group of Industries on mid and junior level managers ( N = 19)
showed positlve correlations between ratings of Purchase
Manager and test scores. The coerrelations rahgednfrom .06

to «57. Two scales viz.,, Responsibility and Originality were
found valid. [fhe third study was conducted on a sample of
officers (N = 18} in one Public Relations Department,Govern—
ment of Bangladesh. Correlations between test scoras and
ratinrs of their Boss on the basis of ACR ranged from .04

to .80. Three scales found valid were Responsibility, Firmnessé
Sticking to princi le and Loyalty. Non-significant negative
correlations were found in the first study for soclability

and Personal Relations scalesand in the third study for

Soclability scale.

It was suggested that further studies be made to
improve the Inventory so that it can be used as a predictor
for managerial selection. Assessing predictive validity,
applying factor analysis and establishing norms were particular—

ly emphasized in this regard.

iv
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CHAFTEBR 2

INTRCDUCTICN

Management jobs have been considered as most important
in 3y industrial organisation. Effective direction of human
efforts, both in public and private sectors of economy, 15
central to the efficient utilization of human and material
resources. Business management, termed as a special blend
of art and science, is a field as vital to advanced techno-
logy oriented countries as it is to developing nations
thrusting into industrial modernization. Yet this extreme-
ly complicated job of a manager was lgnored for many years.
A professionally tralned specialist manager is a relatively
new creation, Less than hundred vyears aqo, no school existed

to train him., Few felt the need.

Even in the late 19th century in Western countries,

an uneducated youth might start work as a clerk or helper
and become the head of an enterprise, It was a period of the
Industrial Revolution when a youngster could literally grow
up with a new or evolving business or industry and master it
if he had certain undefined talents for hard work and a qua-
lity of leadership. Now, Managers of to-morrow are students
of Business Schools. There developed qradually a realiza-
tion even in the Third World Developing Countries that one

inefficient person in the decision making level may cost an
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organisation much more, In the long run, than many ineffi-
cient persons at lower level jobs. This is the reason why
developing countries have been spending huge amount of money

to include business education 1In their universities and sending
hundreds of students abroad for higher studies in the field of-

management,

Bangladesh, a new country in the world map, is also
organising its efforts to develop managerial skill, Develop-
ment of managerial expertige 1s regarded as vital to rapid
improvement of national economy., Till her independence, the
country was subjected to exploitation which impeded the qgrowth
of sufficient and efficient managerlial forces. History shows
that industries in pre-liberation period were mostly owned
by non-locals, i.e., peoole from the then West Pakistan, The
managerial people in the industries both in private and public
sector were also mostly non-Bengalees. Even the Bengall owners
of the private enterprises preferred non-Bengalee managers for
their mills and factories because of the fact that they could
better maintain liaison with the then non-Bengall authoritiles
at Islamabad and obtaln preferential treatment in fiscal and
monetary matters. Thus during Pakistani period there had been
little or no attempt for proper selection and development of
managerial personnel. After independence in 1971, there was,
therefore, a great vacgum in the field of management. Moreover,
all major industries were declared nationalized. In order to
arrest already deteriorating situation in the industrial

flelds followed by country-wide labour unrest,strikes and
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' GHerzves' by workers the Government in a hurry took steps
in managing the public enterprises by recruiting personnel
from various sources, such as, erstwhile EPIDC/BLDC execu-
tives, Ex-freedom fighters and Cx-defence personnel, lower
level management through promotion and Government service

( e.ge cadre service in civil administration) through depu-

tation ( Islam, 1978).

This haphazard and overnight recruitment could not
bring any good result. Every year the nationalized indus-
tries incurred heavy loss and faced innumerable problems.
Although the ex-EPIDC/BIDC executives had previous experi-
ence, the number of executives recruited from this source
was very negligible. The executlves recruited from Ex=freedom
fighters and defence personnel were virtually fresh hands
in the industfial administration# and most of them proved i
be a failure because of lack of management knowledge, train-
ing and leadership and in some cases due to their corrupt
practices, Most of the lower managerial positions filled up
by promotion by unqualified persons on pressure resulted in
inefflciency at all levels of management. In case of civil
servants in industrial administration, the problem was the
lack of job orientation and they confused the industrial
management with civil administration which invited bureau-
cratic measures causing a stagnation in developing managerial

efficiency ( Islam, 1978),.
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Some studies done on Management Training Needs 1n
both public and private sector reveal that industrial orga=-
nisations of Bangladesh lack potential managerse. One survey
on " Management training needs in Public Sector enterprises"™
shows that some 10,8% of managers ( Grades 1 --~III) have post
graduate higher degree, 47.5% have graduate ist degree, 58,3%
have graduate degree, 24.9% are non-~graduates having diploma
or professional qualification, 12.2% have secondary or primary
education and 4,6% have no formal educatlion. As regards train-
ing, 86% of management personnel ( Grades 1 -=V) have no 95;t
experience in management tralning. The remalning 14% have
received some post experience training (Islam, Ahnaf, Mia,
and Fowell, 1977), Another survey conducted by the National
Committee on " Tralning needs in industries " reveals that
managerial people in big private enterprises lack efficlency
on different functional areas of management, management skill,
and management techniques. As regards educational background
(both general and technical) the picture is not upto the mark.
In small private enterprises, according to this survey, 35%
of the total managerial people are graduates, 12,6% are post
graduates and about 45% are non~graduatess Only 12.2% have
some training background ( Islam, Khan,Hoque,Idris, and Khan,

1979)

To improve management skill the Government has under-
taken varlous programmes, lefefent training institutions have

' been established both by Government and by private efforts,
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in selection and promoti;
and Ilyas, 1981). The present study was also an attempt in

this 1line, i.e., to improve managerial selection in Bangladesh.

Problems of managerial selection $ complexities of the job.

Proper selection of managers is an essentlal pre-
requisite for having good managerial forces." The importance
of choosing right man or woman for managerial positions cannot

be exaggerated. The task of training people in management is
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quite difficult enough without starting with the handicap of
unsuitable human material. Some people never grow up. They re-
main throughout their lives emotionally adolescent .... The
capacity for the acceptance of new ldeas in some people, even
when still young 1s very low indeed. The power to reason
accurately and speedily is not given to everyone" ( Brown

and Raphael, 1948),

Management selection poses many problems that are not
found with the more traditional testing and selection situa-
tion., The problem lies in the nature of the job and multifa-
rious factors affecting the person doing the Job. To have an
idea as to what is required for the job, it 1s important to
know who is a manager and what makes a good manager. There are
as many definitions of managers as there are writers in the
fields. A common definltion is that a manager 1s concerned
with accomplishing organisational goals or objectives. It
is defined as working with and through individuals and groups
to accomplish organisational goals, This definition is not
l1imited to business or industrial organisations. Management,
as defined, applies to organisations whether they are business,
educational institutions, hospitals or political organisations.
According to Dale ( 1978), " a manager organises the resources
available to him { which include pecple, money, and other
assets such as land and equipment)} for the achievement of
certain objectives, and usually his job includes setting the

objectives as well". This definition though accurate 1s too
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guch as Bangladesh Management Development Centre (BMDC) ,
Industrial Relations Institute, Rapport Bangladesh Limited
etc. Of course, there had been some activitles on executive
development before liberation in the then EPIDC,MDC and later
on through the establishment of Institute of Business Adminis-
tration(IBA) in the University of Dacca. However, it was
realized especilally after the liberation that development

of managerial skill through training 1s not adequate unless
the managers are properly selected and promoted by means of
sclentific methodse. Bangladesh Government is now trying to
improve management skill by improving recruitment procedure
as well as scheduling training programmes. A nationwide study
was recently carried out to find out the best managerial
personnel which resulted in developing a battery of psycholo-
gical tests, a non=validated Application Blank, an Interview
Form for selection of managerial personnel, an Appriisal Jorm
for promoting personnel to managerial rank and recommendations
in selection and promotion procedures { Begum, Jahan, Zaman
and Ilyas, 1981), The present study was also an attempt in

this line, i.e., to improve managerial selection in Bangladesh.

Problems of managerial selection @ complexities of the job.

Proper selection of managers is an essential pre-
requisite for having good managerial forces." The importance
of choosing right man or woman for managerial positlons cannot

be exaggerated. The task of training people in management 1is



Dhaka University Institutional Repository

quite difficult encugh without starting with the handicap of
unsuitable human material., Some people never grow up. They re-
main throughout their lives emotionally adolescent .... The
capacity for the acceptance of new ldeas in some people, even
when still young is very low indeed. The power to reason
accurately and speedily is not given to everyone' ( Brown

and Raphael, 1948),

Management selection poses many problems that are not
found with the more traditional testling and selection situa-
tion. The problem lies in the nature of the job and multifa-
rious factors affecting the person dolng the job. To have an
idea as to what is required for the job, it is important to
know who is a manager and what makes a good manager. There are
as many definitions of managers as there are writers in the
fields. A common definition is that a manager 1s concerned
with accomplishing organisational goals or objectives. It
is defined as working with and through individuals and groups
to accomplish organisational goals. This definition is not
limited to business or industrial organisations. Management,
as defined, applies to organisations whether they are business,
educational institutions, hospitals or political organisations.
According to Dale ( 1978), " a manager organises the resources
available to him ( which include people, money, and other
assets such as land and equipment) for the achievement of
certain objectives, and usually his job lncludes setting the

objectives as well". This definition though accurate is too
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general. Stemming from the work of Henri Fayol at the turn

of the century the functional approach to management focuses
upon the managerial activities that have to be carried out

in order to achleve organisational objectives. Frederick
W.Taylor, the early piloneer of industrial psychology, who is
known as the 'Father of Scientific Management', once stated
that management 1s " knowing exactly what you want man to do
and then seeing that they do it in the cheapest and best way".
Another authoritative statement says that management is the
accomplishing of a predetermined objective through the efforts

of other people,

Management is a creative, rewarding, and challenging
career that provides an exciting range of opportunity - of
success and fallure for achlevement and growth. It is a dynamic
process in which the individual manager functions simultaneocusly
as a planner, a supervisor, a decision-maker, a social activist,
a budget analyst, a problem solver, an evaluator of results,
and so on. The role changes constantly. As the complexity of
modern soclety increases, the need for managers become more
critical. It does little good to have vast natural, technolo-
gical and intellectual resources if there is no effective way
to Integrate and direct them. The manager's role is to guide
these resources towards some goals Thus the manager has a
unique opportunity to initiate ideas and progress, which can
affect both society as a whole and the lives of its individual

members.
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Organisational characteristics have a bearing on the
individual manager's role and function, but all organisations
have a common need for managerial leadership and direction,
Specified individuals within the organisation must be respon-
sible for the initiation of new concepts, planning for the
future, the development and execution of obganisational goals
and objectives, and a host of other creative and challenging
activities, Managers are the people responslble for these
activities, they are the key to the success and fallure of the

organisation,

Management is an activity which exercises the mind,
demanding social judgement, creativity and an innovative approach
to constantly changing situations. Managers are often called
upon o decide critical issues of broad importance on a very
short notice. They have the opportunity to provide leadership
within thelr own organisations and in wider context of soclety
at large. The manager who has proposed and participated in the
acceptance of a corporate policy to reduce pollution, while
maintaining production efficiency, thus has affected the lives

of many people beyond those in the single organisation.

One of the most important managerial functions is the
ability to reach organisational goals with the resources avail-
able at a given point of time, It 1s &xiomatic that every
manager has only limited amounts of natural, human, financial,
and technological resources avallable to him. The art of the

manager is marshalling these limited resources to achieve
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maximum impact. Obtaining the maximum possible results with
availlable resources is the elassic standard of measurement

for managerial achlevement,

What is certain 1s that management is a complex, but
rational process with no uniquely 'right' answers, methods,
approaches that will apply to all situations at all times.
Personal preference, temperament, experience, educational
background, and individual perspective, all influance the
manager's annroach to decision-making ( Graduate study in

management : A quide for prospective students, 1977 - 78 )

Job analysis of managers is never perfect, Typical job
analysés, because they neglect the organisational environment -
past, present and future —— are of limited value for adminis-
trative positions. Two executive jobs with identical duties
in theory may be quite different in practgce because of such
environmental intangibles as the goals of the organisation, its
level of progress, its potential inadequacies etc, Also
significant are the kinds of persons and groups with whom the
administrator has to deal, the style of operations llked, the
organisational relationships that exist, the competence
and motivation of the employees, and the adequacy of the

funds or raw materials avallable for carrying out its goals.

Often typlcal job analysf€s are too superficial in
describing executive's work. for example, saying that 'commu-

nication' is a requirement of a manager's job is not enough
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without indicating whom he communicates with, the media he
uses, and the importance of communication; 'ability to make
decision' is not enough without describing the functional
areas affected by his decision, the latlitude he is permitted,
the kind and amount of informatlon available to aid him in
making his decislon, the speed with which the decisions have
to be made and so on and so forth, There may not be a close
relationship between the amount of time spent on an activity
and its importance. Planning goes on throughout the year, not
only at the time when the annual budget 1s drawn up for appro-
val while the need for selecting a key subordinate may arise
only once every few years. Yet both are fundamental to success-

ful performance.

It is evident from the above discussion that there are
differences iIn manager's job. They vary in respect of type
of organisation, risks in taking a decision, amount of fore-
sight needed in decision=making and planning, the amount of
delegated authority, the organisational impact of any action
or decision, Does the job require new ldeas ? Or, 1s it simply
a question of going things on? In addition, it must be taken
into account the extent of the company's operation-whether
local, regional, nationwide, or international. It is also
important whether it is public or privately owned. The charac-
teristics of superiors, subordinates, and co=workers and the

traditional value system - all affect the job of a manaqger.
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There are seemingly as many kinds of executive jobs
as there are executives, Production Manager, Manager Techni-
cal, Accounts Manager, Manager: Adminlstration deal with
different functional areas. Besides, managerial jobs differ
according to level of management-top, middle and bottom,
Managerial jobs in underdeveloped and developing countries
also differ according to changes in economic as well as socio-

political conditions.

5till it must be admitted that all executives' jobs
have certain characteristics in common, These are planning,
organising, directing, controlling, co-ordinating and staffing.
All these functlons are not necessarlly separate elements as
part of a total activity. They are interrelated and refer to
overlapping dutlies of organisatlonal leadership. Only for the
purpose of analysis should they be viewed as separate or
distinct functions. Planning involves setting goals and objec-
tives for the organisation and developing 'work map$' showing
how these goals or objectives are to be accomplished. Organi-
sing involves bringling together resources, man and material,
in the most effective way to accomplish the goals. Directing
involves quiding people to meet organisational goals. Members
of the organisation must necessarily be interrelated or co-
ordinated. Co-ordination is, therefore, a part of organisation
rather than a function in itself, In staffing, a manager attempts
to find the right parson for each jJob. Obviously, a manager's

function is management of people, giving direction to those who
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are under him and getting the job done by them. In contro-
lling, he determines what progress has been made towards the
goal, Controlling involves feedback of results and compare
accomplishment with plans and made appropriate adjustments

where outcome 1s low as compared to the target.

But ¢he manager must do more than perform these essen-
tial functions. " Managing a business'" as Peter Drucker
(19547 has written " cannot be an administrative or policy
making job ...e it must be a creative rather than an adaptive
task." It 1s not enough that he is to continue doing what
he has been dolng in the past within the resources available,
If he does so, his organisation is likely to be a static ocne
and eventually will decline, particularly, if it is in a
competitive field. A manager must be an innovator. Innovation
consists of developing new and better ways of doing things.
Finally, the manager's job includes representing his organi-
sation before a number of outside groups or agents with whom
he is to deal or negotiate. Management jobs vgry according
to type/kinds of management, levels of management, and the
time and circumstances but the managers all perform these

functions,

Because of the tremendous complexities of the executives!
job,it is very difficult to formulate an easy selection
programme for managers. L.L. Thurstone (1944) has rightly
stated" the intellectual and temperamental qualities that

insure success in administrative work are probably more
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*
complex than almost any other group of abilities that can

be thought of". Gellerman{1958) has listed what he consi-
ders " the seven deadly sins." of executive selection,
These are :-

1. Careless treatment of candidates

2. Overdependence upon expert opinion

3, Misjudging job requirements

4,Making 'stop gap' apbpointments

S. 'Pigeon holing' prospective candidates

6. Disregarding the company personality.

7. Overlooking personal compatibility

The major probdem in predicting executlve success is in
establishing some valid criterla of it. Attempts to use
tests to predict success, once success has been arbitrarily
defined for research purposes, have been less than success-
full, particularly, tests of ability. Personallty aspect has
been found to be mape important in this respect rather than
specific abilities. Taylor and Nevis (1957) point out, this
is not really too supprising, First, the executive job is
a very complex one. Thus to isolate specific abilities may
not be sufficient. Second, the abilitlies required are gene-~
rally cognitive rather than physical. Third, intelligence
measures are probably not good predictors because to get
into management requires a falrly bright person in the

first place.
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The foregoing discussion, in short, indicates that
managerial selection is quite difficult. According to Guion
(1965) ' The psychologist's role in managerial selection
has not been characterized by rigorous validation efforts.
The reasons are fairly obvious : (1) unusually difficult
criterion problems, (2)tiny Ns in unique managerial position,

and (3) difficulties in determining predictor traits”,.

Personal characteristics and management effectiveness,

It has just been indlcated that personality is perhaps
a better predictor than tests of abilities for managerial
selection. Management effectiveness depends on many factors
as have been found in the foregoing discussion but frequently
nersonal factors are taken into consideration. An understand-
ingwof effective managerial performance demands answer to
such questions as : what are the personal demands of the
managerial job ? wWhat types of people are most likely to
become effective managers, and what types tend to fail ?
There have been various reports on this aspect based on
personal experience, opinion surveys, research, and mana-
gerial apprdisal programmes, A short summary of personal
qualitlgs said to be necessary for managerial effectiveness
is given by Campbell, Dunnette, Lawler, and Weick (1970).
These are : able to sustain defeat, alert, ambitious —-—-
achievement oriented, assertive, capable of good judgement,
competitive, concrete, creative, decisive, dedicated,

dynamic, emotionally stable, energetic, extraverted, fearful
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of failure, group-oriented, honest, intelligent, mentally
healthy, optimistic and confident, pragmatic, predictable,
reality-oriented, self-controlled but defensive and tole-

rant of frustration.

Jurgensen ( 1966) asked several groups of personnel
men and executives ( N =210) to sort 120 ad}ectlives to
describe ' the type of person most likely to succeed as a
key executive in top management", The dozen adjectives
rated as most descriptive and the dozen regarded as least

descriptive of such a person are shown below :-

Most descriptive of

Le
successful key executive ast descriptive of

successful key executlve

Decisive Antlable
Aggressive Conforming
Self-starting Neat
Productive Reserved
Well-informed Agreeable
Determined Conservative
Energetic Kindly
Creative Mannerly
Intelligent Cheerful
Responsible Formal
Enterprising Courteous
Clear-thinking Modest

Apparently, managerial success demands vigour,intelli-

gence, and originality coupled with stability, good judgement
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peak determination, forcefulness, and perslstance (Ccampbell

et al.,

1970, ,

From the study of leadership research, Goode (1951)

concluded that the following represent the qualities which

make for successful leadership in work organisation :-

1.

2e

3.

4.

Se

The leader is somewhat more intelligent than the
average of his followers. But he 1s not so superior
that he cannot be readily understood by those who
work with him,

The leader is a well rounded individual from the
stand ponint of interests and aptitudes. He tends
toward¢. interest, aptitudes, and knowledge with wide

variety of fields.

The leader has an unusual facility with lanqguage.
He speaks and writes simply, persuasively and

understandably.
The leader is mentally and emotionally mature.

The leader has a powerful inner drive or motivatlion

which impels him to strive for accomplishment,

The leader is fully aware of the importance of
cooperative effort in getting things done and
therefore understands and practices very effectively

the so called 'social skill',
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The leader relies on administrative skill more than

technical skill,

Bower (1978) listed eight fundamental qualities which,

he claims, are applied to leadership in any field., These are

important for a leader now and also in the year 2,000,

These are as follows :=

1.

2

3.

4.

Character - The leader must have character and

integrity that cause people to trust him,

Initiative « The leader is a self-starter. He
provides the ideas and takes the risks of failure
along with the chance of success., His point of view

is "Let's go-Let's go together',

Desire to serve people = The leader has a bellef in
people, He listens to them and wants to help them
grow and develop., He 1s a coach. This requires that
he has self-confidence and humility,certainly he
cannot be arrogant, He is a helper, not a manipula-

tor or a predator.

Intellect = The future business leader must have
the capacity to think at a high level of competence.
He need not be as brilliant as many in the organisa-
tion, but the complexities of business requires that
he be able to analyse things effectively, learn

quickly, and have a continuing interest in learning.
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5. Awareness and perception - The leader is not only
aware of what is going on around him within and out-
side the business = but has the perception to evaluate

its significance to the enterprise and to the people.

Ge Foresight/Vision - No one can successfully predict the
future but the leader has the intuition, foresight,
vision to sense the posibilities of what may affect
the business or the people in it. He is a better guesser

than others,

7 Open mindednass/Flexibility -~ The business leader's
mind is open to the consideration of new facts, new
ideas. He is flexible without being flabby. He abhors

the reasoning 'we have always done it that way'.

8e Persuasiveness = The business leader is articulate
(orally and in writing) and has the empathy with people
that enables him to persuade rather than order them to

acte

During the past decades many studles have been done in
an attempt to discover the personal characteristics that
distinguish successful from unsuccessful executives. Although
no single distinctive profile of the successful executives
has emerged, suggestions have indicated that successful
executives tend to possess certain qualities normally not

ones.,

found in less effectivey Che positive qualities most frequent-

1y mentioned in these studies include drive, initiative,
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objectivity, flexibility, imagination, decisiveness,
emotional stability, skill in human relations and communi-
cation, mental alertness and analytical skill, good judge-
ment, willingness to take risks and breadth of knowledge
and interest. Holden, Pederson and Germane interviewed
260 executives of fifteen leading industrial corporations.
They agreed that above mentioned qualities are extremely
important for success in top managemént position ( 1968).
Koontz, O'Donnell and Weihrich ( 1980) are of opinion that
in addition to various skills that effective managers are
thought to require, several person.al characteristics are
also important, These are (1) a desire to manage, (2)
ability to communicate with empathy and (3) integrity and
honesty. One of the basic requirements for successful
managers 1s a strong deslre to manage, to influence others
and to get the work done by subordinates. Many people want
to be a manager which includes high status and salary but
they lack the basic motivation, a 'will to manage' which
requires time, enerqgy, effort, long hours and separation
from family life (Bower, 1966). Ability to communicate
through writing, discussion, etc., is important but it is
better if communication is done with empathy. This is the
ability to understand the feeling of others. Integrity is
another important characteristic of effective managers which
includes the following :-

Honesty in money and materials.

Lffective and efficient use of time,
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Keeping superiors informed
Adhering to the full truth
Strength of character

Behaving in accordance with ethical standards

The writers add that many of these quallities, and
others have been cited by top executives of major companies.
Henry Ford 11, €hairperson of ord Motor Company mentloned
honesty, candor and Openness as appealing qualities.
5imilarly, Donald M.Kendall, Chalrperson of Pepsico, Inc.,
listed work ethics and integrity as essential characteristics
of executives,

" The talented manager is one who 1ls well endowed
intellectually, gifted with the capacity to direct the
efforts to others, self-stimulated to action, confldent in
his activitles, and striving for a position where he can
most fully utilise them -= these talents are not well-
fitting to describe the sclentists, physicians, and politi-
cians" (Ghiselli, 1963), The findings also reveal that at
the upper two levels of management there is a positive
relationship between initiative and job performance. The
greater the individual's capaclty for initiative the more
likely he is to be judged as being a good manager —— this
may be regarded as a contra-indication in the lower levels
(Harrell, 19613 Ghiselli, 1963), Fhe supervisory staff, on
the other hand, has a much lower level of aspiration and

less mobility drive and considers success achieved when he
has attained personal and family security, respect and

happiness (Pellegrin and Coates, 1957).
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It seems from all these that managerial effectiveness
depends primarily on the individual, and a consequent
belief that one should study the personal characteristics
that make an individual a good or poor leader. Most of the
research generated by this viewpoint, therefore, has been
concerned with prediction of managerlal success on the basis
of various trait measures, particularly personality tralts.
Of the various personatity traits that have been proposed
as critical for management success, those described by
Nash (1963), Dunnette { 1967) and Ghiselli (1963) are the
most noteworthy., Nash found that effective managers differed
from ineffective ones in their preference for activities
that are somewhat risky, require independent thinking,
allow them to interact with - and dominate others, and
seem more'physical'' than ‘'aesthetic', Dunnette observed
that effective leaders tend to be bright and high in need
for achlevement, power, autonomy and money. Ghiselli's
list of key tralts conslsts of intelligence, initiative,
supervisory ability, self-assurance, and perceived occupa-

tional level,

Research reports on executive selection published so
far have admitted the need for further probing about the
personal attributes or some common traits, Selection is still
guesswork when the problem is one of selecting youngmen who
are likely to devedop into executive within ten or more years

from now. In short, sirce the Harvard Business School
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initiated the idea in the late 1940's, several thousand
executives have participated in several programmes sponsored
by Universities and Colleges in different countries round
the world and most of the programmes have focussed on the
important need of studying the perscnality and motivational
factors of middle management executives for selectlon and
placement context ( Gorsuch, 1963; Choudhry, 1964). Accor-
dingly, any ploneer attempt along such line in a developing
country like Bangladesh would be retevant to fulfil a dire
need of growing industries for acientific management by a

group of efficient managerse.

In the light of the above discussion, the need for
exploring personality traits for the selection of manszgerial
personnel cannot be over-—emphasised. Many aptitude tests
have been employed in industried to decrease the risk
involved in the hiring of untried personnel and to assist
in their placement, These tests have been far less effective
in the selection of high level executive personnel than in
the selection of clerical and other non-administrative per-
sons, Many business executives have found persons of un-—
questioned high intelligence often turn out to be ineffec-
tive when placed in positions of increased responsibility.
The reasons for theilr failure lie in their interpersonal
relations needed very much for such kinds of jobs. The
present study is a work directly in this line-investigating
and measuring personallty traits of individuals who would

like to become managers in industrial organisations.
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Personality and personality traits defined.

Psychological literature is replete with difinitions
of the term ' personality's. Allport ( 1937} pointed out
fifty different definitions of personality and many have
been added since his study. A careful lock at these defi-
nitions makes it clear that there is no unanimity among
psychologlists as to what constitutes personalitv, Patterns
of behaviour, organization of behaviour or integration of
behavliour are phrases often employed, and such patterns or
processes tend to last for some time, Some emphasis is
placed on the recognition of an individual by his usual
pattern of bhehaviour, and many psychologists include the
function of Interaction with the environment, If we put
seferal descriptive phrases together, personality may be
thought of as the persistent organised patterns of behaviour
~with which the indlvidual deals with his environment, and
by which he is recognized as an individual. Though persona-
lity is thought to be constant, it 1s modified in the
course of experlence and some psychologists emphasize the
fact that personality is not exectly the same from situation
to situation. Each experlence makes possible some modifi-
cation, and éach experience 1s a new interaction of the
person and a situation, Thus the maln elements of personality
remain the same, but adaptadtions are made by added learning

and by the needs of each new' situation,
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A workable definition of personality is given by
Pervin (1970). "Personality represents those structural
and dynamic properties of an individual or individuals as
they reflect themselves 1In characteristic responses to
situations". In other words, personality represents the
enduring properties of individuals that tend to separate
them from other individuals, This definition, though broad,
does emphasize a number of different points, First,it
indicates that personality includes both structure and
dynamics =-personality is characterized both by parts and
by relatlonships among the parts. In this sense it can be
viewed as a system ( sanford, 1963), Second, personality
is defined in terms of behaviour. This behaviour is subject
to observations and measurements., Third, personality expre-
sses consistency. {inally, this definition indicates that
people do not operate in a vacuum, they respond to and

express themselves ln relation to situations,

Traits, the common denominator by which the persona-
lity of an individual can be compared with another, are dis-
positlons which can be used as synonym of dimension and
factor. Tralt refers to " any more or less permanent aspect
or characteristic of an individual, a person's reliably
conslistent ways of operating" (Corsini, 1977). Individuals
are nften characterized In terms of some qualifying adjectives.
They are termed as brave, honest, lazy, soclable etc. and

when a person is so described, it reflects the observable
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tralts, qualities, or characteristics of the person. If

an investligator is interested in the degree of a trait,

the degree of a trait may be expressed 1ln terms of ‘very
brave' or 'slightly brave'. Thus each individual is compared
with other individuals, trait by trait, or a person can be
described by his own traits comparatively. The pattern of
these traits is then the observation of his personality.

A given personality is thus recognised by the degree of each
trait represented in the behaviour pattern of the individual.
Development of factor theories of personality by such pro-
minent psychologists as L.L. Thurstone, J.P. Guilford,H.J.
Eysenck, and R.B. Cattell has improved trait approach consi-
derably. [he statistical method, called factor analysils,

has defined trait operationally. Traits emerged through
factor analysis are simply an expression of correlation
among a cluster of behaviour measures. That is, relatively
independent factors identified through factor analysis are
called factors or traits. Thus a tralt is defined as a group
of correlated behavioural acts or action tendencies. This is

a workable operatlonal definition obtained by factor analysis.

Personality tests as used in Industries for managerial jobs.

Many personality tests have been developed by psycho-
logists which measure various traits of human belng. In
industrial fleld, personality tests are used for many kinds

of jobs, including managerlial job, Ghisellil and Barthol(1953)
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reviewed 113 studies dealing with the validity of persona-

lity inventories in employee selection. The jobs include

supervisors, foremen, salesmen, clerks, trade and crafts

workers, etc. They conclude that under certaln circumstances

scores on personality inventories correlate better with

proficiency on a wide variety of jobs than might have been

expected. The authors recognize both the potential value of

personality testing in industry and the need for a vast

increase and improvement in research and development.

An example of the use of tests with supervisory

level personnel is provided by Neel and Dunn { 1960 ). They

used (a) the Wonderlic personnel Test,

Scale,

{(b) the How Supervise ?

and (¢) the F scale (a measure of authoritagian

personality ) to predict the degree of success that 32

supervisors would have in a supervisory training programme.

Criterion was grade at the end of the course.The results are

shown in table 1.

¢ TABLE 1°

Correlations of the Tests with Training Success

(1) (2) (3} _Criterion
(1) How supervise 0.08 0.33 0.69
(2) ¥ scale —=0,23 0.39
(3) vionderlic 0.25

* From Neel and Dunn,Predicting success in Supervisory
training programs by the use of psychological tests,.
Journal of Applied Psychology, 1960,44,358 - 360,
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In another study Wagner (1960) attempted to predict
ratings of an the job success of 150 executives using a total
of 31 variables. These variables included measures of Dboth
intelligence and personality. Only amount of education was
found to be significantly correlated with criteria. It was
concluded that testing, in general, does not seem to be
helpful for predicting managerial success but tests of
personality and temperament are to some extent promising.
Taylor and Nevis (1957),however, did not find them useful.
They concluded in their review of projective technlques in
management selection, " All too often, we do not know how
effective projective devices actually are., Nor can we say-
unless on the basis of a hunch, prejudice, or individual
intention - which are most appropriate and which are not
useful at all. In short, personnel assessment iIs at the

moment much more of an art than a science".

But there are evidences to show that personality
tests have good predictive validities for management jobs,
Guilford (1952) investigated the relationship of tempera-
ment traits with the jobs of executive and supervisory
personnel, Guilford series of personality inventories were
used, such as (1) Inventory of factors STDCR, (2) Guilford-
Martin inventory of factors GAMIN and (3) Guilford =Martin
Personal Inventory. The subjects were 208 executives and 143
supervisors in a large plant.following results were obtained :-

1. Bxecutives averaged significantly more (1) Sociable,

(2)Free from depression,(3) Emotionally stable, (4)Happy-go-1uCkY
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(5) Active, (6) Ascendant, (7) Self-confident, (8) Calm
and composed, (9) Objective, (10) Agreeable and (11) Coopera-
tive than supervisors.

2. On the basis of a criterion of success, defined
in terms of ratings, the following traits contributed sig-
nificantly to success of executives : (1) Sociability,( 2)
Lack of inferiority feelings, (3) Cooperativeness and (4)
Masculanity. The tralits contributed significantly to the
success of the supervisors were (1) Emotional stability,

(2) Calmness and composure, and (3) Cooperation.

Hicks and Stone (1962) intended to evaluate the
effectiveness of a test battery in discriminating between
successful and unsuccessful managers. 76 supervisors and
managers of an autonomous, medium-sized technical plant were
included as samples in this study. The purpose was to see
if a broad battery of tests covering aptitude, temperament,
and creativity could be used to identify certain basic charac-
teristics for selectlion, promotion and training purposes.
One of the major areas of exploration was the relationship
between temperament and managerial success. The Structured
Objective ( S - 0) Rorschach test was used. Besldes, Calie-
fornia Test of Mental Maturity and four sections of the
Guilford - Zimmerman Aptitude survey were used. To measure
creativity, the Executive Test was used. The results show
that the battery of tests were significantly correlated with

criteria. The four Rorschach Test sub-scores W{Theorgtical),
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pd (Pedantic), M ( Activity Potential) and H (Human Relations)
showed greatest relationship with criteria., It appears from
the study that managerial success can be predicted using
testing instruments. Managers in this study represented a
wide range of skills and backaround and had in common only
the fact that they were working in a technical organisation.
1+ was concluded that there are certain basic characteristics
which the successful managers possess regardless of thelr
arcas of specialisation. The S = O Rorschach identified
certain temperament characteristics. These characteristics
were related to managerial success. It was interpreted that

a successful manager 1s one who shows a great deal of emo-
tional strength and he tends to lock at things from a broad

theoretical point of view.

Grimsley and Jarrett (1973) showed that intelligence
and personality measures are good predictors of managerial
effectiveness. The study was designed to determine the extent
to which mental ability test and personallty test scores
obtained differentiated top from middle managers. The subjects
were 50 top and 50 middle managers chosen randomly from among
437 male candidates for key managerial positions who came
from different industrial concerns. The top managers were
presidents and vice-presidents and middle managers were
departmental heads from different functional areas such as
accounting, administration, engineering and production. The

mental ability tests, personality tests, and tests of inte-

rests and values were used, Gordon Bersonal Profile,Gordon
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Personal Inventory and Guilford - Zimmerman Temperament
Survey were personality test measures, Significant differen-
ces were found between two groups in respect of general
activity, ascendance, objectivity, personal relations,
ascendance-sociability, general activity-restraintin
Guilford-Zimmerman Scale and ascendancy, personal relations
and vigour in Gordon Personality Tests. These measures

show higher concurrent validity than are usually reported.

These studies show that persconality tests are good
predictors for managerial selection, Investigators in this
field are in general agreement that temperament/personality
traits should be included among the potential predictors.
Guion (1965) 1s of opinion that assessment of potential
executives or supervisors should include some assessment of
emotional stability or self confidence, ambition, drive or
level of aspiration as well as measures of varlous facets
of social or interpersonal ease and competence. Most of the
known tests of personality have sometimes been found or
claimed to be valid for some managerial level. Moreover,
as new measures and new constructs in persconality theory
become more widely known and accepted, thelr use in execu-
tive selection seems to follow as a matter of course. for
example, the Barron Ego-strength Scale (a derivative of
the MMPI ) has been suggested for managerial selection in

a report by Schiller ( 1961).
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Rationale of the study : A critical analysis.

The study to develop a personality test especlally
for the selection?ﬁénagerial personnel was undertaken
because there is a need to increase managerial efficiency
in Bangladesh,and alsc personal factors are consldered
important for management efféctiveness., The foregoing dis-
cussion highlighted these points., But the problem is not
without any criticism. The personality tests as used in
executive selection have recelved criticisms on various
grennds though these criticisms have also been met with.
There are indeed many arguments in favour of the use of
personality test for executive selection. from the following

critical discussion on the toplc, the rationale of the

study would be justified further.

william H.Whyte,Jr. (1954,1956 ) writes that personality
testing of business executive are unscientific and unethical.
He claims, as stated by Stark (1958) that (1) personality
tests are critical in executive selection, (2) personality
tests are executive loyalty tests, (3) personality tests are
conformity tests, (4) personality test profiles mould exe-
cutive personalities, (5) personality tests are not valid,
and (6) group personality test periormance tells little
about individuals. A thorough and lucid analysls of .thyte's
criticisms is given by Stark (1958). For the present purpose,
at least three points can be raised against '‘hyte's argu-—

ments. First, Whytels objection regarding mis-use of tests,
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such as exeggsive relilance on personality test for mana-
gerilal selection can be easily contradicted. Personality
test is not the only device in executive selection. Other
factors are also considered in any manggement selection
programme,Various writers report the extensive selection
and training programme of many well-known companies in

the West in which tests &s well as other selection devices
have been found to be employed for supervisory and manz-~
gerial job (Dooher and Marting, 1957). 3election pro-
grammes of these companies do not include only psycholo-
gical tests but data are also collected through back ground
history materials, interviewing, evaluation of performance
etc. 50, managers are not selected on the basis of test
results only. Test results are to be confirmed by other

subjective and objective evidences.

Secondly, whyte argues that personality tests are
generally used in indusiry to select executives who are
conformists and lacking in individuality (&¢é. stypical
" organisation men"). But psychological tests are nen:ral,
they are never loaded with values or organisaition values,
It is the management or authority which interprets a test
result. If the test score is acceptable in respect of some
criteria, the man is selected. Selection procedures are
merely decision making instruments of management. Management
takes decision regqarding personnel selection within the
context of its particular point of view., It cannot be said

that such point of view is intrinsic to the instrument,
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Thirdly, Whyte's claim that perscnality tests are
not valid (i.e. scientific) cannot be accepted. There are
many studies which show thatttese tests can predict criteria
of job success. Adamson (1957) conducted a study on Shaw-
inigan water and power company, Montreal, His company's
problem was to identify managerial potential in young gra~
duate engineers, Among other things, they tested the engi-
neers with a trial battery, put them through management
training, established on-the-job success criteria, and
after a reasonable period of time, say five months -~-compa-
red test scores of the better and poorer job performapse
Cne of the tests being used was Bernreuter, a personality
test which was highly criticlzed by Whyte in respect of
valldity. The study shows that at least two of its scales
significantly distinguished the high and low groups, This
study refutes the contention that personality tests are

'invalid®'.

In short, '‘Whyte's criticisms regarding the use of
personality tests for management selection mre not accepd
able, rather many reputed psychologists termed them as highly

objectionable,

Tralt approsch of leadership has received consider-
able amount of criticism now-a-days. This approach emphasizes
the importance of persconal characteristics and impllies that
the way to develop excellence in management is through

selection based upon desirable traits. HMost of the early
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leadershlp research has been of the tralt approach type. The
philosophy underlying this approach is simple and seems
logical. Successful leaders are assumed to possess more

( or less ) of certain trailts than are unsuccessful leaders.
Thus a profile of ideal leader is depicted. This way of
thinking about leadership is common and popular and present
day investigation of traits has become more sclentific,
Numerous trait studies have been made of the physical,
intellectual, and soclal characteristics of leaders.Despite
these accomplishments, trait approach is criticized on
several grounds. There is no end of listing adjectives which
leaders are likely to possess. On what criteria leaders and
non-leaders or good (successful) managers and poor{unsuccessful)
managers are distinquished 7 It is unlikely that there is a
universally effective personality préfile for managers. And
even if there were, there 1is difficulty to measure them
precisely., Traits are some statements about personal charac=
teristics.fhe question is, the degree to which an individual
exhibits leadership depends not only on personal characteris-
tics but also on the characterlstics of the situatlion in
which he finds himself. For example, a man who shows all the
signs of leadershlp when he acts in a well-structred autho-
ritarian organisation may show no indication of leadership in
a less-structured,democratic situation. A man may act effec-
tively and comfortably in a group whose elimate 1is friendly
and cooperative but becomes ineffective if he perceives the

atmosphere hostile., This is situational approach to leadership.
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The theory advocates that the unique characteristics of an
organisation are often cruclal in determining which of two
equally competent and gifted men will become a leader. Lven
these unique patterns may change significantly at different
levels of hierarchy. The very 'same leadership quality' that
hedped a man to rise to the top may, once he is there, prove
detrimental. This point of view suggests that almost any
member of a group may become its leader under circumstances
that enable him to perform the required function of leader-
ship and that different persons may contribute in different
ways to the leadership of the group. 50 leadership 1in this
theory 1s not seen in terms of personal quality but as an
organisational function, Instead of asking ' who is the
leader', the question is ' how are the functions done! Many
people emphasize skills of doing which can be attained through
training rather than a number of traits which do not guarantee

performance always.

There are other leadership approsches too. All of
them, however, have their advantages as well as limitations
in adequately studying leadership. The criticisms against
trait theory do not imply that it is without value. That
leadership jobs require some common qualities have been
focussed in many studies. Some have gone so far as to say
that characteristic patterns of behavhour cannot be changed.
Taylor {1962) wiites that a cold, self centered, impulsive,
indecisive, irritable, subjective, unstable, intolerant, and

erratic person cannot be made friendly, generous, decisive,
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honest, calm and stable, objective and consistent by means
of training., If people think that personality of a mature,
adult can be quickly changed by sending him to take a course
in human relations - that devils can be made into angels in
ten easy lessons - that is utterly wrong i Tralning can help
to develop some skills but cannot create attitudes, drives,
and personality characteristics required for leadership.

These qualities must be obtained primarily by selection of

people who already have them in potential.

That some personality characteristics are important
for effective managerial performance are evident in job -
analysis of managers. Unfortunately there have been very few
systematic studies of the executives' job. "An executive,
for the purpose of the following discussion, is one whose
job requires that he spend at least 50 percent of his time
in work related to policy planning, programme selling, and
coordination" (Mandell, 1957). Similar elements have been
reported by Coffin (1944) and stryker ( 1955), The major
activities of managers, as stated before, include planning,
organising, directing, controlling, coordinating, staffing,
andrepresenting the organisation, These activities require
substantial inter personal contacts or human relations skill,
3togdill, Wwherry and Jaynes (1956) analyzed naval adminis-
trative personnel and found that elght major activitiles
cover the job. Four of them are built upon interpersonal

relationships : public relations, coordination,personal
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administration, and professional consultation, Stogdill,
Scott and Jaynes discovered that the higher-ranked a

navy officer is, the less time he will spend on technical and
professional duties, and the more time on public relations,
outside contacts, and conferences (1956).Fleishman's study
(1956) did not show much difference between naval adminis-
trators and industrial executives. The executives did spend

more time consulting outslders,

Job descriptions of 251 representative sample of
managers of this country also show that managers, regardless
of thelr functional areas, do tasks which mainly deal with
people ( Begum et al., 1981), The study was published only
in a summarized form. The crigimal report gave a detailed
description of duties and repponsibilities performed by
different caterogies of managers. Briefly, a typical manager
takes decisions; makes planj gives instructions to the
subordinates; visits mill or factory; deals with-problems of
staff and helps solve problems; organises, supervises and
coordinates works of his staff : makes correspondences
through writing; evaluates performances of subordinates;
checks and finalises report or statements and accounts and
puts signature; deals with staff requirements, appointments,
transfer, promotion and termination of personnel upto the
level of his jurisdiction; meets people of the organisation
and outside the organisation, such as staff, worker and
worker representatives, quests, foreign visitors, parties

etc.; talks over telephone; checks production; calls and
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presides over the meetings and alsoc attends meetings,
seminars and conferenceg; checks attendences of his staff;
does some file workj; grants leave application of the staff;
deals with financial matters i.e. accounts, banking and
insurances; deals with some legal affairs; scrutinizes
purchase, sales, marketing, and tenders; discusses important
issues with superiors, takes approval of the higher authori-
ty and executes decision of higher authority and so on.

This description provides an example of how much interper-—
sonal contact is necessary for the management job. It was
found in this study that managers on an average spent 50
percent of their time with people. Mahoney and Jerdee(1957)
in their study with 241 Minnesota Business managers found

that the managers spent their time in different functions

as follows : Supervising - 25 percent; planning - 20 percent;
coordinating - 15 percent; evaluating - 12 percent; inves-—
tigating - 11 percent; negotiating - 10 percent; staffing - 5

percent: and renresenting - 2 percent. Supervising, coordi-
nating and negotiating -- heavily interpersconal functions -
alone account for half the time spent by a typical manager.
Researches donénin this area confirm that leadership position
predominantly involves personality factor.

It has beean widely reéognized that management job
failures often result from personality deficiencks. Perso-
nality characteristics may determine success or failure on any

kind of job but it particularly plays an important part in
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jobs requiring extensive interpersonal contact such as
managerial jobs. According to stryker { 1954 ) "perhaps

eight out of ten job fallures were caused by lack of interest
or weaknesses in the personality". In an attempt to deter-
mine the causes of failure in executive job Gaudet and Carll
(1957) have estimated that seven times as many executives
fall due to personality problems than for lack of technical
competence. The following intellectual and personality

defects were found to be the reasons for management fallure-:-

a. Inability to delegate responsibility

b. Lack of breadth of knowledge

c. Inabllity to analyze and evaluation

d. Lack of personnel and administrative knowledge
e, Inability to judge people

fo Inability to cooperate wiih others

ge Inabllity to make decisions

Using colleagues' ratings as a basis for his study,
Page (1948) found that those who were considered as poten-
tial leaders in the commissioned corps of the military
forces were rated high 1in social adeptness, initiative,
aggressiveness, military aptitudes ( including intelli-
gence) emotional stability, dependability and geniality.

Miost of these are personality traits.
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Emmons (1950) has classified five groups of undesirable
executives : the egocentrie, who advances at the expense of
others; the efficiency expert who feels that personalities
can be ignored; the 'yes! man who advances by long and
undistinguished service; the frightened executive who 1s
afraid of groups; and the hard boiled executive who acts

like a feudal lord.

William £. Henry ( 1949) investigated personality
patterns of successful managers. His research involved the
study of over 100 business executives in various types of
business organisations. The techniques employed were the TAT,
short indirect interview and a projective analysis of a
number of traditional personality tests. He found that
successful business executives(measured in terms of promo-
tion, salary, etc.) had many personality characteristics in
common. An absence of these characteristics was colncident
with failure, The altributes of successful executives were $
high achievement motive; strong mobility drive; perceiving
supevvisors as 'controlling but helpful' not as prohibiting
and destructivej high ability to organize unstructured
situation with insight about future consequences; decisiveness;
strong self structure - ability to resist rressure from others
and have high faith in themselves; active, aggressive and
striving; apprehension and fear of failbng; a strong reality
orientation; identification with superiors and detachment
from subbrdinates, emotional independence from parents but

no rESentment towards them and lovalty to overall goals of
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the company.

In a highly penetrating study ALgdyris (1953) also
found some essential qualities for successful leadership 3
exhibits high frustration tolerance, gets full participation
of others, continually questions himself for his actlion
or judgement, understands 1laws of 'competitive warfaret,
expresses hostility tactfully, accepts victory and defeat
gracefully, takes adverse criticisms from supervisors grace=
fully, identified himself with the group and sets realistic

goals.

Another study based on the opinion of 153 executives
élso indicate that theessential characteristics of managers
are mainly personality attributes (Mandell, 1957). These
are skill in developing a competent staff, willingness to
assume responsibilities, interest in developing subordinates,
honesty and dependability, ability to make good decisions,

and effectiveness in coordinating and managing an organisation.

A very recent research done by White and Locke
(1981) points out the personal tralt factor, among others,
as related with high and low productivity of 3 occupational
groups $ managerial, clerical and professional, Data were based
on critical incident method which examined the factors
perceived by employees to cause high and low productivitye.
152 employees were interviewed., The responses were grouped into

into 3 factors -
External event factor
Agent factor, and
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Persconal trait factor

The personal traits cited most frequently by the

respondents in high productivity situation are :-

high satisfaction
pride
desire for recognlition , and

loyalty.

The personal traits reported most frequently in low
productivity situation are -
frustration
low satisfaction
lack of loyalty and

anxiety.

These studies show that personality factors are
associlated with success and failure of management job. So,
criticisms of personality tests as used in executive selec-
tion have little justification. As a measuring instrument
they may have some limitations but importance of personality
aspects 1In managerlal job can not be denied. While executive
job is being evaluated, this aspect is given due consideration.
Performance appraisal form includes personality items,Litterer
(1957) surveyed 47 companies which have carefully developed
executive appraisal programmes. About 80 percent used nothing

more scientific than trait rating scales. Though there is an
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increasing tendency now-a-days to measure performance in

an objective way, Mahoney, Dohman, and Jerdee found that
personality factors are more frequently emphasized ( 1957).
Daspite recent progress, management sclence has not yet
provided objective or impersonal meagns of measuring executive
performance. In this country also all appraisal forms for
administrators and managers, called ACR ( Annual Confidential
Report), include heavily personality items such as, sense of
responsibility, zeal and industry, cooperation and tact,
initiative, integrity etc. which are to be rated by the

superior boss of the person being evaluatéd.

As a selection tool personality tests have been cri-
ticised but a close observation will reveal that personality
traits are investigated by cothersselection devices too. for
management selection, intensive interview is nsually designed.
This kind of interview takes an account of candidate's apti-
tudes, abilities, experience, training and education, persona-
lity &t character tralts. Almost all interview rating form
includes personality items. In the armstrong Cork Company . .
as referred by Dooher and Marting ( 1957), for instance,
management interviewing 1s regarded as an excellent means
of evaluating such qualities as integréty; honesty, level
of aspiration, and similar attributes. “ersonality charac-
teristics are also explored in lengthy and depth interviews
designed for management selection. The managers of this
country also recommended that a thorough interview programme

should be deszigned to select managerial people and interviewers
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should explore professional skill as well as personality
charact-ristics needed for the job, Application Blank and
Appraisal Form designed to improve selection and promotion

procedures also included items on personality (Begum et al.,

1981),

Since mid century, increasing use has been made of asse-
ssment centres, especially iIn the evaluation of managerial
or administrative personnel. The procedure has been adopted
by several large industrial organisations, such as AT and T,
1BM, and standard Oil,certain government agencies and by the
armed services (Bray, Campbell, and Grant, 1974; Dunnette,1971;
Finkle, 1976; Finkle and Jones, 1970; Olmstead, Cleary, Lackey,
and 3alter, 1974). In the typical centres, a group of people
to be assessed are brought together usually for 2 to 3 days.
Multiple assessment techniques are utilized during these days,
such as, interviewing, a variety of ability and personality
tests, situational test, leaderless Group discussion etc.
Various types of interpersonal skills and other personality
variables are particilarly investigated in these assessment

centres,

Thus personality tests only do not measure personality
factors,other selection devices too measure them. Why are they
condemned as unethical by whyte ? Stark enguired if Whyte
meant personality analysis rather than personality testing as
unethical. Since personality is very lmportant for managerial
job 1t is quite likely that the more a candidate's personality

is exposed in advance, the less is the probability of his
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later job failure. Stark wondered if whyte's ethics is

defined in terms of protection of an individual's right to
fall. Anyway, against those who adversely criticise persona-
lity testing it can be said that personality testing is going
on for decades for selection of manzgerial persongel. Desplte
their limitations, personality tests can contribute importantly
to the evaluation of executlve-relevant characteristics, There
is no doubt that more objective technique will improve selec-
tion procedure of managers but personality tests are also
important, They are helpful in ldentifying those candidates
who are likely to be successful in so far as personality

aspect is concerned. At least they can be useful in elimina-
ting those who probably would be failure because of lack of
qualities required in executive leaderbhip, Finally, perso~
nality tests are by no means the complete criterion upon

which to base selection devices. But they are undoubtedly

a valuable added contribution to the overall selection programme

developed for managerial personnel,

From the foregoing discussion the need to develon a
personality test for managerial personnel becomes evident.
The need 1s further justified from the pioneer study stated
above { Begum et al., 1981). The investigators in that study
in an attempt to improve managerial selection, developed a
mental ability test —= verbal and numerical —— and used Gordon
Personal Profile and Gordon Personal Inventory to measure
personality traits. But the Gordon Tests could not measure all

the tralts required to be measured. The study revealed some
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characteristics important for management job of this country.
The Gordon Tests could not cover all of them. Besides, it was
expected that any test used for people of this country should
be consistent with this culture. " The transplantation of tests
in to to from one country to another and particularly from
developed countries to developing countries, has met with
considerable difficulty. Research has demonstrated that Ameri-
can tests are not satisfactory measures in European cultures.
The key difficulty appears to be relevancy and familiarity of
test items 1in relation toc the culture and education of the
subjects. Parallel difficulties have been encountered 1n the
attempt to use tests developed in wWestern countrles for deve-
loping countries; especially pertinent were the studies
conducted in Africa. Not only were the items uhfamilliar, but
the procedures of how to take a standardized test were

unfamiliar as well " (Luhman, 1980).

Before concluding the section which rationalizes the
need to develop a personality test for managers of thils country,,
one more point should be focussed. As managers perform some
common functions, some personality tralts were thought to
be common which might be helpful to perform, in general,
managerial job. There are findings in support of this assump-
tion. It was found that different categorles of managers do
not differ significantly in their opinion reqgarding the traits
of a good manager ( Begum et al., 1981). Popter (1961)

compared different levels of management ( bottom and middle)}
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in respect of 13 personallty traits and found a very high
correlation ( rho =.97) between the ranks { and mean scores)
of the tralts as selected by bottom management and middle
management, This indicated that different levels of managers
do not require different types of traits. In still another
study done on managers of this country it was found that
personality tralts, as measured by the Gordon Personal
Profile and Gordon Perscnal Inventory, of technical and non-
technical menagers do not differ significantly ( Jahan and
Dutta, 1980), +‘he study also recommended exploration of traits

necessary for management in this country.

Study Objectives

An overview of the previous discussion will throw
sufficient light upon the objectives of the present study.
It was mentloned earlier in thils chapter that management in
business and industry i1s considered as very important at present
in Bangladesh. Though it is predominantly an agricultural
country, industries sector plays an important role in the
economy of Bangladesh, 1t provides essential consumer goods
and key inputs for agriculture, and accounts for about 70
percent of foreign exchange earnings from export. Government is,
therefore, constantly encouraging to build up industries, both
at public and private sectors, That the managers play the key
role in industries has been widely recognized. The Government
machinery is constantly emphaslizing upon the necessity of

improving managerial efficiency. The present study, as stated
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before, is an attempt in that direction. It almed at improving
management skill by helping to select 'right' persons for the
job at the beginning. 1t has been observed that personality
dement is a significant contributing factor that goes into the
making of an executive. The development of a personality test
would, therefore, help to improve managerial selection. The
literature mentioconed above provides an appr8priate rationale
of the study. Moreover, a recent study conducted on managerial
selection, partirularly indicates to develop such a test which
would be consistent with this culture, Finally, the trailts
found important for managers in Western countries may not

be found critical in Bangladesh,

The preliminary aim of the present study was, therefore,
to investigate the tralts necessary for management, l.e., to
find out those characteristics which would be helpful to do
managerial job effectively. The maln objJective of the study
was, however, to develop a personality test which would measure
those traits. This test then could be used as a selection
tool along with other tests and devices to improve selection

procedures of managers in Bangladesh,
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CHAPTER II

INVESTIGATING TRAITS IMPORTANT FOR MANAGERIAL JOBS

The preliminary objective of the present study was
to investigate the traits important for managerial jobse In
other words, it was intended to find out the personality

characteristics which would be helpful to performing manage-

rial functions properly or efficiently. By personality charac-

teristics the author did not mean those characteristics
which can broadly be termed as *intelligence's Again, mana-
gerial activities, such as decision making capacity, organi-
zing capacity etc. were not also taken into consideratlon.
Only behavioural patterns of a person revealing his perso-
nallty which are relevant to the job or consldered important
for doing the managerial job were taken into account in the

present studye.

Traits important for the job of a manager, especially
in the context of Bangladesh, were obtainedIromsome sSources.
As mentioned in the preceeding chapter, a pioneer study
along this line revealed some traits ( Begum et al.,1981),

The study was carrled out on tExamining and improving selec-

tion and promotion procedures for managers in the nationalized

industries of Bangladesh'. The present author was one of
the directing staff of that research. The researchers first
analysed the managerial jobs thoroughly by a job analysis
questionnaire and a critical indident questionnalire. A

stratified random sample of 251 managers from 37 enterprises
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throughtout the country under Jute, Textile, Chemical,3teel
and Engineering, and Sugar and food Corporations served as
respondents of that research. General Manager, Production
Manager, Manager Technical, Manager Administration, Persconnel/
Training Manager, Accounts Manager, Marketing and Store
Managers were included in thils group., he job analysis
questionnaire covered information regarding tasks/duties or
responsibilities of a manager, errors committed in the
managerial job, recommendations regarding selection and pro=-
motion of managees, areas in which training required, fre-
quency of hazards, social environment of managers, char.c-
teristics needed in managing people, aspects of job liked

and disliked and checking of at least 10 characteristics

out of 24 considered most important for a man to be a good
manager. The critical incident questionnaire gathered infor-
mation about critical aspects of managerial job, that is, the
questionnaire asked the job incumbents to report events

which led to cutstanding success and failure in the job.

On the basis of data collected through job analysis and
critical incident questionnalire some traits were obtained.
These traits were considered to be very Important for managerial
jobs. It was found that majority of managers considered
intelligence (96.41%%, honesty (91.24%), initiative{90,44%),
responsibility (87.65%), punctuality ( 82.07%), hard work
(73.70%) ,personal relations ( 70,92%), self-control(69.32%),
risktaking ( 67.33%),emoti§na1 stability (64,14%) and sociabi-

1ity (63,.35%) as important traits of a good manager. From
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training data it was observed that the managers highly
advocated human relations training. They also reported that
they require knowledge about human behaviour in their training
{about 100%), Analysis of results regarding their social
environment, suggestions they gave about selection and pro-
motion procedures, errors they committed as well as their
responses to an open ended question regarding characteristics
required in managing people revealed that intelllgence,
sociability, leadership, emotional stability, honesty or
integrity and personal relations are important qualities.
Finally, the critical incident data revealed that origina-
lity or creativity, initiative, quick decision making, honesty,
tactfulness, foresightedness, risk-taking, personal relations,
flexibility, reasoning, cautiousress and firm principle are

requlred of a good manageres

The author of the present study also investigated the
traits important for managers., Ffor this, an opinion survey on
supervisors was conducted and known successful managers of
the country/expert in the field were interviewed by the author.
Opinions of supervisors regarding their bosses 1i.e. managers
were sought because subordinates are in a position to per-
ceive thelr bosses closely and as such can throw light on
what constitutes a good manager. Successful managers and
experts in the field also can provide valuable information

regarding efficient management.

An opinion survey on Supervisors.

Questionnaires were sent by the author to a large sample
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of supervisors and foremen which asked to mention 10
characteristics most needed by their bosses, i.e. managers.
The questionnaire is included in Appendix A. About 500
questionnalres were mailed to all supervisors of a repre-
sentative sample of industries, both public and private, but
percentage of return was very small ( about 20%). Supervisors
(N =100) reported about 1000 traits. Tralts relating to
Intelligence, soch as ability t& . solve problems quickly,
tactfulness, foresightedness etc. were not considered.
Administrative capacity, coordinating capacity,capacity of
planning and organising, higher education and specialized
knowlé@dge relating to job were recommended but these were

not also considered. The remaining personality traits mentionsd
by them were grouped on the basis of similarity. 20 categories

were formed which are as follows :-

1. Objectivity ( impartiality, free from nepotism and
favouratism, not to judge others from regional and

political point of views),

2e Personal Relations (keeping close touch and good rela-
tions with subordinates, having faith and trust on them,
good behaviour, amiable, cooperativeness, considerate,
approachable).

3. Responsibility, dependability etc,

4, Honesty ( integrity, morality, free from malpractice in

terms of money and materials, man of character).

S5e Patience, endurance etc.



6.

7o

9.
10.

11.

12,
13.

14.

15.

16.
17,
18.
19.
20,
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Leadership ( self-confidence, ability to influence
and control others, capacity to motivate people,

orator).

Hard work.

Strong principle ( firmness, administratively strong).

Creativity, originality, inventive brain etc.
Courage ( braveness, can take risks, can face problems
boldly,,

Emotional balance ( not easily excited, calm and cool).

Initiative ( energetic, active, motivatingj.

Loyalty to superiors.

Loyalty to the organisation ( feeling of belongingness
with the company, thinking company as one's own, to
work selflessly for the company and not for personal
interest).

Adaptability ( flexibility, dynamism, not rigid,

ability to change with time and circumstances).

Diplomacy.

Non-aggresiveness,

Punctuallty,

Sinceréty.

Sociability( ability to mix with others, not inclined

to keep himsedf aloof from others, friendly).

Informal interviews held with known successful managers/

expert in the field.

The author, in connection with the research cited above
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(Begum et al.,1981), came to know from the Research Advisory
Committee of the study about some distinguished personalities,
known to be successful managers and experts in the fléld. It
was decided that these peoplewould be contacted for the present
study so that some valuable information could be obtained
regarding successful management. The author mel four such
persons, Two of them were reputed general managers, one wasa
managlng director of a well known private company and another
was an academician who had significant contribution to the
field in respect of publication, training and consultancy. The
suthor had had long ( 2 - 4 hours) informal discussion with
these persons separately in their respective offices/houses,
The gave their valuable opinion regarding many aspects of
management. To summarize $¢ Education and experience both are
important on the basls of which managers should be selected.
Some specialized knowledge is helpful, for example, financial
management, human relations knowledge and legal knowledge.
Early identification of managerial talent is possible but

one is to grow up as a manager or build an image through his
performance, Personal characteristics are not the only key

to successful management. As a matter of fact successful leader-
ship depends upon many factors - organizational, socio-poli-
tical system etc. but personal qualities are also important. A
good manager must be a big public relatlions man, he must have

honesty and integrity : tremendous amount of leadership quality
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is very much needed. He should not bother about money and
family. He must work whole heartedly and selflessly. This
challenging mentality is important for the job. He must achieve
success and recognition, a strong drive to advance and to
accomplish is found among successful managers. A good manager
i{s concerned for his people, he should give hls subordinates

scope for advancement. He should think his people as 'my men?

Managerial job is not a routine job, Creativity is quite
important for business management., Cautiousness is an attri-
bute which is important in the context of present day circums-—
tances, Loyalty is also very important. Loyalty means a man

of confidence, one who wants toc go to the top position must

be loyal to his boss, authority and organisation and in

broad sense he should be loyal to the country and he should
have love for the country which is particularly important for

a new country like Bangladesh, One of them was of opinion

that a manager needs to be a political person in the sense

that he is to handle so many relationships. He must also have
enough self confidence and self control., One should be social,
according to another person. He stated that as a manager he
used to mix with his people, But quite a different oplnion

was held by another person to whom some social relationships are
not good for the Bangladeshl soclety. Being sociable means
giving opportunity to the employees for exploitation, S0, in
job situation he used to maintain some social distance. Another

person declared that enthuslasm and vigour are also required
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for the job, He stated that as a manager he was always in
speed and movement. Devotlon and hard work are no less
important. Firm character, i.e. strict principle is required
to be maintained. Cne is not to yield to what he thinks
immoral and harmful for the company. But too much rigidity
does not bring good results. One distinguished person revealed
that he could not adjust wlth the changed circumstances that
came with independence, so he ultimately left the job and of
course later on entered into a public life. The reason behind
this critical incident perhaps lies in rigidity. Adaptabi-
lity or flexlibility to changes in terms of values, culture,
politics, religion, and ethics is altso related to efficiency.
A sense of compromise, as revealed by another person, is
needed in doing the job successfully, Finally, chief executive

is required to take some risks.,

A number of qualities, thus obtained and recommended
for performing managerial job efficlently, was summarized
and 18 personality characteristics were selected, Hard work,
punctuality, sincerity and devotlon etc, were not considered
for they were not easy to measure, and qualities related to
'intelligence' were exeluded as per previous decision. These
18 traits were leadership,Sociability, Objectivity, Respon-
sibility, Honesty, Achievement, Initiative, Emotional Stabi-
lity, Firmness/Sticking to principle, Cautiousness, Adapta-
bility, Loyalty to the Boss/Urganisation, Self-control,

Criginality or creativity, Personal Relations, Endurance,
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Risk-taking and vigour., A quastionnalire was then prepared

in which these tralts along with their definitions were
listed and sent to the managers of representative sample of
industries of both public and private sectors. The purpose was
to see if managers of natlonalized and private industries
differ in respect of theilr opinion regarding the importance
of these qualities. The questionnaires asked the respondents
to rank the traits in respect of importance. fhe trait con-
sidered most important was to be ranked number 1, the next
most important number 2 etc. They were also asked to add dome
more traits, if any, they think important for successful
management. One such questionnaire 1is given in Appendix B,
The questionnaires were mailed to the Head of the selected
enterprises with the request to distribute the quéstionnaires
among his collegues/subordinate officers of managerial rank.
Some of the questionnalres were also personally distributed
by thke author. Ninety-nine managers of nationalized sector
and fifty-six menagers of prilvate sector responded to the
questionnaires. The author got replles from the following
nationalized industries; Adamjee Jute Mills, Kohinoor Group
of Industries, Khulna Newsprint, Bangladesh Machine Tools
Factory, Ashuganj Fertilizer factory, Dhakeshwari Cotton
Mills, Mowla Textile Mills Ltd., National Ceramics Industries
Ltd., Dacca Vegetable Oils, Jaipurhat Sugar FMills, Chittagong

Steel Mills, Karnaphuli Paper Mills Ltd., Bangladesh Insulator

and Sanltary Ware Factory and Mohini Mills Ltd,. ihe
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Managers of the following private industries resnonded to

the questicnnaires : M/S. Lever Brothers, fisons Bangladesh Ltd.,
Bangladesh Uxygen Ltd., Glaxo Bangladesh Ltd., Hoechst Phar-
mceuticals Co. Ltd., KSB Pumps, Bangladesh Tobacco Company,
Phillips Group_of companies and Pfizer LaboratorisLtd. It

should be mentioned that all managers of the selected enter-
prises were the zamples of this study but all did not reply.
There was even no reply from some of the industries. It was

observed that replies came mostly from top executives,

There were too few responses to the question 'Add some
more tralts' and the suggested traits, if any, were overlapping
the traits which had already been enlisted, ior example,
integrity was suggested by some respondenis which in fact
meant honesty. The author asked a group of managers to write
what they mean by integrity. Thelr writings indicate that
people of thls country usually mean integrity for honesty. All

these indicate that the 1list was exhaustive,

Table 2 compares managers of nationalized industries

and private industries in respect of rank and mean scores.
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TABLE 2

Mean 5cores and Ranks for Traits by Managers of

Nationallized and Private Industries.,

Nationalized Industries Private Industries
N = 99 N= 56

Trailts Mean Score Rank Mean Score Rank
Leadership 31.66 1 3.9 1
Sociability 8.76 10 9.12 12
Objectivity 6,20 5 5.79 4
Responsibility 4,03 3 4,43 3
Honesty 5.49 4 6.14 5
Achlevement B.23 9 750 8
Initiative 3.81 2 3.97 2
Emotional
Stability 8.10 8 Te77 S
Firmness/Sticking
to principle 6.81 6 7.29 7
Cautiousness 10.69 16 10,77 16
Adaptability 9.45 12 8.14 10
Loyalty 9.67 13 10.54 15
Self Control 9.01 11 5,02 11
Originality Ta42 7 7.10 6
Personal Relations 9,94 15 9.50 13
Endurance 10,70 17 10.95 17
Risk taking 12.45 18 12.69 18
Vigour 9,84 14 10.43 14

Table 2 shows that there was a very high correlation (Rho=,98)
between the ranks as well as means scores (r =,97) of the
traits as selected by managers of public sector and those as
selected by managers of private sector.
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On the basis of this finding, the number of traits
was reduced further, Cautiousness, Endurance, and Risk taklng
s're consistantly ranked' 16, 17 and 18 by both public and
private sector managers. It seemed that they were less cri-
técal for managerial job. Thus they were excluded. Self control
could not be sharply differentiated from Emotional Stability
as some of the respondents peointed it out and as such as a
separate trait, self control was discarded. Vigour and ini-
tiative were also found to be overlapping according to some
respondents and so only initlative was retained. The remaining

thirteen tralts were considered important for managerial jobS4

The most frequently employed approaches to the measure-
ment of personality tralits are selfwreport inventory and pro-
jective techniques. Both these techniques have their advantages
and limitations but they claimed to have achieved essential
psychometric requirements, such as reliability,validity etc,
Self report inventory is reported to have satisfactory reli-
ability (Buros, 1970; 1972) and meets other psychometric re—
gquirements, for example, objectivity in scoring, flexlbility
in administration, emenability to interpretation by mechanical
methods etc. {(Lanyon, 1974}, The validity of self-report
inventory is rather low as compared to projective technique but
projective techniques have psychometric weaknesses in terms of
reliability ( Entwisle, 1972; Murstein,1963; Sechrest,1968;
Weinstein, 1969), objectivity in scoring (Voigt and Dana, 1964)

etc. They are also difficult to construct and time consuming.
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Considering all these, self-report inventory technique was

chosen in the present study to measure personality trailts.

Statement of problem,

The problem for the present study was . to

develop a Multi-Trait Personality Inventory which would

measure the following traits :-

Responsibility, Initiative, Firmness/5Sticking to
principle, Cbjectivity, Achlievement, Sociability, Emotional
Stability, Leadership, Loyalty to Boss/Organisation, Personal

Relations, Originality and Adaptability.

The more specific purpose of the study was to see if
the Inventory could be used as one of the selection devices

for managerlal personnel in Bangladesh.
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CHAPTEZR III

METHODS OF STUDY

Thirteen traits were considered important for
managerial jobs. An inventory was developed to measure
these traits. The steps followed in developing the inven-

tory were as follows :

Item Construction

Separate items were constructed for each of the
traits of the inventory. People doing managerial jobs were
consulted in constructing the items. A group of managerial
level people who were participants of a training course at
BMDC were asked to construct at least 10 items relating to
thelr jobs under each tralit. The traits were not defined
by the author because it was anprehended that definitions
would bias them. For example when they were asked to write
the ltems on responsibility, they stated these items in
consistent with their own definition of responsibility.
Besides, other personality tests conkaining similar traits
were consulted in preparing the items. The author herself
constructed a number of items, not related to the job, as
all job relevant items might bias the respondents. These
were mostly attitude type of items and were in line with
this culture, The items were made in the form of statements.
The statements were constructed in first person because in
several testing situations, in connection with another
study ( Jahan and Dutta, 1980 ) the industrial employees,
when interviewed, expressed to the author that they have

difficulty with test items like Gordon Personal Profile and



Dhaka University Institutional Repository

-3 63 5=

Gordon Personal Inventory as they cannot identify themselves
with those type of items., They told that they like state-
ments which are clearly written in first or second person.
The author, therefore, prepared the statements in simple

and easy language s0 that they are clearly understood by
all. Twenty to thirty statements, both positive and nega-
tive, were constructed under each tralt. They were written
in Bengali. The statements were then checked,rechecked and

edited by the author and the supervisorsof the author.

Face Validity of the itemg

After the completion of item construction, face
validity of the iltems was obtained. It was intended to
see iIf the items were measuring the respective traits,
The trait-wise collection of statements prepared in a
questionnaire form were presented to 25 Judges. The Jjudges
were mostly University teachers of the Departments of Fsy-
chology, Management, Bengall and the Institute of Business
Administration. Two top level managers were also included.
The judges rated each item under each trait, defined at
the top of the sheet, on a 5 point scale ranging from 'does
not measure at all' to ' measures very well', Three criteria
were followed in retaining the items. It was arbitrarily
decided that items rated on 4 and 5 ('measures to a great
extent' and 'measures very well') by all judges would be
retained first, Next the items which were rated 4 and 5
by 75% of judges were also retained. Thirdly, those items

were retained on which there was a high degree of agreement.
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The items on which the judges showed wide disagreement in
their ratings were discarded. Obviously they were ambiguous
items and carried different meanings to different judges,
In table 3 examples of ambiguous and ungmbiguous items are
shown,

TABLE 3

Examples of Ambiguous and Unambiguous Items on
Ratings of Trait—related statements where Degree of Ambiguity

is measured in terms of the Agreement among Ratings of

upon for any job.

Judges.,
Item t Scale values ! Total No. of
' ! Jjudges.
1 2 3 4 5
I am annoyed 1if face&' 4 5 11 5 ' 25
with obstacles in my |} :
work. H |
1
I can be fully relied 2 18 5 25
¥
t
i

- -

These two items were constructed toc measure the
scale of responsibility. The first one was discarded and

the second one was retained.

Thereafter the first draft of the questionnaire was

prepared,

Try-out of the Items

The first draft questionnaire was administered to a

small qgroup of mid and junlor level managers ( N = 15 ) who
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were participants of a training course at BMDC, The res-—
pondents were asked to report their difficulties, if any,

in connection with language and ideas of the statements.
Thelr difficulties were carefully noted down. On the

basis of their reports and open discussions with the author,
some items were not found suitable, According to their
suggestions, therefore, some statements were modified or
re-~written and some were discarded.It was especially sugges=-
ted by the try-out group that some statements contain social
desirabllity to such a great extent that they should be
rejected. Statements relating to Honesty were of such
nature, Accordingly some statements having the content of
corruption of various nature were omitted. Honesty/Corrup-
tion 1s a Bensitive issue and hence it is very difficult

to get honest replies from respondents. So mainly attitude
or belief type of items were retained under this trait.

From the administration of the test it also became clear
that the test -~ instructions were not adequate. There was
no example of negative statement on instruction sheet which
required clarification during the testing situation. So,
the test instructions were further elaborated with negative

example for better understanding of the subjects,

Description of the Inventory

The Multi-Trait Personality Inventory, as designed,

followed a questionnaire method. The questionnaire consisted
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of 235 statements measuring 13 tralts. The scale of Respon-
sibllity was composed of 20 statements of which 9 were
positive and 11 were negative. The scale of Initlative was
composed of 15 statements out of which 9 were positive.and

6 were negative, The scale of Firmness/Sticking to principle
was composed of 15 statements of which 9 were positive

and 6 weré negative, The Objectivity scale was also composed
of 1% statements of which 5 were positive and 10 were
negative., The scale of Achlevement was made up of 17 items
of which 11 were positive and 6 were negative. The Sociabi-
lity scale was composed of 20 items of which 11 were posi-
tive and 9 were negative. The Emoticnal Stability scale

was made up of 16 statements of which 5 were positive and

11 were negative., The leadership scale was composed of 21
statements of which 10 were positive and 11 were negative.
The scale of loyalty to Boss/Organisation was made up of

17 items of which 7 were positive and 10 were negative.

The Honesty scale was composed of 21 statements of which

5 were . positive-and 16 were negative. The Personal Rela-
tions scale was also composed of 21 statements of which

10 were positive and 11 were negative. The Originality scale
was made up of 21 statements, of these 14 were positive and
7 were negative. Finally, the scale of Adaptability was
composed of 16 statements of which 6 were positive and 10
were negative. The trait-wiseltems have been shown in

Appendix C,
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The statements of all tralts were mixed up following
a random table so that anybody taking the test cannot
easily understand which statement was going to measure
what trait. The subject was to decide to what an extent
each statement was applicable to him/her. He/5he was to
respond by giving a tick mark on appropriate place of a
S-point scale ranging from 'not at all applicable' to

'very much applicable’,

Scoring the Scales

The sim;:lest method of Scoring the scale was followed.
Arbitrarily the values of 1 to 5 were assigned to responses
(1 indicated 'not applicable at all' and % indicated ‘very
much applicable'}. Not only welights were given arbitrarily
but also it was assumed that the responses were of equal
interval. That is, the distance between 'not applicable
at all' and ' slightly applicable' equals one unit and
therefore was of the same distance as that between 'slightly
applicable' zndrapplicable half of the time' which is also
one unit, For positive statement ‘'not at all applicable'was
given a weight of 1, 'slightly applicable', 2, 'applicable
half of the time', a weight of 3, ' applicable to a large
extent', a weight of 4, and 'very much applicable' a weight
of 5. For negative statements, the scoring system was
reversed, wlth 'not at all appllicable' response being given

the welght of 5, and 'very much applicable' response the



Dhaka University Institutional Repository

weight of 1. for each subject a total score was obtained
in each scale by summing up his score for individual items
belonging to that scale. The revised schedule alcng with

the scoring key was thus ready to be used for item-analysis,

ITEM=ANALYS3IS

Sample @ Several groups of managders who came to attend diffe-
rent training courses for a relatively longer period of

time at BMDC served as sample for item-analysis (N = 166).
They were the participants of 'Foundation Course For Enter-
prise Training Managers', Diploma Course on 'Personnel
Management' and 'Industrial Management', courses on 'Marketing
Management,’and' Financial Management and Accounting'. Top,
middle and junior level managers were included in this sample.
Top manager in this study was defined to include general
manager and head of an enterprise;middle manager to include
deputy manacer, mill manager and departmental head, and

junior manager to include assistant manager and functional
specialist not responsible for a unit but who had some
management responsibilities, Excepting a few, all of them
were mid and junior level managers. In short, they were above
the level of foremen and supervisorse. In 'Personnel Management!'
training course some fresh graduates from the University were
also 1Included. The industrial sample came from various enter-—
prises under Jute, Textile,Chemical, Steel and Engineering,
and Food and Sugar Industries Corporation.Included in this

sample was also a group of managers
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from sgme private industries, such as, Fisons, Squibb,
¥hilips, Glaxo,etc. The managers were found to be from
various departments, for example, productdon, accounts, ad-
ministration, marketing, stores, personnel and engineerinq.
fhey came from Dacca, Chittagong,Sylhet, Rajshahl, Khulna,
Dinajpur,Bogra and Kushtia. The sample thus chosen appeared

to be more or less representative.

Age of manaqgers ranged from 25 to 49 years. The mean
age was 36,24 years. Thelr general educational qualification
ranged from S3C to Post Graduation level. 58.89 percent of
the manaqgers were, however, graduates (BA/B.5c/B.Com/B,.5c,
ingineering), Their experience ranged from 0 to 25 years,
Mean experience was 10,06 years. about 90% of them were
married. There was only one female student in 'Personnel
Management' training course, It is important to note that

female managers are almost non-existent in this country.

Test - Administration ! The author made previous arrange-

ments with the course coordinators of the respéctive trainece
groups and accordingly a period of 2 hours In ezch case was
assigned to her in the name of 'psychological test', Thus

the groups of tralnees who would constitute the sample

were prepared to take a psycheological test. 5till then before
the administration of the questionnaire, a rapport was
established with the subjects. The author was required to
explain the purpose of the study and its possible applica-

tions in this country. The subjects were requested to help the
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author by giving the frank and honest responses épplicablé

to each individual person. lhereafter the questionnaires

were distributed among the subjects and they were asked to
fill up the blanks with their names and other information
sought at the top of the questionnaire. After this the sub-
jects were asked to read the instructions written on the
front page of the questionnalre silently along with the
author who read them aloud. It was enquired, after the
reading of the instructicns was over, if they had any difficul-
ty to understand, particularly the examples given in the
instructions. They were told that they would not he allowed
to discuss anything after they start answering. There was

no time limit but they were requested to answer as quickly

as possible. They were also asked not to r spond in a socially
desirable way. when it was clear that the subjects had under-
stood the instructions, they were asked to turn over the page
and go ahead wlth thelr ratings. The subjects took 45 to 90
minutes to complete the questionnaire with an average of 60
minutes.

Scoring ¢ Scoring was done according to the way described

in 'scoring the scales'. Accordingly, each item was given a
score of either 1,2,3,4 or 5 relevant to the endorsement of
the subject concerned for the specific item. For each sub-
ject a total score was obtalned under each trait by summing
his score for the individual items belonging to that trait.

Thus thirteen sets of scores for thirteen traits were obtained
for each subject. These scores were then treated statistically

for the selectiion of items,
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Methads involved In selection of items ! Tirams were selected

in this study by means of discriminative power (DP) of the
items ( Goode and Hatt, 1952). The method separated the
upper and the lower quartile in terms of scores for each
trait. The Biscriminative Power means the measurement

of the ability of any item to separate the 'highs' from

the 'lows',

In calculating the DP of the scores, the total
welghts of items for each response were summed up and were
placed in an order from the lowest to the highest score.
fhe investigator then selected out those who were above
11 and those who were below Q3, i.e., the ranges above
the upper quartile and below the lower guwirtile were
compared. A computing technique was then followed for

each item as shown in Eable 4«

TABLE 4°*

An Example of Item—analysis by DP lechnique

Item No,22 Jeighted Jeighted pP
< Total(score Mean (High
Group Number score X number (weighted weighted
= checking total- Mean-Low
12 245 that sc-re) number weighted
cases) Mean)
High 9 01233 35 3.89
2,00
Low 9 18000 17 1.89

* Adapted from Murphy and Likert, Public opinion and the
individual. New York : Hacneb, 1938,P.289, Table 68.
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The example shows anexieedingly high DP because in
this case the upper and lower deciles ( 10 percent of the
cases) were used, rather than the upper and lower quartiles,
In the present study the quartiles were chosen. The DP's
of 235 ltems wer computed by the above technique and the
results have been shown in chapter IV, It was arbitrarily
decided that items having DP of 1.00 and above would be

retained.

In addition, the internal consistency of the selected
items, obtalned by DP technique, was also tested by correla-
ting each item score of a particular trait with its total score.
It was thought that thils would provide ar additional support
regarding selection of items. Tables 18 {0 30 in chapter IV
report these results.

Measures of Rellability

Reliability of the Multi-Trait Personality Inventory was
estimated by two methods :-

(1) Split half method, and

(i1) Test - retest method.
Each subscale of the instrument was divided into twe parts in
respect of their odd-even order{ Guilford,1954) and the co-
efficients of correlations were calculated for these parts.
The reliability was estimated by applying the Srearman =Brown
Prophecy Formula (Garrett and woodworth,1961). Besides the
original group, the split - half reliability was alsc estimated
on another comparable group (N = 123), They were the managerial
personnel who were attending training courses at BMJOC and

Raport Bangl :desh Limited.
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For test = retest method the same group of subjects
was agaln tested by the Inventory after a period of 3
months., The subjects available for re-=testing were only
80. They were mainly the trainees of 'Personnel Management'
course, The other training courses were, however, dropped

by that time,

Test = retest reliability was also estimated on a
sample of 77 University Students after an interval of 1
month. The post graduate students of the Departments of
Psychology, Management and Institute of Business Administra-
tion, Dacca University comprised the sample. Of them 42
were boys and 35 were girls. Thelr age ranged between 22 3ng
26 years. [he reason behind adninistering the test to the
University students is obvious, The fresh graduates of the

University are often the applicants for managerial nost.

fhe reliability coefficlents have been shown in

Chapter 1V,

Measures of Validity

The most important question about any psychological
test concerns its validity, i.e., the extent to which the
test acutally measures what it purports to measure. The
validity of a test may be investigated in many ways. In the
APA test .Standards (1974) three major types have been
mentioned : content, criterion - related, and construct.
These test validation procedures are concerned with deter-

mining correlation between performance on the test and other
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independently observed behaviour characteristics under

measurement { li.e. criterion).

Criterion = related validity is based on correlation
between test scores and some index of criterion behaviour,
such as job performance., This seems to be most appropriate
procedure for validating tests for personnel selection. This
type of validity as used in industrial settings has some
problems of which criterion problem is most important.
Industrial Psychologlsts have hiven much attention to what
has come to be known as ' the criterion problem' (Ronan and
Prien, 1966). Criterion measures employed in most personnel
research leave much to be desired. Job success is a complex
concept and it ca;?Zssessed in many ways. Production record,
quantity and quality of out put, waste through spoilage of
materials, amount of sales, length of time, performance in
training etc, provide useful criterion data. Regardless of
how much objective information may be available it is always
desirable to include ratings among criterion measures. If
obtained under satisfactory conditions, ratings represent

a particularly good source of criterion data (Anastasi,1979).

Measuring managerial effectiveness is more difficult.
This is, as stated before, because of very complex nature of
the job. Different types of criteria are used to evaluate
managerial effectiveness., Those who are contented to rely -
upon single overall criteria, general ratings are the mosu

frequently used ( Guion, 1965),
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Ratings were included in the present study as criteria
data. The most common rating form, the graphic rating scale,
was used and particularly 6-point rating scale was preferred

by the author to avoid middle judgement.

Test scores and self-ratings were correlated as one
measure to see if the instrument is valid. The managers were
not told about thelr test performance but were asked to
rate themselves on a 6=-point scale as to the extent of their
nossession of the thirteen traits. A self rating form is
included in Appendix D. Self rating data of only 54 managers

were available,

Two peer rating studies were also performed to see
if the scales of the Inventory are valid. These studies were
done on two independent samples. In one study, the MTPI was
administered to a group of nost graduate students ( N =30)
of the Department of Psychology, Dacca University, who were
classmates for at least 4 years. Uf these 8 were male and
22 were female. Using a peer rating method, every student
rated every other student excluding himself/herself on a
6-point scale in respect of all thirteen traits, defined
in a separate sheet and supplied to them, A rating form
used for this purvose, is shown in Appendix E. The sheet
containing 'befinitions of Traits' is given in Appendix F.
Validities in the form of product moment correlatlons between

test scores and average ratings were computed.
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Another peer rating study was done on an industrial
sample., The subjects were only 10 manaders and assistant
managers of a small industrial plant, namely KSB Pump. They
knew each other as collé%ues for some time., Every member
rated every other member on a 6-p8int scale In respect of
possession of those tralts. The rating form used for this
purpose 1s given in Appendix G, Test scores and average

ratings were correlated.

Correlations with measures of success

Three studies were done in whilch test scores were
correlated with measures of performance, Efficiency in
performance was measured in terms of ratings by the super=-
visor. Subordinates' ratings were not considered, In an
unpublished study done very recently in this country it
was found that the ratings of supervisors and the ratings
of subordinates were negatively correlated in so far as
efficiency of personnel, e.,g, managers, is concerned(Zaman,
1981), Ferhans subordinates in this culture cannot or do
not objectively evaluate their bosses. Concurrent validity
rather than predictive validity was estimated because of
limitation of time and other practical difficulties. The
studies were done on small samples for thea same practical
reasons, i.e., the test was administered to those who were
available rather than administering the test to repreeen-

tative samples.

(1) lhe MTPI was administered to managers and
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assistant managers of KSB PuUmp (N = 13). An evaluation of
thelr performance was taken from the Geheral Manager in

terms of ratings. The General Manager rated his'man' in
respect of 'Overall efficiency' on a 6=-point scale ranging
from 'very unsatisfactory in job' to 'highly satisfactory'.
The rating scale used for this purpose is shown in Appendix H,

Test scores and ratings were correlated,

(i1) A group of mid and junior level managers of a
nationalized industry under Chemical Industries Corporation,
namely Kohinoor Group of Industries, took the Inventory
(N = 19), TIhey were all from the purchase Department and
they were rated by their boss, Manager Purchase., The same
6-point scale was used to measure overall efficiency. The

correlations were computed between test scores and ratings.

(11i) The Inventory was administered to a group of offjcers
(1Niseqg)of one Public Relations Department, Government of
Bangladesh, Efficiency of officers was measured by their
boss on the basis of their Service Record/annual tonfidential
Report (ACR). A typical ACR Fform used in Government offices
for gazetted officer is presented in Appendix I.Correlations
between MTPI scores on all the scales and ratings tn the

basis of ACR were computed,

The validity co-efficients have been reported in

Chapter IV,
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CHAPTER 1V

PRESENTATION AND ANALYSIS O DATA

The aim of the present study was to develop a Multi-
Trait Personality Inventory. It was expected that the test
would be used for the selection of managerial personnel.
For this, the analysis u/ data ‘ras made in different phases,
The first phase of the analysis of data involved (i) selec-
tion of items for the inventory by Discriminative Power(DF),
(ii) determination of internal consistency of each tralt, and
(i1i) assessment of reliability and validity of the Inventory.
In the second “hase, the Inventory scores were correlated
with measures of managerial nerformance. lhe means and standard
deviations of each of the thirteen scales and lntercorrelations

of the traits were also obtained.

Selection of ltems

Discriminability of items was the main criterion in
the selection of items of the Inventory. The discriminating
ability was tested by a statistical procedure called DP tech-
nique. 235 items were analysed 1ln respect of DP, 166 managers
served as subjects for item—analysis: The items having DP
value of 1.90 and a ove were retained for inclusion in the

Inventory. Traltwise item analysis is shown in tables 5 tc 17.

l'he scores of 164 subjects were subjected to statistical
analysis. Jcores of 2 subjects had to be discarded to aet
at the guartiles of the scores. scores of 2 subjects were
discarded by the random technique,
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TABLE 5

DP Value of Sach Item of Responsibility Scale

Sl.No* DP
1 1,20
2 1.08
3 0,20
4 1.36
5 Q.24
6 1,00
7 1,00
8 1.00
9 0.80

10 1.48
11 1.12
12 0.68
13 0.52
14 1. 20
15 0.80
16 0.88
17 1.00
18 0.64
19 1.00
20 0.40

According to Appendix C.
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tach Item of Initiative Scale

S1. No, DP
1 1.48
2 0446
3 1.08
4 1.00
5 1.36
6 1,00
7 0.98
8 1,20
9 1.16

10 1.16
11 1.16
12 1412
13 0.36
14 1.00
15 1.00
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TABLE 7

DP Value of EBach Item of Firmness/Sticking to Principle Scale

51, No. DP
1 1.28
2 1.20
3 1,00
4 1.96
5 0.48
6 1.88
7 0.68
8 0.46
9 1.08
10 1.08
11 1.00
12 1. 16
13 1.00
14 1.04
15 0,20
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TABLE 8

DP Value of Each Item of Cbjectivity Scale

51.No. DP

1 1.48
2 1,00
3 2.00
4 1.08
5 1.44
6 1.00
7 0440
8 1.12
9 0,40
10 0.60
11 2416
12 0.40
13 1.32
14 1,20

15 1.04
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TABLE 9

PP Value of Each Item of Achievement Scale

5. NO. DP
1 1,04
2 0.88
3 1.00
4 1.64
5 1.00
6 1.12
7 1.44
8 0.64
9 0.92
10 0.64
11 1.00
12 1,12
13 1.46"
14 1.28
15 1.40
16 1.12""
11 0.40

* This item has not been selected in splite of its high
DP value because of its similarity wthh item No. 4
which has been included.

This item has not been retained in spite of its ful-
filment of crilterlon because the test may be administered
to perscomelwho are already in the Private Firm,
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TABLE 10

DP Value of tach Item of Sociability Scale

31, No, op

1 2.24°
2 1.00
3 1,08
4 1432
5 1,76
6 1,52
7 0.48
8 1,76
9 0.44
10 1.48
11 1.88
12 2,04
13 0.36
14 0,90
15 1,92
16 1,00
17 0.36
18 0.96
19 1,68
20 1.64

This item has not been selected in spite of its high
DP value because neople have been found to become
members of some organisations because of position/status.
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TABLEL 11

DP Value of Each Item of Emotional Stability Scale

S 1.No, Dp

1 1,00
2 0.96
3 1.80
4 0,28
5 1.28
6 1.12
7 1.64
8 0.98
S 1.00
10 1.36
11 1.00
12 1.20
13 1.20
14 0.36
15 1.44

16 1.88
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TABLE 12

DP Value of Each Item of Leadership scale

Sl. Noe DP
1 1.56
2 0.20
3 0.92
4 1.52
5 1.08
6 1.20
7 0.96
8 1.40"
9 1.28
10 1,00
11 1.56
12 0.40
13 0.50
14 1.00
15 0.64
16 1.28
17 1,00
18 1.80
19 0.96
20 0.36
21 1.28

This iten is not selected in spite of its high DP
because people have been found to act as leaders of
some groups because of Position/Status.
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TABLE 13

»
DP Value of Each Item of Loyalty to Boss/Orginisation Scale

51, No, DP
1 1.12
2 1.20
3 0.48
4 Oedb
5 0,64
6 1.00
7 0.88
8 0.40
9 1.00
10 1.28
11 0.48
12 1.00
13 0.36
14 1.20
15 1.32
16 1.40
17 1.02

It has been observed that items relating to loyalty to
the Urganisation have been dropped. Therefore, the trait
was renared as 'Loyalty' which measured loyalty to the
Bosgs only.
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TABLE 14

DP Value of Each Item of Honesty S5cale

o

-31. NO.

v o 3 O

10
11
12
13
14
15
16
17
18
19
20

21
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TARLE 15
DP Velue >f Eech Item of Personel Reletions Scale

Sl. Noe. Dp
1 1.12
2 1.84
3 0.60
4 1.04
5 1.00
6 1.12
7 1.00
8 1.00
9 1.08
10 1.40
11 0,98
12 0.76
13 0.64
14 0.36
15 1.00
16 0.26
17 0.46
18 1.00
19 1,00
20 1.08

21 1.00
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TABLE 16
DP Value of Zach Item of COriginality Scale
51. No, bp
1 1.00
2 1.00
3 0.76
4 0.90
5 0.50
6 0.48
7 1.68
8 0.50
9 0,98
10 1.32
11 1.40
12 1.16
13 1.20
14 0.44
15 0.80
16 0.88
17 1.12
18 1.00
19 1.28
20 0.48
21 0.36
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TABLE 17

DP Value of Each Item of Adaptability scale

Sl.No. DP
1 1.00
2 1.00
3 1.40
4 0.44
5 1.20
6 0.48
7 1.02
8 0.40
9 1.32
10 1.00
11 1.08
12 1,00
133, 1.08
14 1.00
15 1.04
16 0.88

On the basis of DP, 150 items out of 235 items were
selected as valid ltems 1in this Invenﬁ}y. These items were
then tested for internal consistency to provide an additional

measure for the selection of items.
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Letermining internal consistency

The internal ccnsistency of the items found valid by
DP techrnique was obtained by ccrrelating each item score
with the total score of the t ait concerned. This was obtained
by the use of a computer programme, Results of this analysis

according to traits are shown in tables 18 to 30.

TABLE 18

Pearson Product Mbment Correlations between Zach Item

and Total of Responsibility Scale ( N = 166 )

Item No* r
20 0.,5771*°
30 0.4641°"
33 0.5153*"
38 0.4206+*
57 0.5330**
76 0e4517°*
87 0.5431**
108 0.4671%"
171 0.5442*"
178 Oe7503**
183 0.2897+*

*According to Final Schedule or Appendix - K.

** £.001
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Ea"-BLE" 19

Pearson Product ii-ment Correlations between tach Item

and Total of Initiative 3cale ( N = 166}

Item No, r
12 0.4657*
21 0.5745%*
24 ' 0.4767%"
95 0.6025**
98 0.5903%*
134 0.6101"*
142 0.6070%*
144 0.6058%¢
150 0.4475**
155 0.4523*"
166 0.6120%"
180 0.5082"*

*ep /.001
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TA3LE 20

Pearson Product Moment Correlations between EBach Item and

Total of Firmness/Sticking to principle Scale ( N = 166 )}

Item No. r
31 0,5833**
56 0.4187**
85 0.5251*"*
97 0.5898**
105 0.5661**
114 0.5128**
121 0,5084++
139 0.5470%*
143 0.5338**
1287 0.4425%**
167 0.5627**

sep /.001
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TABLE 21

Pearson Product HMHoment Correlatlons between idach Item

and Total of QObjectivity Scale ( N = 166 )

Item No. r
05 0.,5075*"
11 0.4012**
63 0.4298+*
84 0.3268**
86 0.2276*
92 0.4460°**
101 0.3282=*
133 0.3390*"
147 0.,4017**
168 0.4230*"
174 - 0.3905*~
*P /.01

.o A.00~1
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TABLE 22

Pearson Product Moment Correlations between Each Item

and Total of Achievement Scale ( N = 166 )

Item No. r
37 0.4762**
43 0.3629**
46 0.4319**
50 0.3777%*
69 0.5684+*"
2F: § 0.6134¢*°
159 0.4617**
175 0.4238+~
187 0.4168**
190 0.4190**

**p /.001
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TABLE 23

Pearson Product Moment Correlations between Each Item and

Total of Sociability Scale ( N = 166 )

Item No. r

01 0.,2093*
44 D.4596**
59 0.4256°*"
60 0.,5228**
62 0.5261*"
80 0.5392**
94 0.17134
102 0.3577**
125 0.6174**
164 . 0.5176**
165 0.4584¢%*
172 0.6053**
188 0.4911**
#P /.05

*P /.01

ssp /.001
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Pearson Product iloment Correlations between Each Item and
Total of Emotional Stability Scale ( N = 166 )
R Item No. r
07 0.5904*"
09 0.6075**
10 0.3508*"
19 0.5066**
35 0.6430**
67 0.7165**
71 0.6500%**
72 0.6559*"
120 0.4743%°
122 0,5810°"
138 0.5571**
152 0.7551*"°

ssp /.001
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TABLE 25

Pearson Product Moment Correlations between Each Item and

Total of Leadership Scale ( N = 166 )

Item No. r

02 0.4506¢+*
25 0.4767**
34 0.5670*"
42 0.6292**
48 0e17154
49 0.4783%*
52 0.2922**
88 0.4226%*
113 0.5576*"
136 0.5575*"
149 0.4051**
153 0.5840**
#P /.05

ssp /.001
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TABLE 26

Pearson Product Moment Correlations between Each Item and

Total of Loyalty Scale ( N = 166 )

Item No. r
13 0.,4746"**
29 0.4005**
32 0.5738**
41 0e3473%"
54 0.6125*"*
66 0.4946**
158 0.6024°**
161 0.5926%"
177 0.5898¢**
184 0.3246"*"*

*sp 7,001
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TABLE 27

Pearson Product Moment Correlations between Each Item and

Honesty Scale ( N = 166 )

Item No. r

29 0,5746*~
53 0.3680%**
61 0.4696**
99 0.5628°**
109 0.5779%+
116 0,5479**
129 0.5550“
140 0,2515*

145 0.4838**
156 0.6198**
173 0.3817%**
182 0.6302**
*P f.01

**p /.001
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TABLE 28

Pearson Product Moment Correlations between Each ltem and

Total of Personal Relatlons Scale ( N = 166 )

Ytem No. r
08 _ 0a3674%+
23 02675+
36 0.4066*"
39 0.3615°**
47 0.2330°*
55 0,4275**
77 0.4887+*
107 0.4594+**
110 0.4481°*"
118 0,403G*"
162 0.4360°"
179 0.2519*
181 0.3364**
186 0.2988+*
*P /.01

**P /.001
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TABLE 29

Pearson Product Moment Correlations between Zach Item and

Total of Originality S5cale ( N = 166 )

Item No, r

03 0.3320%"
17 0.3960**
119 0.5820¢%+
130 0.5066%*
137 0.6518**
154 0.6411°*
157 0.6566**
160 0.6124**
163 0.5833**
185 0,7893+«+

b L.Oovl
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TABLE 30

Fearson Product Moment Correlations between Each Item and

Total of Adaptability Scale ( N = 166)

Item No. r

22 0.4551**
26 0.4417%*
27 0.2447*

40 0.2984**
45 0.4465**
70 0.2757**
78 0a3369*"
83 0.3502+%»
127 0.3922*"
132 0.5101**
151 0.,4116*"
176 0.2435*

*P /.01 **p /.001

The results reported in tables from 18 to 30 show
that the items selec:i=d by DP are internally consistent,

This gave ardditional support for the selection of items,

Only !50 items were found as valid to measure 13
personality traits. The author therefore decided to keep scme
other items in the final schedule to increase the'test atmos=-
phere'as is found in Humm-wadsworth Temperament Scile(Meltzer,
1970).50 the items reaching DP of 0.50 and 1.00 were r~tained

and mixed up with valid items randomly. ‘he final schedule was
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composed of 190 iltems of which only 150 were treated as
valid items and the remaining 40 items were considered as
filler items. Appendix J shows traitwlise number of items
taken for item—analysis, number of items omltted after
item—analysis and number of selected items, The Final
Multi-Trait Personality Inventory(MTPI} is given in
Appendix K, The &nglish rendering of the MTPI is given in
Appendix L. A scoring sheet 1s also provided in Appendix M.
On the basis of the items found valid the thirteen Persona-

lity traits have been defined in the following way 3~

1. Responsibility — Une who is thorough and meticulous in
work, considered reliable or dependable by superiors and
others, who sticks to the job assigned to him till it
is accomplished despite interference or threat, keeps a

time schedule and does not avold work.

2e Initiative = One who is enterprising, enthusiastic and
does not 139 behind in the face of odds, who is encouraged
in new venture, keeps patience to the end and fallure

does not dampen his spirits,

3. Firmness/s>ticking to principle = One who is determined
and administratively strick, sticks to principles,rules
and regulations, does not compromise for popularity or
yield to requests and pressure but remains firm in words

and deesds,
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Objectivity = Cne who takes a realistic view of things,
maintains impartiality without being blased by friends,
regional feelings and political views,judges every&hing

open-mindedly and on merit basis.

Achievemant — Une who is competitive and ambitious, has
strong determinationto succeed, supersedegothers and
reach the target, wants recognition and accomplishes
distinctive feats.

Sociability = One who likes to mix and work wilth other
people, can make friends easily, takes part in social
activities and functicns, not shy and seclusive, and has
many friends.

Emotional Stability ~ Une who does not get easily emo-
tional, has patience in trouble some jobs, can work under
great pressure and control himself in case of frustration
and bitter criticism, not inclined to become nervous or
excited, does not work on the spur of the moment.
Leadership - One who 1s an eloquent participant and takes
active role in the group, 1ls assertive and confident of
facing any situation, can Inspire or motlvate people to
work, can formulate plans and arrive at important deci-~
sions, whose presence brings relief at critical junctures.
Loyalty - One who canget along with his boss and is
obedient to him despite holding difference of opinion,
does not have tendency to underestimate or disoblige his

boss, cannot go against authority.
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Honesty - Cne who does not derive undue pucuniary
benefits misusing official position, does not take
bribe in any form, does not justify unfalr means,

has favourable attitude towards honesty.

Personal Rel tions = One who has great faith and trust
in people and holds good opinion about them, does not

have tendency to get into temper, has ability to acdéept
criticisms and listen to others holding contrary views

patiently, and is considerabe and approachable.

Uriginality - One who has eoriginal ideas and thinking
and an inquisitive mind, does not like simple,repetitive
or traditional tasks but tasks requiring intelligence,
inclined to do experiments and invent new devices or

techniques for more production and more work.

Adaptability = One who is flexible and not rigid in
ideas, can adapt to the prevailing trends, can compromise
with adverse situation or changing circumstances, can
gracefully admit defeat and does not lament over

generation gap or change of social values.
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Reliabilit

As indicated in chapter III, the reliability of the

instrument was obtainod by two methods :-

1, 5plit half method and

2. lest = retest method,

The split half reliabilities corrected by the Spcarman -
Brown prophegy formula for each of the thirteen scales

(N = 166) have been presented in table = 31.

TABLE 31
Reliagbility Co-efficients of the Thirteen Scales of

MTPI ( N = 166 ).

Traits Reliability
Responsibility 0.71
Initiative 0475
Firmness/Sticking ) to principle 0.45
Cbjectivity 0.82
Aachievement 0.94
sociability 0.97
Emotional stability 0.70
Leadership 0.75
Loyalty 0.64
Honesty 0.67
Paersonal Relations 0.97
Originality 0.65

Adaptability 0.88
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The reliability of the instrument was also tested on
a sample of 123 managerial personnel. 5plit = half reliabili-
ties, corrected by Spearman Brown Prophegy formula, for each

of the thirteen scales of the MTPI are shown in table 32,

TABLa 32

Reliability Co-efficients of the Thirteen S5cales of

MTPI ( N = 123 )

Reliability, _

Traits Co-efficients _
Responsibility 2,91
Initiative 0.70
Firmness/sticking to principle 0.46
Ubjectivity 0.71
Achievement 0.82
Sociabllity 0.83
Emotional stability 0.90
Leadership 0.96
Lovalty 0.86
Honesty 0.89
Personal Relations 0.75
Originality 0.55

Adaptability 0.94
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for test- retest method the managers again were tested
by the MTPI after 3 months interval. But the managers
available for this testing were only 80 as some training
courses were dropped by that time, The results are shown

in table 33.

rABLE 33

Test - Retest Reliability Co-efficient for the Scaleg

of MTPI ( N = 80)

Traits Reliability
Co-efficlients

Responsibility 0.73
Initiative 0.77
Firmness/Sticking to principle 0.75
Objectivity 0.55
Achievement 0.81
Sociability 073
Emotional stability 0.77
Leadership 0.79
Loyalty 0.77
Honesty 0.75
Personal Relations 0.79
Criginality 0.81

Adaptability 0.66
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The test — retest reliability was also estlmated on a
sample of 77 University Students after an interval of 1 month.
lhe reliabilities of each of the thirteen scales by the

test = retest method are shown in table-34.

TABLE 34
Test - Retest Reliability Co-efficients for the

scales of MTPI ( N = 77 )

Traits Rellabllity

Co-efficlient
Responsibility 0,50
Initiative 0.83
firmness/Sticking to principle 0.77
Objectivity 0.82
Achievement 0.88
Sociability 0.97
Emotional Stabllity 0.97
Leadership 0.90
Lovyalty 0.79
Honesty " 0.81
Personal Relations 0.80
Originality 0.87
Adaptablility 0.85

The reliability co-effiecients obtained by split half
method and test-retestmelhod on original as well as indepen-
dent samples were significant beyond .01 level.The results,

ther~fore, indicate that the Inventory is reliable.
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Validity

As described in chapter III, three correlational

studies were performed to assess 1If the instrument was valid.

Test - Scores and self rating of manage-s (Original
sample) were correlated in the first study. 3elf ratings of
only 54 managers were available, Each manager rated himself
on a 6 point scale as to the extent of possession of these
. traits seperately. The correlations between test - scores and

self-ratings are shown in €able 35.
TABLE 35

Pearson Product Moment Correlations between self

ratings and Scores of the Scales of MIPIL ( N = 54 )

Traits r

Responsibility 0.82°*"
Initiative 0.52%"*
Firmness/Sticking to princinle 0e59°*
Cbjectivity 0.33"

Achievement 057"
Socigbility 0.82**
gmotional Stablility D.61**
Leadership Q.,72**
Loyalty 0.42°*"
Honesty 0.51°*
Personal Relations 0.49**
Originality D.64"*
Adaptablittgy 0,32

*P /.02 ¥ep /.01
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Validity was also tested on some other samples.

Test Scores and Peer ratings were correlated in one study.
The MTPI was adminlistered to a group of University students
(N = 30). They were post graduate students of the Department
of Psychology known to each other for at least 4 years. tvery
student rated every other student on a 6-point scale in
respect of the thirteen traits. ‘he correlations between test

scores and average ratings are shown in table 36.
TABLE 36

Pearsan Froduct Moment Correlations between Peer -

ratings and Scores of the Bcales of MIPI ( N = 30)

Traits r
Responsibility D.62%*
Initiative 0.42*
Firmness/3ticking to principle 0.33
Chjectivity _ 0.28
Achievement 0.45*
Sociability 0.54*"
Emotional Stability 0.48%*
Leadership 0.36"
Lovalty 0.48**
Honesty 0.42*
Personal Relations 0.41*
Criginality 0.42*
Adaptabllity ' 0.37*

*P /.05 sep/.01
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Ancther peer rating study was done on an industrial sample.
Managers and assistant managers ( N = 10)of a small industrial
plant, KSB Pump, took the test. fhey also rated each other
on a 6-point scale in respect of all the thirteen scales
of the MTPI. The average ratings and the test scores were

correlated. Results are shown in table 37.
TABLE 37
Pearson Product tioment Correlations between Peer ratings

and Scores of the Scales of MPPI ( N = 10)

Traits r
Responsibility 0.76"*
Initiative 0.68*
FMlermness/Sticking to principle 0.35
Objectivity 0.42
Achievement 0.34
Sociability 0,71*
Emotional Stability 0.51
Leadership Na.25
Loyalty 0.45
Honesty 0.74*
Personal Relations 0.46
Originality 0.45
Adaptability 0.61°

*P /.05

Tables 36 and 37 show that all the correlations are
positive. In table 36 with the exception of two, all the

correlations are significant.Consideration of the results



Dhaka University Institutional Repository

- 115 =

reported in g¢ables 35,36 and 37 lent support to the conten-

tion of the validity of the scales.

Correlations with measures of Success

Lt was important to see in the present study if the
Inventory was capable of making a contribution in the predic=
tion of performance criterion. In other words, whether it
would be used as a selection tool for managerial personnel.

Concurrent validity was estimated for this purpose.

Three atudies were done in which test scores were

correlated with measures of success,

In one study, the MTPI was administered to a small
group of managerial personnel { N = 13 ) in KSB Pump. Effi-
ciency in performance was measured by the General Manager 1in
terms of rating... The General Manager rated his 'men' on a
6-point scale in respect of ‘'overall efficiency' ranging from
' very unsatisfactory in job' to 'highly satisfactory'.

Test Scores and performance ratings were correlated which

are shown in table 38.
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TABLE 38

Pearson Proiuct Moment Correlations between MTPI

Scores and Ratings of Supervisor ( N = 13 ).
Traits r
Responsibility D.74°*"
Initiative 0.54
Pirmness/Sticking to principle 0.42
Objectivity 0.30
Achievement 0.39
Sociability - 0.05
Emotional Stability 0.59*
Leadership 0.30
Loyalty 0.51
Honesty 0,53
Personal Relations ~ 0.23
OUriginality 0.56*
Adaptabllity 0.25
*P /.05

sep [_.01
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Another study was done on a groun of mid and junicr
level managers (N = 19) of the Purchase Department of Kohinoor
Group of Industries. They were rated by theilr boss, Hanager
Purchase, on a 6-point scale in respect of overall efficiency.
Correlations between the test scores and Manager's ratings are

shown in table - 39.

TABLE 39

Pearson Product Moment Correlations between MTPI Scores

and Ratings of Supervisor ( N = 19 )

Tralts r

Responsibility 0.49‘
Initiative 0632
Firmness/Sticking to principle 0.26
Objectivity 0.32
Achievement 0.36
Sociablility 0.10
Emotional Stability 0.25
Leadership 0.33
Loyalty 0.28
Honesty 0.16
Personal Relations 0.06
Originallity 0.,57**
Adaptability 0.14

s P /.05 *s P /.01
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In another validation study a group of officers
(N = 18 ) of one Public Relations Department, Government of
Bangladesh, took the Inventopy. Efficiency was measured by
their superior boss on the basis of Service Record/Annual
Confidential Report(ACR), Gorielations botween test Scores
and ratings on the basis of ACR are shown in table 40

Table 40
Pearson Product Moment Correlations between MTPI1 scores

and Ratings of Supervisor ( N = 18 )

Traits r
Responsibility 0.60*"
Initiative 0.42
Firmness/5ticking to principle 0,52*
Cbjectivity 0.41
Achievement 0.04
Sociabllity - 0.13
Emotional stability 0.38
Leadership 0.33
Loyalty 0.50*
Honesty 0.44
Personal Relations 0.37
OCriginality 0.35
Adaptablility 0.31

* P /.05 . P /.01

The avove findings indicate that the Inventory scales

have some prmdictive value but the validity of the Inventory
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for predicting performance criteria should be established

in the situation in which it is to be used.

Means and Standard Deviations of the Scales of the MTPI

Means and Standard deviations of the scores obtained
by 166 managerial personnel in each scale of the Inventory
were obtained by a computer analysis and are reported in

table 41.
TABLE 41

Means and Standard Deviations of the Scales of MIPI

(N = 166)

Traits lMean 5D
Responslibility 42,13 6420
Initiative 46,85 6.80
Firmness/Sticking to
principle 41.96 6.58
Objectivity 38.21 5.54
Achievement 33.60 5.66
Sociability 42,66 7.10
Emotional stability 43,90 B.43
Leadership 40,15 6474
Loyalty 35,80 6.27
Honesty 46,65 7.27
Personal Relations 49.43 5.98
Criginality 32.54 6.84

Adaptability 40,84 5.36
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Inter Correlations of all the scales of MTPI.

The inter correlations of the scores of all the
thirteen traits for 166 managerial personnel were obtained
by a computer analysis. fhe correlations - matrix is shown

in table 42.

It shows that some traits are independent of each
other ( as shown by the low or negative correlations) and
some traits are substantially correlated. These traits seem
to be overlapping. They do not measure significantly different

aspects of personality.
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CHAPTER V

DISCUS5ION

The main objective of the present study was to
develop a Multi-Trait FPersonallty Inventory which was
expected to be used as a selection tool for managerial perso-
nnel in Bangladesh. Thirteen personality traits were found
important for management jobs. A self-report inventory was

developed in this study to measure these traits.

The steps followed in test development were item=—cons-—
truction,determining face validity of the items, pretesting
the items, scoring the scales, item-analysis etc. The sample
for item-analysis consisted of 166 managerial personnel, The
items were selected by the Discriminative Fower (DP) of the
items (Goode and Hatt, 1952). The DP of 1.00 and above was
chosen as criterion for selecting items. Following this, 150
items out of 235 items were retained which were considered
as valid items. In addition, internal conslstency of these
items was tested tc provide an additional support for the final
selection of items. Ffor this, each item score was correlated
with the total score of the scale, for Responsibility scale
the correlation ranged from .2897 to .7503; for Initiative
scale it ranged from .4475 to .6120; for Firmness/Sticking to
principle scale it ranged from .4187 to .5898; for Ubjecti-
vity scale it ranged from .2276 to .5075; for schlevement
scale it ranged from .3629 to .6134; for Sociability scale

it ranged from_41713 to .6174; for Cmoticnal stability scale
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it ranged from .3908 to .7551; for Leadership scale it ranged
from .1715 to .6292; for Loyalty scale it ranged from.3246

to H125; for Honesty scale it ranged from .2515 to .6302;

for ersonal Relations scale it ranged from .2330 to .4887;
for Uriginality scale it ranged from .3320 to .7893; and

for Adaptabllity scale the internal consistency ranged from
.2435 to .5101., The correlations were all positive and

majority of them were highly significant (P /.001).

Thus the items of the present study were selected by
DP technique and the items, thus selected, were again tested
for internal consistency. The results report homogenity of
items under each tralte. This provided an additional support

for the selection of items,

The reliability of the Inventory was estimated by two
methods. 5plit half reliability, corrected by Spearman-srcown
¥rophecy Formula, ranged from .45 to .97 ( N = 166);Jp1it
half reliability was also estimated on another sample of
123 managerial personnel. The rellability co-efficlents ranged
from .46 to .96, The reason behind thls wide range is not
fagr to seek. The items were presented randomly. Had the items
been arranged in order &g DP values in each trait, this would

have been minimized,

Test—-retest reliability co-efficients after an
interval of 3 months on original sample ranged from .55 to
+81 (N = B80). The test retest reliabllity was also estimated

on another sample. University students ( N = 77) were re-tested
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after a month. The religbility co-efficients for 13 traits
ranged from .77 to .97. These results indicate that the

instrument is reliable,

validity of the Inventory was éstimated by self
ratings and peer ratings.Correlations between test scores and
self ratings of the original sample (N = 54) ranged from .32 to
.82. The correlations were posltive and significant. The
validity was also estimated on other samples. Test scores
and peer ratings of a group of Unlversity students ( N = 30)
ranged from .28 to .62, Except the Firmness/sticking to prin-
ciple scale and objectivity scale, valldity co-efficients
for other scales were significant. Another peer rating study
was done an an industrial sample (N = 10). In this study
validity co-afficient ranged from .25 to .76. They were posi-
tive but all of them were not statistically significant. Five
scales were found to be valid(Responsibility, .76; Initiative,
.68; Sociability, .71; Honesty, .74; Adaptability, .61).These

rasults indicate that the scales have direction towards validity.

Three studies were done on small groups of employees
of managerial level in different industries/offlice to see
if the Inventory has predictive value i.e.if the scales of
MTPI are correlated with job performance., fficiency in job
performance was measured by supervisor's ratings. In one study
{N = 13) done in a 'small private plant,K5B Pump,correlations
between test scores and ratings of the supervisor ranged from
.25 to .74, but the rating was negatively correlated with

two scales of the Inventory 3
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Sociability ( « ,05) and Personal Relations ( - .23). This
means that those who had high scores on these two tralts were
rated as peoor by thelr supervisor. Although correlations were
not statistically significant, this finding indicates that
heing socliahle In a job environment has some disadvantages,
as one reputed manager revealed ( mentioned in chapter II)
that he used to malntain a soclal distance from his employees.
If he kept good personal relations with them, they would have
exploited him., This finding 1s in line with one study done in
this country( Begum and Anwar, 1977). the study examined the
effects of two dimensions of supervisory leadership --
structure initlation and consideration, on group productivity
in Adamjee Jute Mills of Bangladesh. In that stugy structure
appeared to be a dominant dimension in leadership effective~
ness. [hls was evident from the fact that production was
higher in groups having high structure leaders regardless

of their degqree of considerations. Whether the same result
wonld be obtained in other organisations too, this i1s to be
investigated., However, in this study 3 scales were found

valid ( Responsibility .74; Emotional Stabllity .59; Origi-
nality .56).

In another study ( N = 19) done in the Purchase
Department of Kohlno®r Group of Industries, a nationalized
industry under Chemical Industries Corporation, the validity
co—-efficients ranged from .06 to .57, Two scales were found

valld in this study ( Responsibility, .49; Originality, .57).
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In still another study done in one Bublic Belations Depart-—
ment,Government of Bangladesh, the validity co-efficients
ranged from .04 to .60 but the rating was negatively corre-
lated with sociability scale ( -~.13). Three scales were found
valid ( Responsibility, .60; Flrmness/sticking to principle,

.52; Loyalty, «501.

Self rating and peer ratings have been used in the
present study for obtaining validity of the scales. All the
thirteen traits have been found valid where self-ratings
were used as criterion measures. In peer rating studies too,
positive correlations were obtained, though all the scales
were not statistically significant. Very small size of the
sample might be responsible for this. Besides this, ratings
are subjective procedures which might be affected by many
factors. First, all do not evaluate on an equal standard.
Secondly, objective evaluation by peers ( classmates) can
not be expected as they may be affected by such varlables as
friendship, academic quality etc. If peer rating is used in a
work organisation, there is more problem, Th ers may be a
jealousy among the colleaguesespeclally if some of them are
striving for a promotion. In that c-.se judging colle agues

in respect of some qualities cannot be impartial.

Validity of the Inventory could be obtained by some other
procedure , For example, the Inventory could be validated
against such personality tests,as Gordon Personal Profile and
Gordon Personal Inventory, Guilford-Zimmerman Temperament

Survey, etc, Since these ktests measure similar personality
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traits, it is expected that correlation between MTPI and
these tests would be positive and significant., The Inventory
scalegcould also be correlated with masures of intelligence
and aptltudes to see if correlations are low/negative.
Validity studles in the a''ove mentioned lines are, therefore,

suggested.

. Validities, in general, were lew. ihe
problems lie in the criteria employed to measure managerial
performance. It is extremely difficult to say what makes a
man successful in management job., It is consequently diffi-
cult to choose success criteria. The most typical index is
supervisory ratings which have been used in the present
study. Cne difficulty with this approach is that what the boss
sees 1s not necessarily what goes on in the work group.
Another proﬁlem is that supervisors may focus on how closely
the ratea fits his ideal of what a manager should be rather
than on whether or not the desirable result is obtained,

A manager's supervisor is after all a manager who might think
himself an expert in the art of managing., More than likely he
will rate a person high who manages as he would manage-which
may ©or may not have anything to do with effectiveness in

any real sense. Finally, the supervisor's ratings suffer from
all the potential blases inherent in subjective ratings in

general. The "halo effect" is a prime example (Howell,1976).,

Ghisellil and Lodhal ¢ 1958 ) found evidence of €onta-

mination peculiar to the evaluation of supervisors. If the



Dhaka University Institutional Repository

people being supervised had a high capaclity for self

management, or if it included pecple who scored higher on a

" decision making abllitywscale than the supervisor himself,
ratings by the foreman's superfors tended to be low. Rcach
(1956}, Grant {( 1955), and Greager and Harding (1958 ) have

all reported general halo factors in factor analytic studies

of ratings of managerial personnel, Guion (1965) rightly

stated " we should not expect high correlation with ratings
which themselves may be far from valld reflections of managerial

effectiveness".

Concurrent validity rather than predictive validity
was estimated in the present study for the sake of conveni-
ence. lthe test was administered to personnel who were already
in the job. "This procedure ylelding a measure of concurrent
validity, is not so satisfactory for the validation of personnel
selection instrument and must be ragarded as a makeshift,
Since unsatisfactory employees tend to leave, a gmup of present
employees is not a representative sample of the applicant
population on which the instruments are to be used. Moreover,
present employees have had varying amounts of experlence on
the job and such experience may affect thelr test performance"
{Anastasi, 1964). In fact, present employees are more or less
efficient because of experience or such other factor and hence
differential performance cannot be expected from them. All
these affect validity. Predictive validity would have been

better rather than concurrent validity. The Inventory could
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be administered to a representative sample of job applicants
or newly hired employees and the checking of each individual's
initlal scores against his subsequent ariterion status. There
should have been some intervenling period, say about a year

for the job of a manager. But the limitation of time and non-
avallability of job applicants often make such longitudinal

study impractigable which happened in the present study.

fhe obt ined validity coefficlents are lower in the
present study than they might be tecause of factors, such as,
attenuation in the criterion and also possibility of falsifi-
cation of responses on the test. There is no dotht in the fact
that some persons c¢an be clever enoggh to respond in a way
which is ' acceptable'es This would surely affect valldity.
Over and above validation on small groups of subjects is
inadequate. So a greater effort could have been exerted at
investigating the predictive validity of the instrument. The
trouble again would be that of criteria. Ratings, as subjec-
tive criteria, could be improved. Well developed comparison
methods, such as, paired comparisonsy,alternation rankings,
or man to man comparisons, seem to offrr relatively stable
evaluation, Buddy nominations, also referred to as peer ratings
may offer a useful criterion measure, Jeitz (1958) found that
peer nomination predicted the supervisory performance of
life insurance agents appointed to assistant manager positions.
By applying the technique Roadman (1964) also obtalned

positive results. Mayfield (1970) suggested an improved
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technique of peer-nomination which can be tested.

For evaluating leadership effectiveness, peer rating
may also be used. Each manager 1s judged by others at a
comp srable level, Here the main problem is in finding peers
who would have enough familiarity with the manager's perfor-
mance to attempt an evaluation. Also, 1if oromotion depends
on evaluation, one may judge another rather harshly. If a
sufficient number of peers are involved in judging e-~ch other,

however, this problem becomes minimal (Howedl), 1976.

Objective criteria could be used for the present
purpose. Variety of objective criteria for supervisory level

personnel are suggested, for example, morale, _ .:_ r.-tion
S ?

motivation of employees, quality and guantity of work output
of the unit etce. Unfortumately subjective and objective
criteria do not always agree. Turner {(1960) conducted a study
in which objective criteria and ratings were used on employees
of supervisory level. fhe objective measures were grievances,
turnover{voluntaryy quits}, absences, disciplinary actions,
suggestions, hospital passes ( occupatlional injurles), scrap,
expense of tools, efficlency { relative to standard time
allowances) etc. Ratings consisted of rankings of foremen on
overall performance and eight functional areas of job per-
formance such as quantity, quality, organizational planning,
employee relations, cooperation with supervisors, house
keeplng, overall performance etc. The results show that there

is little relatlionship between objective data and ratings.
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In general, the literature is not well supplied with
examples of objective criteria even when supervisory level
performance is evaluated as it is relatively easy to measure
work output of a small unit. Evaluation of executives is,
however, more difficult. The success of an executlive lies in
meeting organisational goal through the coordinated efforts
of his organisation. It is often suggested that basic research
should be carried out on organisation structure, social
psychology of organisation etc. before establishing criteria
for assessing managerial potential. However, there are
occassional reports of the use of objective criteria for
managerial evaluation. A seminar on " Assessing Manager
Potential" sponsored by the Foundation for Research on Human
Behaviour ( 1958) reported some such criteria., Sears,Roebuck
and Company has used moral surveys as criteria of managerial
effectiveness, the Employee Relations Index at General
Blectric is another example ( Merrihue and Katzell, 1955]).
Such apparently objective measure are often contaminated by
factors beyond the control of individual inveolved. Objective
criteria such as salary (Hulin, 1962; Gifford, 1928;

Williams and Hatrel, 1964), organisational level achieved
(Henty, 1948; Starch, 1942) etc, have been used for long

but the problems with these criteria are probably more than
superior's ratings. It is easy to understand that salary level
in management jobs is not closely related to merit. 50 is the

case with promotion rate. As gtark (1959) has polnted out,
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promotion is a subjective decision that 1s made on the
basis of factors that are often irrelevant as far as mana-
gerial effectiveness 1ls concerned, I'his is perhaps more true

in the context of Bangladeshl culture.

In-basket and other business games have been suggested
as potential criteria., They have some face value but there
have been little research on the relatiocnship between how a
manager behaves in a game and hils behaviour in the actual

situation.

In the industries of Bangladesh some objective criteria
could be attempted. Th se are profit, output, goal achievement,
less wastage, and grievances or tgheraoesg'lt can immedlately
be geen that these are affected by many other factors, for
example, a ' Gheraoe' may t ke place only because of 'poli-
tical influence' in this country.Besides many objective cri-
teria are not directly dependent on managers as a manager is
to perform his job through other people. If his'men' are
not efficient or cooperative, any objective criteria would
become meaningless. There is another problem. +he nationa-
lized iIndustries are manéged by Corporations who take deci-
sions regarding 'hire and fire'  tianager's 'men' understand
that their supervisor has no power. 5So they may not work

sincerely. Thus such objective criteria would have little value.

Considering all these, many investlgators in this fleld

suggest nothlng but ratings. Surervisor's rating, as stated
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before, is perhaps widely used criterion at the management
level. ihe reasons are not far to seek : management jobsare
often multidimensional and hard to define,performance is
consequently difficult to quantifiy and make objective.
Researches are going on as to how to improve ratings as
criterion measures. Lawler(1967) suggests multitrait-multi-
rater approach to measuring managerial job performance, With
this approach it is possible to determine the convergent and
diseriminant validity of ratings, and because of this consi-
derably more information can be obtained about the megning
of the ratings than could be obtained if a single rater or
single trait approach were used. Lawler's studlies on mana-
gerial level personnel show that this approach is promising.
However, there 1is still room for more studies on validity
of the instrument using different types of rating and ranking

procedures as well as objective criteria.

To summarize, very little validity information has come

to light regarding the value of the test in industry. But

on the basis of only three studies no such conclusion can be
drawn. These studies were performed in three different types

of organig jtions on very small groups of employees who were
'available'. Validation was found to vary from organisation

to organisation. The validity co-efficlents for different scales
were also found to vary widely. Validatlon of .test intended

for selection of managers cannot possibly rule out variations
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from situation to situation. It is, therefore, suggested
that the validity of a test like MTPI should be established

in the situation in which it is to be used.

It has been stated above that there is a pessibility
of false responses. ‘he Inventory is worth administering if
testees give frank and honest responses. Reliability and
validity have been obtained on industrial sample who were
already employed. It is not known whether applicants for jobs
can be expected to cooperate to the sgme extente. An undesirable
job applicant may be clever anough to 'beat the bush', This
is a problem which has not beeninvestigated. Thg&. author,
however, noticed that the samples somehow came to know that
it was a research project and so they tried to help the
researcher by giving their honest responses. A job applicant
or personnel seeking promotion t© managerial rank may not
behave in the same way. There is no challenge if responses
are given in a socially d@sirable way. It is suggested that
test of this nature should have built in technique to deter-
mine what percentage of such responses would be rejected as
'doubtful'., Or the questionnaire could provide a measure for
estimating the truthfulness of an individual's responses,
corresponding to, for example, the 'L' score of the MMPI,
Another recommendation is the development of forced - choice
technique. It is possible that the use of the forced choice
type of ltem might be effective in reducing the tendency of
job applicants to give the response which they think the

examiner wants. There is of course evlidence that forced -
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Choice tests are no more valid than single stimulus test
(Scott, 1968),Forced cholice tests are designed to minimise
faking but there are studles which show that faking still
takes place. In one study (Rusmore, 1956) the same group of
81 college students took the Gorden Fersonal Profile test
under a simulated " guldance" situation and under a simula-
ted " industrial" situation, The mean scores on all the
four scales were higher for industrial group with a signi-
ficant difference on Responsibility and Total scores. In
another study (Gordon and >tapletony 1956) 121 high 5School
students took the test in connectioar with the reqular guid-
ance prouramme, and 3 months later took the test again
wﬁen applied for employment. Mean scores were higher 1in
later situation and significant differences gccirFed in
Responsibility,Emotional stability and Total scores. In
still another study with the bdwards personal preference
schedule, similar result was obtalned (Kirchner, Dunnette,
and Mousky, 1960). The test was administered to 362 male
sales applicant of an industrial concern. The results obtained
with this group were compared with the scores of the male
college students. Large and significant differences were
found between the two groups on nearly all of the 15 scales,
fhe sales applicant group was found to pe more outgoing,
dominant, ambitioys and persistent, S5ince these trailts are
traditionally considered to be characteristicgof salesmen,
it seems that thé sales applicants were able to 'beat tthe

teste Anastasi (1976) writes, “'it appears that the forced -
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¢hoice technique has not proved as effective as had been
anticipated in controlling faking or social desirability
response sets. At the same time, the forced - choice item
format, particularly when it ylields lpsative scores,
introduces other technical difficulties and eliminates infor-
mation about absolute strength of individual characteristics

that may be of prime importance in some testing situations'.

The study has been able to probe into certain perso-
nality tralts which are important for managerial jobs. The
study claimed to select thirteen personality traits which could
indepandently contribute to the selection of managers. Though
some of the traits are independent of each other ( as shown by
negative or low positive correlations in the intercorrelation
matrix) some- traits are not so independent ( for example,
responsibility is found to be correlated with all other traits).
The author, therefore, recommends factor analysis of the data
in a further study which might reduce the number of traits.
Factor analysis might indicate that the thirteen scales could

be clustered down to five or six distinct tendencies.

The Inventory is in its preliminary stage. Intensive
research or follow up studles are needed to improve the
Inventory. Norms are required to be established. Only then
MTPI could be treated as a predictor for the selection of

managerial personnel 1ln Bangladesh.
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CHAPTER VI

SUMMHARY

Che objective of the study was to develop a Multi-Trait
Personality Inventory for the selection of managerial personnel
in the industries of Bangladesh. The study was undertaken in
view of the fact that the Government of Bangladesh at present
has given much emphasis on management selection and devalop-
ment, Training programmes for the development of managers are
less useful unless 'right' persons are selected at the beginn-
ing. Job analyses of managers reveal that personality charac-
teristics are important elemant for managerial jobs.Litera-
ture shows that some personality tralts are critical for
management success whereas some are assoclated with failure,
It also indicates that managers often fail in their jobs
because of personality patterns rather than intelligence,
aptitude and interest., Thus a research in this line seemead

to be justified in this country.

The personality traits important for managerial jobs
were first investigated. A ploneer study in this field (Begum
et al., 1981) provided a list of such traits. Besides,
supervisors' opinion was surveyed, and informal intervieaws

were held with known successful managers/expert in the field.

A number of qualities, thus obtained, were summarised and
18 personality characteristics were selected, A questionnaire

was then prepared in which these traits were listed along with
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their definitions and mailed to the managers of a represen-—
tative sample of industries of both nationalised and private
sectors. The questionnaire asked the respcndents to rank

the traits in respect of import nce and add some more traits,
if any, they think important for management. The purpose

was to see if managers of nationalized and private industries
di fer in respect of their opinion regarding qualities of
managers. Ninety-nine manacers of nationalized sector and
fifty-six managers of private sector responded the question-
naire. The results show that there was a very high corre-
lation between the ranks (rho =.98) and mean seores (r =.97)
of nationalized sector manacers and private sector managersa
There were too few responses to the question 'add some more
traits' which indicated that the list was exhaustive. Un

the basis of the finding the number of traits was reduced
further. Finally, 13 traits were retained. These were
Responsibility, Initiative,Firmness/Sticking to principle,
Objectivity, Achievement, Sociability, Emotional stability,
Leadership, Loyalty to Boss/Oruanisation, Honesty,Personal
Relations, Uriginality and Adaptability. A self-report

inventory was developed to measure these traits.

The items for test construction were collected from
a qroup of managers who were asked to construct at least
10 items under e.ch trait related to managerial jobs in
general. Some Personality tests were consulted to construct

the items and some items were constructed by the author.
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The items were ¢ nstructed in the form of statements. lhey
were prepared in simple language and in first person. They
were written in Bengali. Twenty to thirty statements, both
positive and negative, were constructed under each trait.

They were checked, re-checked and edited.

The next step was to determine fice validity of the
items., Twenty five judges, mostly university teachers,rated
each item under each trait on a 5=point scale ranging from
'does not measure at all' to 'measures very ell', Three
criteria were followed in retaining the items. The items
rated by all the judges on 4 and 5 ( 'measures to a great
extent' and 'measures very well' ) were retained; items rated
on 4 and 5 by 75% of judges were retained; and items on
which there was a high degree of agreement were also re-
tained. The items on which there was a wide disagreement

were regarded as . ambiquous and were therefore excluded.

The first draft of the questlionnaire, thus prepared,
was administered to a Aroup of managers ( N = 15). On the
basis of this tryout some items were modified or re-written
and some were discarded. Finally, 235 items were retalned.
These items were then mixed up randomly and prepared in the
form of a questionnaire for item-=analysis. To each statement
there was a 5-point scale ranging “rom 'not at all apnplicable’
to 'very much applicable'. The subjects' task was to read
the statement and decide by giving a tick mark which indica-

ted the extent to which it was applicable to him/her.for
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positive statem:nt 'not at all applicable' was given a
weight of 1, 'slightly anplicable' a weight of 2 etc. and
‘very much applicabla® a weilght of 5. For negative statement,

the reverse order was followed.

The sample for item analysis consisted of 166 mana-
gerial personnel. :hey were the participants of different

training courses at Bangladesh Management Development Centre.

The test was administered by the aut or to different
groups by following the same procedure. Test instructions
were written on the front panje. The subjects read the
instructions silently along with the author who read it
aloud. l‘here was no time 1limit, [lhey took 45 to 90 minutes

to complete the 3chedule with an average of 60 minutes.

the items were analysed by means of Uiscriminative
Fower{DP) of the"items. The DP's of 235 items were computed.
fhe DP of 1.00 and above was chosen as criterion to select
e items. Following this criterion 150, items were retained.
These items were then tested for internal consistency. Each
item score was correlated with total score of the trait
concerned. 'he correlations were positive and significant
which provided gn additional support to procedure for
selection of items, The final Inventory was composed of 190
items of which 150 were valid items and 40 were filler items.
The items reaching DP of 0,50 ar+4 1.00 were included in the

schedule to improve the 'test atmosphere’,
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The reliability of the Multi-Trait Personallty Inventory
(MTPI) was estimated by split half method and test - retest
method. The split half reliability, corrected by Spearman -
Brown Frophecy Formula, ranged from .45 to .97 ( N = 166 ).

On another sample consisting of managerial personnel (N = 123)

the split half reliability ranged from .46 to .96.

Only 80 managers were available for re-testing after
3 months. The reliability co~efficients ranged from .55 to .81,
The test-retest reliability was also estimated on a group of
University Students ( N = 77) after an interval of 1 menth.

The reliability co-efficients ranged from .77 to .97.

The validity of the MTPI was aestimated by self-ratings
and peer ratings. Correlations between test scores and self
ratings of the original samn~le (N = 54) ranged from .32 to
.82. The correlations were positive and significant. Correlatlon
batwaan test scores and peer ratings of a group of University
Students (N = _30)ranged from .28 to .62.Except the Firmness/Sti-
cking to principle scale and Objectivity scale,the validity co-
efficients for other scales were slignificant. In another peer
rating study on an industrial sample (N = 10) the validity
co-efficients ranged from .25 to .76. Five scales were found
valid (Responsibility, .76; Initiative, .68; Soclability, .71;

Honesty, .74; Adaptability, .61).

Three studies were performed to see if the MTPI could

predict job performance of manzgers.

"he test scores of managers and assistant managers

(N = 13) of a small industrial plant, KSB Pump, were correlated
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with job performance measured by ratings of General Manager
on a 6«=point scale in terms of 'overall efficiency'. Except
two scales, the correlations were positive which ranged from
.25 to .74. r‘hree scales were found valid (Responsibility,
.74: Emotional stability, .59; Uriginality, .56). Negative
correlations were found for sociability (-.05) and Personal
Relations ( =.23) scales. In another study the test scores
of mid and junior level managers {( N = 19) of the Purchase
Department of Kbhinoor Group of Industries were correlated
with ratings by the Purchase Manager in terms of overall
efficilency. The validity co-efficients ranged from .06 to
«57. Two scales were found valid ( Responsibility, .49;
Originality, .57). In still another study done on a group

of officers ( N = 18) of one Public Relations Department,
Government of Bangladesh, the test scores were correlated
with ratings of their Boss on the basis of Annual Confidential
Report. The validity co-efficients ranged from .04 to .60
but negative correlation was found for the socilability scale
(-.13). ‘hree scales were found valid (Responsibility, .60;

Firmness/Sticking to principle, .52; Loyalty, .50).

For low validity the crit~rion problems
were mainly focussed. It was suggested that further studies
be made to improve the Inventory so that it can be used as
a predictor for managerial selection, Assessing predictive
validity, applylng factor analysis and establishing norms

were particularly emphasized in this regard.,
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APPENDIX - A

Questionnaire for Supervisors
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List Of Qualities Sent to Managers for Ranking

UNIVERSITY O." DACCA
PSYZHOLCGY DS ARTHMOUNT

Dear lir.lManager,

I am a teacher of the Department of Psycheloqgy, Dacca
University. I have been doing a research for my higher study
leading to Ph.b. in the field of Industrial Psychology. Cne of
the areas of my interest is to develop a Personality Test for
managerial personnel in Bangladesh. for this, I would like to
know the qualities or traits required for good management., follow-—
ing is a list of 18 traits. Please go through these traits along
with thelr meanings carefully and rank these traits in respect of
importance, that is, put 1 in the box by the side of the traif
you consider most important, put 2 you think next most important
€tCe sseeenasacsseses and put 18 you consider least important.

YOUR NAME IOAGL

BDUCATION : A, BASIC
B, TECHNICAL (IF ANY )

EXPERIZNCE: A. IN CHE PREIENT POST
Be IN INDUSLIRY
NAME GF INDUSTRY : DEPARTMOUNT

TITLE CF THZ JOB (DZ3IGNATION )

*n

Trait 5 Rank l Meanings

Leadership / / Those who adopt an active role
in the group, who take the lead,
who are self-assured and asser-
tive in relationships with octhers,
and who are able to make inde-
pendent decisions,

Sociability / / Those who like to e with peonle
and work with people, can make
friends easily and work comfort-
ably with others, have sincere
interest in people.

ey -

Objectivity / / Those who have an open mind, can
keep emotional or persconal inter-
ests fnom influencing decisions.



Responsibility

Honesty

Achievement

Initiative

Emotional
stability

Ffirmness/-ticking
to principle

Zauticusness

Adaptabllity

Loyalty

Dhaka University Rutional Repository
1T

Those who are able to stick to
any job assigned to them, who
are perscvering and determined,
and who can be relied upon.

Those who do not take bribe,
defalcate funds, derive benefits
in any deal, allgt contracts to
favourite parties on commission
and exploit official position.

Chose who want to be successful
and recognized, to accomplish
something of great significance,
to perform difficult tasks and
to rival and surnass others.

Those who are self-starting and
who are prompt to take hold of
any problem.

Those who are well-balanced,
emotionally stable, do not show
excessive anxiety,nervousness
and hyperasensitivity and are
enotionally matured.

Those who are adminlstratively
strong, do not vyield to any
pressure, stick to official
principles,rules and requlations,
and are firm in decision or
action,

Mose who are highly cautlous,

who consider matters very care-
fully before making decisions,

and do not like to take chance

or run risks.

Those who are flexible,adjust
rapidly to changing conditions,
cope with unexpected,

Those who are 1loyal to the
Boss or superior authority/
organization, feel attached or
identified with thc company,
cannot go against authority,
and do not have tendency to
underestimate the bosses,
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Self-control

Originalley or
creativity

Personal Relations

Endurance

Risk=~taking

Vigour

yA—

Those who are calm and polsed
under pressure,

Those who have orlginal ideas,
inquiring mind, who like to
work on difficult or compli-~
cated problems, enjoy thought
provoking questions or dis-
cussions.

Those who have great faith and
trust in people, sympathetic to
others, considerate and approa-
ChabIE.

Those who have great patience
and tolerance, not easily dis-
turbed,work for longer periods,
keep at a problem until it is
solved.

Those who take risky decisions,
who tend to undertake possible
injury or loss in the pursuit
of a desirable goal.

Those who are vigorous and
energetic, who like to work and
move rapidly, and who are able
to accomplish more than the
average person,

Add some more traits you think important for successful

management -

1 2

3

4 2

THANK YCU FPCR YOUR COOPERATION,

{( A stamped envelope is enclosed, Kindly send me an early

reply )

( Rowshan Jahan )
Assistant Frofessor,
Psychology Department,
Dacca University,
DACCA,
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Trait-wise Distribution of Items

RBSPONSIBILITY

Items
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INITIATIVE

Sl.No. » Itens
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Responsibility

Initiative

Emotionsl
s8tability.

Sociability

Achievement

Adaptibility

Leadership
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A Typical Annual Confidential Report(ACR) Form
Used in Government Offices,

Confidential Report
Form for Class 1
and II Officers

GCVERNMENT CFecacececncnsces

(Name of Service)

(Name of the Ministry/Division/Department/Office)

ANNUAL

STECTIAL REPORT rOR THE PERIQD 19 TO

PART 1

1eName {in block lettersS)iececcesscssscsssscscsssssncscsuscasnanse
2.D0e510gnation seccecsesscscscsssscsnsssssnsecsosssscnsscvnssasnanee
3Jeacadenic QualificationNSeseessevscsscssccccsscsascssssanccsnnsene
deDate Of DIrth .ceeecvressacscscasccssssasnsanressesssscsssscassoe

S5¢T0tA]l SErVICE sesssscscnssaasssescsnsssnsantntscsscsossnsnssssss

B.KHOWIng@ of languages R R R R X R E T N N W I NN W W I SR I N )

7.5peCia1 training P P B B T B 8 S LB P R Ede Rt PeaeEtsniesuErsssinrssene

{ . ' .
| Post held durling the period - .
' ) ]
Post E Period | Pay and Scale
. T
! t
! ‘
'
1 L]
i H
5 :
' '
t 1
= i
! :
! :
¥ !
: :
S. ‘121—A.

PleBSe CEEeasecsecenses..Continued.
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RN
*20.Behaviour with! Is modest and helpful..../ /1 Is intlined to

[
public | 'be arroganteeces/
* !
1 ' ——
21,53tandard of | Lives within known Reported to be [/
living ! means of income eeessssef /, 1iving beyond
! ;known means of inco
22+ Observance of E Takes reasonably , ; Inclined to be
Security meaw. . gOOd CALE ssnessssnsasf /: neqligent------g
sures '
L]
23. Punctuality Unpunctual.cases

L
al ewteaha
*

[’unctual......-.---.--f /!
]
1

24, louring Adequate and

AN
systematic A r Inadegquate or

L)

»
—

L)

unsystematic

be = = -

PART III

Comparing him with other offices of the same grade, givé your
general assessment of the officer by initiatling in the arpro-
priate column below.

] ) ¥
Good 1 Good t Average | Below ! Poor ! Remarks on speclal antitude,
' ' , Average ! v if any, e.g. for sccretariate,
! . . ' + executive, judicial,develon-
; ! ' 1 } ment or diplomatic work. _
' ' . ' !
: 2 : i H

FITNESS FOR PROMOTION
(Initial the appropriate box below)
Recommended for accelerated promotion 4 /

Fit for promotion

/ /
Recently promoted;assessment for further promotion
premature,

YA
Not yet fit for promotion, but likely to become
fit in course of time / /
Unfit for further promotion, has reached his
ceiling Vi /

Fen Ficture

*Signature of Reporting:Officér,:
Dater *eesssusssoe 198 .
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Trait=wise No. of ltems Taken for Item—analysis, No. of

Items Omitted after Item—analysis,

No, of ltems Selected.

Tralits E No.of items No. of items i No., of items
! taken for ! omitted after ! selected.
E item analysisl item analysis.i
Responsibility 20 9 11
Initiative 15 3 12
Firmness/Sticking
to principle 15 4 11
Objectivity 15 4 11
Achievement 17 7 10
Sociability 20 7 13
Emotional Stability 16 4 12
Leadership 21 9 . 12
Loyalty 17 7 10
Honesty 21 9 12
Perscnal Relations 21 7 14
Originality/Creativity 21 11 10
Adaptability 16 4 12
Total : 235 85 150
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The Multi~ Trait Personality Inventory (MTPI)
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APPENDIX - L

An EBnglish rendering of the MTPI

Name Age Male/Female
Educational qualification Profession
Date

Instructions

This booklet contalns some statements on characteris-
tic patternsof human behaviour. Please read each statement
carefully and decide how far it applies to you,. The statements
describe how a man behaves, works and feels as well as his
1ikes and dislikes and beliefs. Please state with the help of
the scale given against each statement how far the particular
statement is applicable to you. Please put \/ mark at the

appropriate spacee.

An illustration is given below :-

t ' 1 [] []

! Hot at ; Slight- | Appli- !Appli— ! Very i

1 all '1y appli- cable | cable to | much H

'appli- Ecable Ehalf blarge ' appli—i

' cable y of the Jextent ! cable

: H ) time ! H !

S S S T S Y Y- SN - R

1 1 ¥ ’ ]

I like to ' E : ! ! :
talk about ' : J ' ' '
myself. ' ! i ' ' !
n H H ! ! H
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If the statement i1s not at all and at no time appli-
cable to you, put a \/ mark in column 1j if applicable slight~
ly or to a little extent, put anv/mark in column 2; if appli-
cable about half of the time, put a\/ mark in column 3; if
applicable to a large extent or more than half of the time,
put a \/'mark in column 4; and when it is very much applicable

or applicable for all the timd, put the \/ mark in column 5.

Please see another 1lllustration :-

« - - L A ~==
!Not at allght— J,Appli— Vippli—- ) very |
, all ly appli~! cable jcable ; much i
: appli- ,cable ; half of itoﬁl:—.rgé , appli-,
, cable ! ;the time lextent § cable |
' ' ' F
- ——amnd - el e e e e s e e — — o
T SN S M A S ’ﬁ,‘ 5=
]
' }
I do not feel E i ; ; :
inclined to : ! ' ! ! H
initiate any worki ' ! ! ! :
myself ' ' ; ! ! !
L. - -l t —— et ] .
If this statement applies to you fully, nut a mark
in column S5, Fut mark in celumn 1 if the statement does not

apply to you at all, i.e. you have a tendency always to beqgln
some work at your own initiative or in other words, if the
statement is fully contrary to your case, If the statement is
$lightly applicable, put mark in column 2; if applicable
half of the time put mark in column 3 and put the mark
in column 4 when it applies to a large extent but not always.

Make a thorough assessment about the extent of applicablility

of each statement to your case and then renly.
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Please remember, it 1s not an intelligence or
proficlency test, There is no right or wrong answer here.
You will just give your reaction to some statement which will
reflect the characteristics of your personality. Examine each
statement in your own context and then reply. While replying
to one statement, do not compare it with the replies given

to other previous statements. State how far the statements

are applicable to your case without considering how far these
are desirable socially. Give quick replies. Do not spend too
much time over any statemant. We want your flrst reaction, not
what you will state after giving a lot of thinking on it.Give
your reply to each statement, do not omit any statement. .o

not make a false statement to give a wrong notion about yourself.

what we earnestly desire is your honest reply given with an open

mind., If a statement is not applicable to your present situation,

choose the reply that would have been applicable to you in a

similar situation,

Please awalt the signal to begin.
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f L - { a -
Not at} Slight-! Appli-~ iAppli-
all | 1y app-j cable | cable
appli— licable] half to a
cable i ' of the | large

L ALtime extent
- T 1 2 3

Very
much
appli-
cable

- —

]
PR — |

~——g———]

1.I prefer the company
of books to that of
men

1
]
e,
I
— e J'....-.. —

R

|
l
R e o A B

- — — —— —

2.1 often keep quiet
in group dlscussions

- ---:L

3,1 like simple and
routine type of job

S St

-—

-— —— —— . — gy s — —— i —

4,1 am not very tactful
anmidiplomatic

- ——— it

S5e30metimes I have to
take recourse to un~
fair act to obllge

__friends

6.1 feel very uneasy
if I cannot accom-
plish properly the
task entrusted to me

t
7«I cannot check .
temper !

I

1

IO S AU SN SR A I I
- . - 1

SRS AU U ST NUP BUSRPPTO NS

—— —— —————————— 1 —— . —— it
84 For nothing I get
into temper with
people and then

repent it

-— —— ——— e

9,1 can work even under,
severe mental pre-—
ssure

L--¢ - —-J - —— - —a.—L
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Statement

!Not at
all

vappli-
icable

¥ =¥ - -
1S5light- lappli- Appli-
)1y app- cable | cable
Micable jhalf of! to a
ithe timed large

- e o

- -

| extent ,

Very
much
appli-
cable |

_—— e ¥

10.,I have a tendency of
getting nervous if
anything goes wrong

-

- - . —-IL.J—..

2 )

1

SRS -

11,1 do not give more
weightage to consél-
ence than to emotion

e s i e e e e e e e e e e e e ———

12,1 am afraid of initia-

ting new venture

13.I have the dispositio

for getting along
with the boss

People do not consi-
der me as creative

14.

- - --3-|.--- -

———1————_

-q—

[}

)

' t
)

1

[

- s W .

R S T

T i

- =» o 2 ao=

waa wmw =l e e e sae at s esw - -

15.1 have rather a bad
reputation for being
a moralist

-

16,1 am not that social

17.I do not consider
myself an original
thinker

— e

- wmme wal caranmmnadmceee - o

| PR SRR [N

18.1 prefer ohly such
work as demands skill
and proficiency

L.q.....-.,.,_.... W D . -

SR I ----..---F-- S

U S |

ey eme e e dee e b - o

L---.--.....J A A oy et el ek oy . -L -y . J
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[ —_— - - - ] ——— ey

Not at :3light‘lApp11- Appli-

L
) all Ly app=i..ple ! cable
[}
t

1

' , Very
appli- :1icab1e'ha1f |to 3 applis

N )

: '

i —t
{
'

Statement much

1
+ cable 'of the | large ' S2Pled

time extent !

SR -+, SRR ).~ LA RO

Y N

_________ - — —_— e ——

19.5ometimes I break
down in the face of
mentgl strain or
shock

!

i

¥
- e 2 . . . T e vt e e ——— = ot ot i v o e J - —

20,1 cannot devote my- \ !
self wholly to any \
task !
i

21.I do not seem to have! '

)

enough zeal and enthu- '
siasm ' '

my displeasure once,
cannct earn my heart
again

23,1 accept criticisms
gracefully

- - — R Y y——————
24,1 take initiative to
start work again on
projects which have ' '
been temporarily sus- ,
___pended !

-— R e —

2541 cannot express my
views appropriately

t
'
'
—— { —— _._..._{...___...-‘
!
1
1
1
'

necessary, with such
events as may appear
undeslirable

27,1 cannot forsake life-
long prejudices and

bellefs

i

L i e e o

P S,
| S R
e -

e - -

S,
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Statement ' a1l

j.appli-
, cable

ly app-

]

H

¥

ilicabld
L}

¥

L}

T
]
]

e e e e o et e e i

cable ! cable

Appli-z
]
half of to a !

! extent!

28'I do not think it !

unfair to help any L
person or organisatioft
in exchange of money !,

or any benefits '

29.I get annoyed if I
am to put In addi-
tional labour at the
instance of superi-
ors '

!
i
v

- - we- --. - - . -..--F

30,1 cannot adhere to '
a fixed schedule '

1
)
l

- - - -

31{I sometimes act againj
-5t the rules as I
cannot withstand !
requests and entrea-
ties_of_ people

32,1t is not bindlng to
carry out each and
every order of the
boss

:
;
'
!
1
:

- W -

- =L

1
1
1

s el e e e e e e e e

—— ——— sl ' -

)

e e eaa .

33.I thoroughly accompll
sh any jocb I under-
take

o bt il i

-

-

4
i

-

-—

1
34,1 welcome the respon-t
sibillity of introdu- ,
cing people in any \
gathering

35,1 am a bit imbalan-
ced emotionally

- A -

e = m wm ) wm mm wa we = W e -

e wew = 2 wwmam

L--o—- --L- -y = e .--4--1- - - - .

36.I cannot get along
with quite a good
number of people

—— — -—— —

I T B

L )

. +- S R T

e

- — o

r-—-a - - -I -

SIS DRSSPI SRS

- -a—-—L-—-—
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T - - - —— Y =

iNot. at S51ight | Appli-
:al]. )
@appli-
Fable

Appli-
ly app= cable v cable
licablé half of} to a

i the time large

-

P LT

-
b N
- . =

37.1 always compare my
achievements with
others

S .
L.
I
o
i

38,People rest assured
leaving the responsi-

bility of any job with
me

o ) S e ey ) ol S s e el S

4
1
|
1
!
|
1
1

-4
i
{
|
|
|
1
k
|

-—- e w omaw

- ¥

39,1 do not trust others
till they prove their:
fidelity X

-y - -

40,I can compromise
easlly when confron-
ted with problems

!
i
i
!
I
!
t
I
L
|
t
|
|
1
|
L
1
1
d
[
;
1
1
|
I
l
|
1
i
1
1
I
I
i
|
|
.

41.I have no respect for
leadership of the
establishment which
holds oplnion contra-
ry to my political
views

42,I can easily inspire
or imbue others

i

43§§ am satisfied with
what I have achieved
in 1ife

- —

44.1I cannot volunteer to
talk to others

45,.The changes in values
that have come about
in the soclety cannot
be accepted without
reservation

—— ——

Y Y P,
N ROt RV U V.

Y OSSR S

bt b b e -
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3 i ;
- fiot at | Slight | Appli- Appll— Very
Statement all : ly app4 cable ; cable
lappli-! licableg half | to a
kcable , of the large

' time | extent

. i
o =278 225 '

- — — s i s = St - e

I .

————— _.-..-.-..-——-|——_--.._-1_..-.

46,1 move ahead with all:
my actions and plans
for achieving ultimate'
success !

173 P

*People often misunder-—
stand me

crmce edadan e -

L]
]
[}
1
1
?

-
U
'
L)
1
'
!

4841 cannot 1lnfluence
the opinions and view
of others

—— R SN ——

L/ S N

-t o wp s S mm ek w

[ .2, .....l.-.._.

49,1 do not like to
address big gathering

50.I am not much inclired
to go in competlition

|
t
|
%
i
|
|
|
I

-

51.I cannot easily accep
reversion of any
existing system

U e
O g

52.My presence during a
crisis brings a sense !
of rellef among others)

--..}.-------O'.J’...---_.
o s vrmlie - - ..}.-......-.. -

1

53 I want to be rich by
any means as 1is the
go of the day

T ! I
P-—- -

- - ———te e

54.I find it difficult
to remaln obedient to
superlors unless they?
are more capable than |
I ¥

—— — . |

wearmmlanaies we}an

L---—---—-b—-——-—-q-
i
1
e - -—----L-—..- wwwal - ww - -

S I,

- ap
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t
Statement !Not at ; Slight ; Appli-

Y

! Appli
1all « ly apo< cable

!

1

i

cable ' much
to a
larqge cable !

licabld half
{ of the
! time

s e =

1 o

J.

55.1 easily get impa-
tient with people

B T,
vl
<
[
n
3
(3

— o i

- - -t - - - s Ry -

5641 am strict in admi-
nistrative matters

- -

57.TIam not willing to .
carry on with a job
if confronted with 1
fear or threat

58, The conveyance cost
has increased so much
these days that I have
to include personal !
travels in official
tours

59 I would not like a
job in which I have
to remain syrrounded
by people '
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GO.I develop friendship
with others quite !
casily !

1
1
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61.I do not conslder it !
wrong to do some addi-
tional work for anyonq
in lieu of money

62.I have a good number
of friends
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1
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63.It i3 not p0551b1e to
be absolutely impar-
tial in taking deci~
sions
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Not at,blight lAppli- Appli- ' Very
all v 1y appj ‘cablé | cable ! much
appliﬁ'licablq half §{ to a | appli-

cable | i of thgq large ' cable

i "' time | extent !

Statement

.. - ---....-..-.l

——— —_ e i e T s T S
64.1I am no longer interes!
ted in discussions H
which requires a lot !

1

1

of mental exercise

S A

65.1 do not have enough

—_— +---
]
self-confidence .

]

s e e

66,1 differ with my
superiors on various
issues

e -}.--- oo cmadrs a—m
S I

-

67.1 am capable of self-
contrel even in a
frustrating situation

-

- . -L- - - -_L - - —.1 ---q----Jb-L B R L

68,1 am holding respon—
sible positions in
several social groups
or organisations

%

- @ o ol o

69.1 have a desparate
longing for victory in
all my pursuits
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1
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7041 cannot accept the
position if I am
defeated in arquments
and reasonings by othery
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71.1I act quite often on :

the spur of the momenﬁ

o - wew wal o aaa - e -

72.% am taken ag 3 bit
sentimental
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Statement ' Not at]ﬁlight—:hppli~rAppli- i

Fall 1y app- kable kable

' appli- Jlicable fhalf lto a !

v cable of the ,large |

o ! time _ lextent

- —_— —— ——— ey

731 have often to leave ' 7
official work for the
time being for some
personal work

74,1 want to do something
unique in my realm of
work which may later be

- -l

75.1 do not like to take
the responsibillity of
leading others

—— i . v ——— T ———— — S —

76, Superiors fall upon me
for responsible work

i
1

L i e o e b ein e el e il e

77.Colleagues and friends
come forward volunta-
rily to help me in my
vork

e e e e e e

78,1 can adjust well with
environment despite !
inconvenience

mm mn meel waeim e mphacees = 1»-

79.1 have no tendency in
following set rules

80.My house is always
crowded with peopile
or friends and asso-
clates

81.1 want to excel every-
body in whatever field
I work

—— . ——— v — —— —
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: Not at ' Slight-Appli- Appli~-, Very
v all ' 1y app-cable icable , much
| appii- Méable fhalf o a | appli-
' fof the [large 1 cable
stime  extent !

1
]
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4
1
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1
1
1
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1
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I
I
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1
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82,1 do not feel encou- E
raged to go to a '
gathering of intellec- |
tuals '

4

- v b

e o st -

with the go of the day

ks = woow ab o ww = babkaaa

84.1I do not behave or
misbehave with anyone
at the 1lnstance of
others

- e w bk Sm ek mw o

—_— — — o — . S S W ik et S Ul S T D b iy

85.1I do not hesltate to
speak the truth even at
the risk of incurring dis
pleasure of others

864 do not evaluate the
subordinates on the
basis of work alone

|
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1
{
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87.1I feel monotonous

in sticking to a jbb
£il1l its completion

1
i
!

88.,I can get work done by
others easily

89.Criticism of autﬁori-
ties pinches me
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90.,I am known to be obe-
dient to all those
with whom I have worke

-
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Not at 'slight- i’ !

all ly app- cable Ikable | much

appli- licable half ‘to a 1 appli-
cable 'of the 'large , cable

extent !
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Statement
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91,I prefer not to try
to establish my views
by arguing with others

'
L]
]
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— . - o o S S o A s S . P D e T —: ——————— JN PR S —)
|
'
1
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'
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92.I cannot always act '
after making theead- '
bare judgement of facts

1
1

93.1 cannot get rid of
worries and anxietiles
altogether

i
—w w wem minw wamdes WO wa e = w wmia

_____ S R —

54,1 am quite shy

95,I have the tendency of
plunging into work
taking others along

- e o epMam abun s e

..-...._-..-.f_--- -,....l.-.....--_ e e e -
-

B e e e

96,1 am not that great as
to conslder the weal
and woe of others as
mine

- e ---f R R ----%---_--_ ale ee e el o oo oo
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|
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957.I stick to my duties '
even in the face of '
danger '

]
'
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-
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98,1 take all the initia- |
tive myself !

.

— gy A S A e " ks o —— oy

99,1 do not think that oné !
has to pay the penalty! !
for minor offence !

!
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Statement
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Not a
all

t,

Appli-

cable

————

'“llght

"y app-
'licable

)
!wppli-:Appli-
icable fcable
half ko a
'of the'large

! time extent

M -
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100,I enjoy to taunt '
others a little '

- am wa iy

— s Sy N B S S W S P iy el s S s e S el b

101.I do not dlscrlminate:
at all in my behaviouri
with subordinates '

e e Pt e s T e B S e e S o B g ——

102.1 like to keep myself.
somewhat alcoof in
soclal festivities '
and functions '

{._
E
]

]
U S

103 I am easily influenced
by others

— —

104,11 try to do my job
better than my collea-
gues

e = w wle s = =

O Y

- e -

105.Sometimes rules and
requlations have to
be relaxed for the
sake of maintaining
popularity —

- - aew

-

106.I do not withhold any !
work/delay disposal
of files for getting
any benefit

107.1I listen with care and
natience even to those
who hold views contra-
ry to me

ke v T VN D S — v —— ———— =% S

e mmaash o cmee ek cema aed .a ..........'. . cm——

108.My acquaintants con-
sider me to be highly
responsible
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all .1y app- kable | cable
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, appli- hicable half  to a
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109.People become corrupt
if there is fault in
the system

s o ek S oy P S S g W

110.I become annoyed 1if I
detect faults in the
work of subordinates

111 If any problem crops
up in my place of work' L '
I myself go forward 1 '
to solve it ' ' '

B Y g

1

1124I do not consider it ' ’
proper to enquire ' '
about the private life, ' .
of the employees ' !

- L — £

-113.I%t is me who give the '
plan for group work ' '

- mem wAe

ble to follow rules
and principles

aval e s s aal

115,I am satisfied with
myself only when I
have accomplished a
job_perfectly well v

11641 think either instigak
tion or pressure of
circumstances leads 1

one to indulge in co- ,

]
]

o wmwn e o emoabe o ea el e .-

rrust ﬁractlces

117.I feel annoyed if any
responsibility devol-
ves on me
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3
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3light- Appli- Appli-t Very
ly app- x<able 'cable | much
licable half to a ! appli
iof the large ! cable
time ‘extent

- L)
118.3tupidity of people :
annoys me J
]

1]
&
=3
[
(1]
P D

- —

119.,My brain 1s full of :
ideas :

- o g ey ww ew b -—

L e eie Al e

120.1 get easily excited |
and nervous !

R R —

!
L

121.Iam not in favour '
of strict adherence .
to rules and regula-
tions 1

- -

122,1. canncot perform trou-
blesome jobs with !
patience

i
|
}..-
|
|
|
|
|
|
|
)

123,11 give weightage to ,
references and recome !
mendations in select- !

ing people for employ-

menkt '

124,My thirst for knowledge,
is intense

- us wealam = o o= S

-k nm o awal a -

‘

|
125,I like to hold small ,
functions at my house :
with friends and , .
relatives 3 !

]

'

§

126.I gm often late in my
office

1
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i
1
|
1
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|
3
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| Not at *Slight~ WAppli- k '

Statement ' all :ly app~ ‘cable l‘éggii , much :
' appli~ 1icable | half lto a t

cable pf the.large :

:time lextent ! !
% BB t

L J .. -

127.1 do not attach much
importance to the
views and opinions of |
the children of the :
family

128.5ometimes it is not
possible to go to
work due to unavoid-
able reasons

- - -

12%,It is my belief that
honest living does
not bring position in
life

-a—--L-r—----l—O-cca

e — —e w ool o4 v e alm ae ek L.
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130,I have an extrémely
inquisitive mind

d

- == =k

131.I often pay unsolicl-
ted visits to my
friends

- = w?' anamrr = b as e
- walh o = o

1
1
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| ]
|
1

1. . -=—-L.

L
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132.1 cannot adjust myself
easily with changed
circumstances or si-
tuations

133,1If any of my own men
commits any improprile«
ty,I consider it a '

_duty_to protect him__ |

o —

134,1 do not back out from
any work

- ‘i E T B L L

N

135.Pecople give little
attéention to my views
in any discussion
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i
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Statement N5t at ISlight- Wppli-! Appli-' Very
all 'ly app= jcable | cable ! much |
appli- jlicable thalf , to a | applis
cable 'of the large  cable ;
time 1} extent ] )
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1

|
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1

i

136,It is me who mrovide
leadership in group
activities

- - omw el oo -

- -
- meous w mtm

137.1 innovate ways of
increasing production
or improving effici-
ency

w2 e oo o an alaV g aas -

138,.1I can remaln unnerved
even in the face of
severe criticlism

- - el

139,0nce a decision is
taken on an issue I
generally stick to it

- u = ==
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P

-F- -
]
L
i
i
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140,11 accept presents
qgiven by someone in
recognition of the
help received from me

141.Before beginning a
work I make out a
detailed schedule

-

- = el e = ==

- mww W) amaa e ek

- e . -l— wmw wua W w -

142.,1 do not abandon any
plan even when confron-
ted with obstacles '

1
L W N A
143,.I do not deviate from!

what I know as right

or reasonable even if

it is contrary to the
__views of all others

-a = =»! -
-—
- S -

144..lhenever I gst a new
assignment,I start it
with all earnestness

145,11 cannot accept dete-
reoration in the moral’

values '

—— e — v Y — — -k e Sl w—— — -— '
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- Not at | Slight- WAppli- Appli-' Very |
Statement lall ' 1y app- lcable !cable | magh !
appli-| licable thalf , to a ! appli-?
‘cable ) iof the jlarge , cable
1

]
-

PR — e o

146.1 am assoclated with !
several social/cul- !
L]

gtime __extent

tural organisations

LT T
- wm am w-

I
L
1
i
|
i
I

147.1t is not possible to .
work ignoring personal

interests !
]

- —_—— e e ey e e —_—

148,Even undue requests
of the superiors have
to be honoured in
consideration of
future prospect !

s e s et e sk e .

SR T ----_}- P R, --_f e
T T

[
' '
1
4 t
' L]
1 t

149.1 feel uneasy to
arrive at important
decislons without
consulting others

150,1I get dejected if I
fail in a work I have
begun

151.Subordinates now=-a-
days do not show as
much respect to their
superlors as was the
practice just a few
years ago.This dis-
heartens me -

152.,1 get emotional
easily

T U .

L - wm A o Em -'L- ----L----dh-- - - JL-—- - J g a wl - -

- .- L“ Smmaps wwm mel w mw wmbes @ a a-
-

-

153.1 am capable of facin
any situation

- awm =i

154,T have some "ism" of
my own

-

155.,1 do not feel encour-
aged to introduce
something new in the
work field in view of
various types of oObs=

___tacles 2

1
1
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|
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Statement :
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1

1
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Not at'Slight-
all ly app=-
appli- |licable

cable !

Appli-
cable
half
of the
time

:,c\

1
e

- -

able
to a
arge

xtent

'Appli- ! Very

: much

156,

There is a balance '
of income and expendid
ture in my personal
life

-

'

157,

A g

158,

I spend sometime
thinkling over new
ideas

I do not think loyalty,
to superliors is that
indispensible

O -

-
1
'
'
'

'
-
I
'

1
1
|
]

159,

o bees -

I do not have the
anbition for rising '
very high- just a toley
able living is enough

‘L--“- - b

3

160,

—— —f—
I have rather inclina-d
tion for observation

-

161.

«Good aspects of a man

162

163.

]

|

and experliment '
'

t

I déslike the tendency
of the superiors to
pass orders and issue'!
directives

'r

attract me first

- - --l-

o v — g il T — S P S uis S S —

I am interested in
solving only those
problems that require
intellect

-

- mmm = = mama - -

1
l
1
i
i
|
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1
i
i
I
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I
i
|
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1
A

B T

164,

-ioa @ . wm wmw

I can be close to
small children and old
people in no time

165,

]
¥
1
I find working in ;
groups more pleasant |
than working alone !

.
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Statement all "y app- [cable icable

appli- (licable hadf + ko a
of the ,Jarge

) time - extent , '
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Not at 'Slight- rcxppli- APPlé~ | very
1
[ ]
'
1
]

cable

166,I am not considered
by many a man of
initiative

167.I do not viclate
official rules and
requlations even
under pressure

!
|
|
|
|
1
i
1
I IS % RO

168.,51lnce I have some E
obligations to my )
village folk, I get ,
some of their work done
even if those are un-
reasonable '

-

169,11 can take rest with—} !
out anxiety p :
1 L

T T [ .--Jk-- we » b} e

—— - ————
170 I do not rlnd interesy
in a job that requires
virtually no or just !
a little original
thinking

171.It is not always
possible to re—examine
the work of the sub-
ordinates before
signature

172.1 like to spend time
wlith friends and
assoclates

173,I think there is no
egteem for honest
living now~a-days

- b

- -
- -

L]
'
]
: o, e e e e

- - - -
- - -
-— . .

L N
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174.1 do not ]udge any-— ‘

body in the light of !

L}
my own political views
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cable , much
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larqe cable
extent
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Not at rlightdﬂppli-
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appli—llicablq half

cable | t of the
! « time
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175.1I do not bother for
fame

- w mem) =t s

- . aa
-—- - -

176.,I am unyielding on
many issues

———————

- —— et st e i e ot i it i

177.1 do not disapprove
of golng against the
authorities, 1f need
be

178.If I can help avold
a work, 1 do so

Y (RN SR B SR
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- i et o . o e - -—

179.1 still have enough
faith in people

-

- mwer » hmme - h———-%- mwal 3 So = = -
|
i
1
l
&
1
i
|
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180.,I do not have the
patience to complete
the work I initliate
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161.Many people lay thelr:

hearts open to me !
L}

—
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182.1 avail myself of anY'
opportunity for perso=
nal gains, such as '
starting a business,
in my place of acti-
vities
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183,0nce I take up a work
I see through it
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184, can not disoblige
my superiors
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L3
Statement ' all Jly app- kcable
v appli~ 1icable half X
} cable ©of thelarge '
' ! Jfime '‘extent !
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'
185, am interested in . ' !
inventing something . !
new ' ! ! ,
_____ e e n i . ........._..._ -
]

basically honest '

- = ==

- =w wm wl a = ww wmele

127.1 like to tackle those
problems which others
find difficult !

i
i
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|
I
1
i
1
l
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188,1 get restless if I -, 1
cannot talk to people:
for long

- - -

e e A S — o — ——

189.1 accomplish tasks '
entrusted to me des- ,
pite inconvenience

o v s e . ot s e

- wms 21 @ ae & s -

190.I am not that enthu-
siastic about jobs
which promise meither
fame nor prospect
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APPENDIX - M

SCCRING KLY

( Underlined items are nngative items to be
ocored in a reversed way )

Regnongibility Initiative
Iten lo, Raspense Item lo, Res»honse
20 12
30 21
33 24
38 95
5 98
76 134
87 142
108 144
171 150
173 ass
183 166
180
Firmness Objectivity
Item Noe Resonse Item No, Rasaonsc
31 5
56 a1l
85 G3
97 84
105 86
114 22
121 101
139 133
143 147
148 168
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Achievement sociability
Item No. Resnonse Item Hoe Rosnonse
37 2
43 44
46 58
50 60
69 62
81 - 80
175, 102
187 125
190 164
165
172
188
Cmotional stability Leadership
Item Na. Resoonge ltem HNo, Response

z Z
E 25
10 34
as 42
33 A8
67 42
71 52
72 88
120 113
az2 136
138 149
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Lovalty Honesty
Item No, Resnonsa Item Hoe Resnonse
13 28
29 53
32 61
41 2
54 109
99 116
162 140
177 145
184 156
173
ais2
Porsonal Relations Originality Adantability
Item No. Resrnonse Item HNo., Response Item No. Resnons
8 3 22
23 a7 26
36 119 27
32 130 40
AT 137 A5
23 154 78
77 157 78
107 160 83
110 163 27
a18 135 a32
162 1571
179 175
181





