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ABSTRACT 

The present research aimed to explore similarities or differences in 

personality traits of executives 'working in seven selected CSS occupational groups 

(cadre) . These are Commerce and Trade Group (CTG). Customs and Excise Group 

(CEG). District Management Group (DJvlG). Foreign Service of Pakistan (FSP). 

Income Tax Group (ITG). Pakistan Audit and Accounts Service (PAAS). and Police 

Service (~f Pakistan (PSP) and also to see the d~fferences in personality traits of cadre 

and ex-cadre executives which include Medical. Defence. and Education professions. 

To achieve the o~jectives an instrument was developed and validated on Pakistani 

Civil Service executives. The research was carried out in two parts. The Part-I of the 

research consisted of indigenous development of the measure named Personality 

Traits Assessment Scale (PTAS). The non availability of an indigenous instrument to 

explore the personality traits of civil service executives working in selected seven 

most preferred occupational groups provided a rationale for the development of 

PTAS. This process was carried out in four phases with independent samples. 45 

traits/ items with three factors were extracted through exploratory factor analysis by 

using principal component analysis with Varimax Rotation. The extracted factors 

were Leadership Ability. Integrity. and Emotional Maturity. Results of the study 

suggest that PTAS possesses sufficient reliability. In Part-ff of the study. the Phase-f 

was based on validation and pilot testing of the instrument. Psychometric properties 

i. e. reliability and construct validity of the instrument developed in part-f was 

established (N = J 03). Big jive Mini Markers Set (Saucier. J 994) was used to 

de termine convergent validity and Procrastination Scale originally developed by 

Tuckman (1991) and its Urdu version (Fatimah, 2(01) was used to determine 
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discriminant validity of PTAS As a result a reliable and valid instrument was 

developed. i n Part !1, Phase-ll Main study was conducted. !t was carried out to 

provide additional information on the convergent validity of PTAS .For this purpose 

other construct i. e., Managerial Potential Scale (MP) (~/ Cal(/ornia Psychological 

inventor)) (CP!; Gough, i 994) was used. Purpose of this part was primarily to 

explore similarities or differences in personality traits of executives 'working in seven 

CSS occupational groups (cadre) and to see the difFerences in personality traits of 

cadre and ex-cadre (Medical, Dej(mce, and Education professions) executives and the 

effect of training and relationship between personality traits and demographic 

variables i. e., gender, age, education, and job experience. Differences were assessed 

through a series of statistical analysis of correlations, t test and One Way Analysis of 

variance (A NO VA). As it was an exploratOty study and no before hand assumptions 

were made regarding the personality traits of executives. Findings of the study 

indicate that non significant differences in personality traits of executives, both within 

occupational groups and between other occupations, were observea on any of the 

instruments used. Result of this study show general agreement on the desirable traits 

of these groups and confirms that these personality traits are common which are 

requiredfor all executives for working at responsible positions. This study offers an 

insight into personality traits of Civil Service executives of cadre (CSS occupational 

groups) and ex-cadre (Medical, Defence, and Education) at the time of seLection. 



INTRODUCTION 



Chapter-I 

INTRODUCTION 

The study of personality historically and has remained an area of interest since 

time in memoriam. Different issues and aspects attached to thi s fi e ld have been 

studied by various researchers such as politics (Ashton, Kushner, & Siegel, 2008; 

Schoen & Schumann, 2007) ; aviation (Ashraf, 2004; Grant, Erksen, Marquis, Orre, 

Palinkas, & Suedfeld , 2007); education (Handley & Bledsoe, 1968; Hotaman, 2010; 

Malikow, 2006; Moon & Illingworth , 2005; Ozel , 2007) ; occupations (DuttaRoy, 

1994a, 1994b, 1995a, 1995b; Saeed & Munaf, 1996); entrepreneurship (Zhao & 

Seibert, 2006); police personality (G lasner, 2005; Gould, 2000). It is an established 

reality that personality makes a person 's behavior different from the behavior which 

other people would manifest in comparable situations (Fatima & Ahmed, 2008; 

Grum, Kobal, Americ, Horvat, Zenko, & Dzeroski , 2006; Robinson, Demetre, & 

Corney, 2010; Williamson, Penbertson, & Lounsbury, 2008). It is main assumption 

underlying the concept of personality that there are individual differences in behavior, 

which are large enough to warrant investigation, people respond to the same situation 

in different ways. Individual differences in responding to the same situation are 

assumed to be the product of variations in personality. An individual's personality is a 

set of degrees falling along many behavioral dimensions, each degree corresponding 

to a trait however, there are individual differences in set of traits that people possess 

such as no two personalities are exactly alike (Allen, 1997). 

Personality explains behavioural tendencies because individuals ' actions are 

not perfectly consistent with their personality profile in every situat ion . Personality 

traits are less evident in situations where socia l norms and other conditions constrain 
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one ' s behaviour (McShane & Von Glinow, 2000). The behav ior- in-situation 

combinatio ns are best conce ived of as express ions of traits (DeRaad, 2005). For 

example, a person who frequently shows compliance (behavior) upon reasonab le 

requests (situation) can ri ghtly be considered cooperative (trait) . The trait cooperative 

stands for behavior-in-a-situation as formulated by Johnson (1 999), both behavior and 

context are tacitly built into the socially shared meaning of the trait word. 

Traits are defined broadly, in terms of generali zed determining tendencies of a 

personali zed character they may include interests, va lues, and philosophies of li fe, 

habits and characteristic ways of reacting to situations (DeRaad , 2000; Guilford, 

1959) . People differ from each other in an a lmost infinite number of ways. A 

fundamental question for personality psychology is thus to develop an adequate 

descriptive taxonomy of how people differ (Revelle, 2000). 

People with similar characteristics tend to gather together that lays the basis 

for building cooperation and cohesiveness among them. Findings suggests a strong 

positive relationship between the degree of similarity among individuals on traits such 

as personality, attitudes and the quality of their interpersonal experiences with one 

another (Byrne, as cited in Giberson, Resick, & Dickson, 2005). 

Personality is a significant variable of behavior and includes a large number of 

qualities which cannot be changed easil y. It is influenced by several factors such as 

fami ly characteristics, learning, social influences, and psychological features (Mishra, 

2001). 

Some personality researchers (John & Gos ling, 2000) consider human 

behavior traits as the major units of personality. Personality traits are consistent 

patterns in which individuals behave, fee l, and think . For example, when an indiv idual 

is described as "kind" , it means that he tends to act in a kind manner over time and 
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across situations whether w ith the elderly neighbor or an an imal. As imp li ed by this 

definition traits can serve three major functions: firs tly it may be used to summarize, 

secondly to predict and thirdly to exp lain a person 's conduct. Attributing the trait 

" kincf' to a person summarizes a history of many different acts of kindness. Traits 

suggest that the exp lanation for a person 's behavior will be found in the individual 

rather than in the situat ion; a kind person wi ll act kindly even when there is no 

situational pressure or external reward for doing so , thus suggesting some internal 

process or mechanism that is producing the behavior. This analysis of the trait concept 

is consistent with causal attribution theory which views traits as stable and internal 

and distinct from states that are temporary and externally caused (John & Gosling, 

2000). 

Personality traits have influenced organizationally rel evant behaviors; from 

the interview success, performance, leadership, and boundary spanning ( Barrick & 

Mount, 1991 ; Caldwell & Burger, 1998; House & Wyocke, 1991). Allport and Odbert 

(1936) defined personality traits as "generalized and personalized determining 

tendencies -consistent and stable modes of an individual's adjustment to his 

environment" . 

At the core of modern personality research is a hierarchical framework 

referred to as the five-factor model of personality - "Big Five" studies ( Digman, 

1990, McShane & Von Glinow, 2000) have reported that certain personality traits 

predict certain work related behavior, stress react ions and emotions fairly well. 

Scholars have reintroduced the idea that effective leaders have identifiable traits and 

that personality explains some of a person's positive attitudes and life happiness. 

Most important is that personality traits seem to help people find the jobs that best suit 



4 

their needs. Many organizations use personali ty lests to help them to become more 

aware of themselves and find better career directions. 

Within organizations, personality similarity may fac ilitate soc ial integration 

among members (O'Rei lly, Caldwell , & Barnett, 1989), reduce ro le confli ct and 

ambiguity (Tsui & O 'Rei lly, 1989; Turban & Jones, 1988) . 

Various studies on re lationship of personality traits and others variables have 

established substantive relations between personality traits and occupational career 

success. Studying the personality traits is essential from the perspective of the career 

decision process. Personality provides two important aspects, one is suitabil ity -

matching of a person ' s personality with his/her chosen vocational preference and 

second- personality which is related to traits essenti al for wo rking in specific 

occupational groups /services to funct ion better in the profession . 

l>ersonality and Occupation 

Specific occupations attract people with similar personality characteristics 

(Brown, Brooks, & Associates, 1990; Cattell , Eber, & Tatsuoka, 1998; Holland, 1964; 

Pietrofesa & Splete, 1975). The objective of personality study is to guide employees 

towards proper behavior in an organization. Different employees have varied 

characteristics . A particular type of personality is needed for a particular job 

performance . It is therefore essential to measure persona lity characteri stics for the 

proper placement of an employee in a suitable job as per his personality features. 

Personality and occupations affect each other. There is no one type of 

acco untant, hockey coach or sa lesman, instead members of each occupat ion tend to 

have ' family resemblances, in how they act and even look. This ' family resemblance' 
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is because our physical attributes and personality traits interact with our occupations . 

It is generally recogni zed that people 's personalities and interests can influence their 

work performance and adjustments in their jobs. Individuals with certain personality 

patterns and interests may be more inclined to look for and do certain types of jobs as 

it is beli eved that there is a theoretical relationships between personality and 

professional preferences (Malik, 2001). 

Acco rding to Roylesberg (1944), any occupation which has a variety of 

specialties in it, is perceived in varying ways by those who are planning to join it and 

these differences are associated with persona lity traits . Job choice is affected by 

personality e.g., outgoing people are more likely to go into sales and arti sts are found 

to possess hi gh degree of creative intelI ectua1 ability and they excel in that field if 

they move in the right direction. Biologists and Phys icist work with more details and 

essentia ls because they are like that by nature. It is observed that there are great 

differences in the personalities of people belonging to diffe rent profess ions (Malik, 

2001 ). 

The association of identifiable personality characteristics with certain 

occupations has been a subj ect of research for a number of years e.g, Holland (1964, 

1973) demonstrated that the choice of occupation is dependent upon personality type. 

Omundson, Schroeder, and Stevens (1996, 1997) studied various aspects involving 

the relationships between ethn icity, gender, job satisfaction and the characteristics 

termed Type-A Personality. A myri ad of factors can influence an individual' s 

occupational choice. Among these variables are abilities, interests , personal resources, 

genera l economic conditions, parenta l models, and cu ltural pressures . Not on ly 

tangible factors (e.g., salary range) but also personal preferences (e.g., working a lone 

versus interacting with others extensively) can affect occupational choice. In fact , 
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vocational guidance counselors typicall y endorse the assumption tha t personal career 

development should relale to an individual's self-awareness, behaviors, and attitudes. 

In other words, self- understand ing can be vital to an indi vidual's awareness of why a 

particular vocation mayor may not be personally fu lfil li ng (Kro ll , Dinklage, Lee, 

Morley, & Wi lson, 1970) . 

One of the most venerable, but leas t we ll -substanti ated , hypotheses in 

vocational psychology has been that occupations differ in the personaliti es of their 

members. The reason that this hypothesis has been so viab le is probab ly twofold: 

First, widely held cultural stereotypes of occupations, such as the meek accountant 

and the aggress ive salesman, tend to support its credibility; and , second, some 

significant differences between occupations on measures of personality have been 

fou nd . As with studies of occupational differences in aptitudes and interests, however, 

those of personality indicate that occupations are mLich more similar than they are 

different (Crites, 1969). 

Review of literature illustrates that over a hundred studies were conducted to 

see the personality profile differences/similari ties in different occupations. The 

general approach was to compare the personality profile of individual working in one 

occupation to other e.g., profile of influential science teachers, regular science 

teachers, and science research students, (Handlery & Bledsoe, 1968) profile 

differences between Military and Civilian Instructors (May, 1973), occupational 

profiles on 16PF Questiolmaires (Cattell, Day, & Meeland, 1956). Vocational profi les 

offer valuable assistance to educators and employers in vocational guidance and 

professional development. Personality factors have been linked to specific 

occupations including: academic professions, psychiatri sts, techn icians, medical 

personnel, and social workers (Ca ttell , 1989; Hol land , 1973 , 1985). Indian scientist 
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and researcher (Phodke, 1968), po li ce officers (Cooper, Robertson , & Sharman, 

1986), po li ce candidates (Lon & Strock, 1994). 

Occupational stabi lity assessments have been in use for number of decades. 

While they were very strong during the fifties and sixties, when different 

organizations realized the necessity of ensuring a good match between the employee 

and the job if performance was to be efficient. Assessments are now based upon a 

comparison between people 's obtained profiles as determined by the assessments and 

a set of profiles proven to be effect ive for the job. 

Every individual has abilities, interests, traits and other characteristics, which 

if he/she Imows ahead in professional li fe can make him / her happier and more 

effective worker and a useful citizen, wou ld help to utilize hi s potential in a better 

way. The relationship between personality and vocation was described by Costa, 

McCrae, and Holland (1984) when they stated vocational interests are strongly related 

to personality. 

An Occupational selection that has become important in the modern age; one 

major area has been the study of persons in different occupations, for instance, 

teachers (Gough, Durflinger, & I-Iill, 1968); police officers (Hogan, 1971; Pugh 

1985); police personality (Glasner, 2005; Gould , 2000) Personality traits of 

individuals 111 different specialties of librarianship (Williamson, Pemberton, & 

Lounsbury, 2008); personality traits in mmors (Grum, Kobal, Arneric, Horvart, 

Zenko, & Dzeroski, 2006); and effect of personality on executive career success 

(Boudreau, Boswell, & Judge, 2001); 

The use of occupational assessment IS not limited to a certa in type of 

employee, such as production or skilled trade's workers. They have been found to be 

extremely effective right across the spectrum of employees. Many studies have 
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recently become ava ilabl e on measures as predictors of achi evement in a variety of 

speciali st professional schools such as teacher training, computer programming, 

nursll1g, etc. Between 1950 and 1969 the contributions of varioLis psychologists 

working with 16PF (Cattell , 1968) have enabl ed to organize information on sixty 

occupational profi les. Research is rapidly establi shing profile types for vanous 

clinical diagnostic and prognostic groups for occupation, etc. Research on teacher 

personality is based on the ass umption that the teacher as a person is a significant 

variable in the teaching-learning process. Personality influences the behavior of the 

teacher in diverse way such as interaction with students, method se lected, and 

learning experiences chosen (Murray, 1972). 

Teachers are the ones who influence the student. Most studies up to now have 

shown that the personality of a teacher surely affect the students. Studies also show 

that students while evaluating their teachers pay more attention to their personalities 

than their professional characteristics (Lewis, 2000). Gruickshank, Jenkins, and 

Metcalf (2003) reported that effective teachers are enthusiastic, have warmth and 

possess a sense of humor. 

Malikow (2006) evaluated teacher's effectiveness in order to ascertain the 

grade level, subject and characteristics of exceptionally effective teachers as reported 

by students. Characteristics most often cited by students were sense of humour, 

enthusiastic, creative, caring, flexible, approachab le, dedicated, practical , optimistic, 

inspiring, energetic, patient, confident, honest, insightful , and moral. 

Ozel (2007) observed that teachers with different personalities affect their 

students in different ways. The personal characteristics of teacher playa significant 

role in determining the limits of his studies and affect his teaching experiences. 
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Personality Traits and Job Performance 

Research on Personality traits/profi les has focused on the notion that 

individuals with certain persona lity tra its perform better in spec ifi c careers. For 

example students, nurses that are more successful during training have specific 

personality profiles (Bruhn, Bunce, & Greacer, 1978) . 

Satterwhile, Fleenor, Braddy, Feldman, and Hoapes (2009) studi ed the 6582 

incumbents from eight organizations in eight occupations for homogeneity of a set of 

personality characteristics. The result indicated that hypothesis related to homogenei ty 

was supported both w ithin organizations as well as within occupations. It showed 

homogeneity within occupations was hi gher than that fo und in organizations. 

In other study related to personality traits carried out by Harrell and Harrell (as 

cited in Smithers & Foster, 2002) shows that business students who reach general 

management positions earlier in their careers tend to be more socia lly extraverted and 

desire higher levels of independence and autonomy. Individuals that take up various 

military jobs such as pilots, military so ldiers , submarine personnel, navy divers , and 

naval officers have personality traits that distinguish them from the general population 

(e.g. , Bartram, 1995; Beckman, Lall , & 10hnson, 1996; Moes, Lall , & 10hnson, 1996). 

Bartram and Dale (as c ited in Smithers & Foster, 2002) concluded that those 

individuals who were more successful in pilot training were more ex traverted than 

those less successful. These findings were confirmed in another study by same 

researchers which demonstrated that those in fli ght schoo l are more emotionally 

stable and ex traverted than the general popUlation. 

The selection of an occupation is influenced by the indi vid ual's perception of 

its abili ty to affi rm his or her self identity. Costa, McCrae, and Ho ll and (1 984) 
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addressed the consistency of ind ividua l characteristics when they stated that 

vocationa l interests and their associated personality traits are strongly. Filer (1986) 

stated "Predictions of individual occupation should be based not on observed job 

characteristics such as wages but rather on individual productive attributes and 

tastes" (p. 413) . These productive attributes include ed ucation, experience, and 

personality traits that make certain workers better suited for particular jobs. Haun 

(1966) stated a career in professional recreation call s for exceptional sensitivity to 

people, mature understanding of their needs, eage rness to share their enthusiasm, 

patience to hand le complaints, remain undeterred by rebuffs and capacity to try for the 

hundredth time when they have fa iled for ninety-nine. 

Vocational profiles for over sixty professions developed by Catte ll , Eber, and 

Tatsuoka (1988) offer valuable assistance to educators and employees in vocational 

guidance and professional development. 

Hartston and Mottram (as cited III Mckenna, 2005) examined 603 middle 

managers representing a wide range of managerial jobs completed the 16 PF 

questionnaires when attending a course at a UK management co llege. Result reveals 

that accountants tend to be more critical and aloof than the average manager. They are 

more precise and objective, but are somewhat rigid in their attitudes . They share with 

bankers a lower level of competitiveness than other managers. 

I-Iartston and Mottram (1976) Sales manager genera ll y displayed an extrovert 

nature-outgoing, adaptive, and attentive, with a competitive nature. They tended to be 

cheerful , talkative, enthusiastic, adventurous, sociable, friend ly, impul sive, carefree, 

and unconventional. Engineers like accountants, tend to be more critica l and aloof 

than other managers they also tend to be introspective and less communicative than 

other managers, and show a tendency towards s lowness and caution. They are more 
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tough-minded than other managers, unsentimental, self-re li ant, responsible, and 

capabl e of keeping to the point. They tend to be conventional and are concerned with 

objectivity and immediate practicalities, rather than indulging in far-fetched 

imaginative ideas. Production managers like engineers, are tough-minded and 

conventional, but are more assertive and feel free to participate in and to criti c ize 

group behavior Hartston and Mottram (as cited in Mckenna, 2005)As a result, they 

are likely to minimize personal contact with others. They tend to be well informed 

and inclined to experiment with solu tions to problems. Likewise, they are receptive to 

change and new ideas, and are inclined towards analytica l thought (as cited in 

Mckenna, 2005). 

Personnel Managers tend to be more outgoing and adaptable than other 

managers and prefer occupations that deal w ith people. They are more sensi tive and 

tender-minded, less realistic and tolerant of the rougher aspects of life, and more 

cultured. They tend to focus more in group or committee meetings, slowing down the 

process of decision taking. They also tend to be more imaginative than other 

managers and are more concerned with introspection and the inner life-an important 

characteristic for anyone involved in planning and looking beyond immediate needs. 

Though they may be somewhat impractical , care less, and, to a limited extent, lacking 

in self-control, they display a romantic liking for travel and new experiences 

(l-Iartston & Mottram, 1976) 

Shneidman (1984) identified characte ri st ics which distinguish different 

degrees of sLlccess in life among members of a relatively successfu l group of lawyers. 

Result indicates that highest successes were related to contentment, self-confidence, 

openness and spontanei ty, a wide range of cultural interests and relative freedom from 

pervasive feelings of hostility, irritability and dissatisfaction. 
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DuttaRoy ( 1992) examined persona lity traits of lndian Antarc tic expeditioners 

with Catte ll 's 16PF (Form A). The study sugges ts that expeditioners are aloof, 

objective, intelligent, independent, problem solver, optimistic, cheerful , self­

sufficient, resourceful , careless of soc ial rul es and have little inhibition to 

environmental threat. 

DuttaRoy (1994b) conducted a study to determine, relative importance of 

personality factors of Cattell's 16 PF in discriminating four occupational groups, 

namely, teachers, physicians, bank managers, and fine artists. Results indicate 

differences between four occupational groups. 

Mukeljee and DuttaRoy (1994) explored the personality profiles of two 

occupational groups, physicians and teachers belonging to two differe nt cultura l set -

ups, namely Indian and British cultures .. Results showed significant mean differences 

in some personality factors of two occupational gro ups in both cultures and wide 

difference between Indian and British occupational groups . 

In another study DuttaRoy (1995) compared personality factor scores of 

experienced teachers, physicians, bank managers , and the fine artists. Factor scores 

were derived from factor loadings of Cattell ' s 16PF (Form A). Six factors (Relaxed­

anxiety, Forthright-complex, less moralistic- hi gh moralistic, introversion­

extravers ion, tough minded- tender minded , low inte lligence-high intelligence) were 

obtained through principal component analysis with varimax criterion. Results 

showed that teachers are significantly more extraverted and anxious, physicians are 

more intelligent, introverted and anxious, bank managers are more extraverted, 

relaxed, tough minded and intelligent, artists are introverted and tender minded. 
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Trait Theories of Personality 

Personality theorists can be classified in two different schoo ls of thoughts; 

situational theori sts and trait theorists (o r some combinat ion of the two) . 

Situationali sts include social psychologists and behaviorists who beli eve that 

environmental factors are key determinants of personality. They proclaim that specific 

environments reinforce and influence behavior eventually shaping one's personality. 

Individual di ffere nces are explained by these theorists as "error variance" (McAdams, 

1992). 

Trait theorists on the other hand contrad ict situational theorists and offer an 

explanation for the "error variance" found between subj ects experi encing the same 

situat ion. They explain that these individual differences are supported by the existence 

of traits, which remain stable across numerous situations. These traits influence 

individuals to act differently when fac ing similar situations. 

Five Factor Model supporters imply that personality can be understood in 

terms of the five broad traits of adj ustment, extraversion, consc ientiousness, 

agreeableness and combination of imagination and curiosity. A "trait" is a temporally 

stable, cross-situational individual difference . Presently, the most popular approach 

for studying personality traits are two important models with five factors ; Costa and 

McCrae's Five-Factor model, and Go ldberg 'S Big F ive (as cited in McAdams, 1992). 

The distinctions between these two models li e in how the factors are named, as well 

as how they are linguistically modeled. 

The Five-Factor model represents the factors as Openness, Conscientiousness, 

Extraversion, Agreeableness, and Neuroticism (OCEAN). The Big Five mode l 

replaces " neuroticism" with "emotional stability," and names the "openness" factor 
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" intelligence." These fac tors are named based on th e logic of " lex ical hypothesis" 

(Cattell ' s, 1943) that important, sociall y significa nt ind iv idua l di fferences will have a 

word in any given natural language to describe them (this hypothes is has held up very 

well for most languages, but failed in a Chinese ex periment). Therefore, the Big Five 

are based upon factor analyses of a ll (or a large number) of the trait-descriptive 

adject ives in a natural language, as co ll ected f1'0111 a dictionary . T he Big Five are 

meant to provide a comprehensive description of phenotypic personality traits. They 

are not necessarily meant to have a biological basis. The big five model is a 

descriptive taxonomy that attempts to organize and qualify traits, which make up the 

foundation of trait theory. 

Several theories conceptuali ze the Big Five as relational constructs. In 

interpersonal theory (Wiggins & Trapnell , 1996), the theoretical emphasis is on the 

individual in relationships. The Big Five are taken to describe " the relat ive ly enduring 

pattern of recurrent interpersonal situations that characterize a human li fe" (Su llivan, 

1953, p. 110); thus conceptualizing the Big Five as descriptive concepts. Wiggins and 

Trapnell (1996) emphasize the interpersonal motives of agency and communion, and 

interpret all of the Big Five dimensions in terms of their interpersonal dimensions in 

the Big Five; they receive conceptual priority in th is model. 

The evolutionary perspective on the Big Five holds that humans have 

evolved "difference-detecting mechanisms" to perceive individual differences that are 

relevant to survival and reproduction (Buss, 1996). Buss views personality as an 

"adaptive landscape" where the Big Five traits represent the mos t sali ent and 

important dimensions of the individual 's survival needs. The evolutionary perspective 

(Buss, 1999) equally emphasizes person perception and individual differences, 

because people vary systematicall y along certain trait dimensions. 



15 

McCrae and Costa (1996) view the Big Five as causal persona l ily dispositions . 

Thei r Five-Factor Theory (FFT) is an exp lanatory interpretation of the empirica lly 

derived Big Five taxonomy. The FFT is based on the finding that all of the Big Five 

dimensions have a substantial genetic basis (Lochl in , McCrae, Costa, & John , 1998). 

McCrae and Costa distinguish between " basic tendencies" and "characteri sti c 

adaptations." Personality traits are basic tendencies that refer to the abstract 

underlying potentials of the individual , whereas attitudes, roles, relationships, and 

goa ls are characteristic adaptations that refl ect the interactions between basic 

tendencies and environmenta l demands accumu lated over time. Accord ing to McCrae 

and Costa, basic tendencies remain stable across the life course whereas characteristic 

adaptations can undergo considerable change (as cited in Wiggins, 1997). Instead, the 

concept "extraverted" stands in for biologica l structures and processes that remain to 

be discovered. This view is similar to Allport 's ( 1937) account of traits as 

neuropsychic structures and Eysenck's view of traits as biological mechanisms 

(Eysenck & Eysenck, 1985). 

Smithikrai (2007) examined the predictive power of each facet of the five 

factor model of personality on job success in a Thai sample. The sample consisted of 

2518 Persons from seven occupations. Research found that for all occupational 

groups ' neuroticism was significantly negatively correlated with job SLiccess, while 

extraversion and conscientioLisness were significantly positively co rrelated with job 

success. Moreover conscientiousness was the only personality trait that consistently 

predicted job sLiccess across occupations. 
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Evaluating the Trait Perspective 

Trait approaches have several v irtues. They provide a c lear, straightforward 

explanation of people's behav ioral consistencies. Furthermore, traits allow us to 

readily compare one person with another. Because of these advantages, trait 

conceptions of persona li ty have had an important practical influence on the 

development of several personality measures (Buss, 1989; Funder, 1991). 

On the other hand, trait approaches have some drawbacks. For example, 

various trait theo ries describing personality come to quite different conclus ions about 

which traits are the most f1.ll1damental and descriptive. The di ffic ulty in determining 

which of the theories is most accurate has led some personality psychologists to 

question the validity of trait conceptions of personality in general. 

There is another fundamental difficu lty with trait approaches. Even if one is 

able to identify a set of primary traits , the person is left with little more than a label or 

description of personality-rather than an expl anation of behavior. If someone donates 

money to charity because he or she has the trait of generosity, the ques tion is why the 

person became generous in the first place, or the reasons for displaying generosity in a 

given situation. According to some critics, traits do not provide explanations for 

behavior; they merely describe it (as cited in Feldman, 1997). 

Throughout the past decade, there has been Ii growing consensus that 

individual differences in personali ty may be pars imoniously described by a 

hierarchi cal system composed of three to seven major trait approaches, the five-factor 

models have gained distinct prominence (John & Srivastava, 1999; Peeving, 1994). 

1 he Big Five traits-Neuroticism, Extraversion , Openness, Agreea bleness , and 

Conscientiollsness-emerged fro m decades of research and have been celebrated for 
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their ability to simplify an otherwise overwhelming number of traits (I-lofstee, 1984; 

John, 1990; McCrae & Costa, 1987), their cross-cul tura l app licabi lity (McCrae & 

Costa, 1997), and their abi lity to predict health-re levant and other outcomes (e.g., 

Emmons, 1995). A lthough the adequacy the five-factor model of trait has been 

debated (e.g. , Block, 1995a; Peruvian, 1994) , severa l Big 5 trait measures are 

currentl y in w ide use (Widiger & Trull , 1997). Furthermore, although researchers 

often debate the emphases associated with each model or measure, proponents of the 

various Big 5 conceptualizations sometimes unite and procla im, "Despite differences 

in emphas is and interpretation there is agreement among all these investigators that 

they are address ing the same phenomenon" (Costa & McCrae, 1992, p. 653) . 

Allport's trait theory. The first and the most prominent trait theorist is 

Gordon Allport (1897-1967) Allport and Odbert began by listing 17, 953 words in the 

English language that refer to characteri stics of personality and reducing them to a 

smaller list of trait names (Allport & Odbert , 1936). A trait was defined as a 

" neuropsychic structure having the capacity to render many stimuli functionally 

equivalent, and to initiate and guide equivalent(meaningfully consistent) forms of 

adaptive and expressive behavior" (Allport, 196 1, p. 347) Allport visuali zed human 

personali ty as consisting of the dynamic organization of those traits that determine an 

individual 's unique adjustment to the environment. A card inal trait is a single 

characteri stic that directs most of a person's activiti es . According to All port, there are, 

in order of their pervasiveness across different situations, cardinal traits (e .g., 

authoritarianism, humanitarianism, Machiave llianism or power stri ving, sadism, 

narci ss ism or self-love), central traits (e .g., affect ionateness, assertiveness, 
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distractibility, honesty, kindness, reliability, sociabi lity) , and secondary traits (e.g. , 

food preferences or musical preferences) . 

Cattell, Eysenck, and the Big Five. Eysenck ( 1970) deve loped a model of 

personality based on traits that he beli eved were highl y heritable and had a likely 

psycho physiological foundation. The three main traits that met these criteria, 

according to Eysenck, were extraversion- introvers ion (E) neuroticism- emotional­

stability (N), and psychoticism (P). Together they can be easil y remembered by the 

acronym PEN. 

Five Factor Model. In the past two decades, the taxonomy of personality 

traits that has received the most attention and support from personality researchers has 

been the five-factor model-variously labeled the five-factor model, the big five and 

even in a humorous vein, The High Five (Costa & McCrae, 1995 ; Goldberg, 1981 ; 

McCrae & John, 1992; Saucier & Goldberg, 1996). The broad traits composing the 

big five have been provisionally named: (i) surgency or extraversion, (ii) 

agreeableness, (iii) conscientiousness, (iv) emotional stability, and (v) openness­

intellect. This five-dimensional taxonomy of personality traits has accrued some 

p ersuasive advocates (e.g. , John, 1990; McCrae & John, 1992; Saucier & Goldberg, 

1998; Wiggins, ] 996), as well as some strong critics (e. g., Block, 1995b; McAdams, 

1992). To understand how these five factors were identifi ed and what they mean. The 

five-factor model was originally based on a combination of the lexical approach and 

the statistical approach. The lexical approach started in the 1930s, with the pioneering 

work of Allport and Odbert (1936), which laborious ly went through the dictionary 
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and identified some 17, 953 trait terms from the English language (which then 

contained roughly 550,000 separate entries). 

A llport and Odbert then divided the ori ginal set of trait terms into four lists (1) 

stab le traits (e.g., secure, intelligent) , (2) temporary states, moods and activities (e.g., 

agitated, excited), (3) social evaluat ions (e.g. , charming, irritating), and (4) 

metaphorical , physica l, and doubtful terms (e.g., prolific, lean) . The li st of terms from 

the first category, consisting of 4, 500 presumabl y stable traits, was subsequently used 

by Cattell (1943) as a starting point for hi s lex ica l analysis of personality traits. 

Because of the limited power of computers at the time, however, Cattell could not 

subject this list to a factor analysis. Instead, he reduced the list to a smaller set of 171 

c lusters (groups of traits) by eliminating some and lumping together others. He ended 

up with a smaller set of 3 5 clusters of personali ty traits. 

Fiske (1949) then took a subset of22 of Cattell's 35 clusters and discovered, 

through factor analysi s, a five-factor so lution. However, this single study of relatively 

small sample size was hardly a robust foundation for a comprehensive taxonomy of 

personality traits. In historical treatments of the five-factor model, therefore , Fiske is 

noted as the first person to discover a version of the five-factor model, but he is not 

credited with having identified its precise structure. 

Tupes and Christal (1961) made the next major contribution to the five-factor 

taxonomy. They examined the factor structure of the 22 simplified descriptions in 

eight samples and emerged with the Five-Factor Model: Surgency, agreeableness, 

conscientiousness, emotional stabi lity, and cu lture. 

This factor structure was subsequently repli ca ted by Norman (1963), then by a 

host of other researchers (e.g ., Botwin & Buss, 1989; Digman & Inouye, 1986; 

Goldberg, 1981 ; McCrae & Costa, 1985) . The past 20 years have wi tnessed an 
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explosion of research on the big five . Indeed, the big five taxonom y has achieved a 

greater degree of consensus than any other tra it taxo nomy in the history of personality 

tra it psychology. 

Personality Traits and Five Factor Model 

Silverthorne (200 1) compared the effective and non effective leaders in the 

U.S., the Republic of China (Taiwan), and Thail and. Based on the results of this 

study, there is evidence that the five factor model of personality relationship to 

leadership has support in the U.S . sample. Further support is found to four of the five­

factors in the Republic of China sample but only for two of the factors, in the 

Thai land sample. Overal l, effective managers differ from less effec ti ve ones in 

describing themselves as more extraverted, more agreeable, more conscientious and 

less neurotic in all three cultures and U. S. managers but not Chinese and Thai 

describe themselves as more open to experience. 

Braun, Prusaczyk, Goforth, and Pratt (1994) compared the personality profiles 

of US Navy, Sea-Air-Land (SEAL) personnel on five broadl y defi ned domains of 

NEO personality inventory. SEAL scored lower in neuroticism, agreeableness, 

average in openness and higher in extraversion and conscientioLisness. High 

extraversion and conscientiousness scores predict job performance in other 

professions. Result indicates that, although SEAL seek excitement and dangerous 

environments they are otherwise, stable, ca lm, and rarely reckless or impulsive. 

McCrae and Terracciano (2005) used the NEO-PJ-R questionnaire to assess 

the universality of the Five Factor Model across 50 cultures. Again using exploratory 

facto r analyses, these authors found that, with the exception of several African 
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co untri es, the Five Factor Model was replicated in each cu lture. Even in the dissimilar 

African cultures, only the openness factor was less c learly replicated. 

Mastor, Hamzah, Yaacob, and Jafar (2007) invesligated the personali ty traits 

orientat ion of Malay and Chinese students majoring in engineering courses. The 

NEO-PI-R Personality Inventory by Costa and McCrae was used to assess the 

Personali ty profile. Result revea led thal the Ma lay engineering students were found to 

have a higher leve l of neuroticism and agreeab leness than the Chinese engineering 

students. It was also fo und that Chinese engineering students were higher on openness 

domain than their Malay Co lleagues. 

Goldberg's Five-Factor Model. The five-factor model has proven to be 

astonishingly replicable in studies using Engli sh language trait words as items 

(Goldberg, 1981, 1990; John, 1990). The five factors have been found by more than a 

dozen researchers using diffe rent samples. It has been replicated in every decade for 

the past half-century, suggesting that the five-factor structure is repli ca ble over time. 

It has been replicated in different languages and in diffe rent item formats. In its 

modern form, the big five taxonomy has been measured in two major ways. One way 

is based on self ratings of single word trait adj ectives, such as, ta lkat ive, warm, 

organized, moody, and imaginative (Goldberg, 1990), and one way is based on self­

ratings of sentence items, such as "lvly life is jc/st-paced" (McCrae & Costa, ] 999). 

Go ldberg (1990) has done the most systematic and thorough research on the 

bi g five lIs ing s ingle word trait adjectives. The taxo nomy Goldberg has confirmed 

through facto r analysis is remarkably similar to the structure fOLind by Norman 

(1963). According to Goldberg (1990) , key adjective markers of the big five are as 

fo llows: 
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1. &IJgency or extroversion; talkative, extraverted , assertive, forward , outspoken 

versus shy, qui et, introverted, bashful , inhibited. 

2. Agreeableness; sympathetic, kind , warm, understand ing, s incere versus 

unsympathetic, unkind , harsh, crue l. 

3. Conscientiousness; organized, neat, orderl y, practica l, prompt, meticu lous 

versus disorganized, disorderly, care less, sloppy impractical. 

4. Emotional stability; calm, relaxed stable versus moody, anxio us, insecure. 

5. intellect or imagination; creative, imaginative, intellectual versus uncreative, 

unimaginative, un-intellectual. 

This five-factor structure has been replicated extensively among English­

speaking samples, is robust across different factor-analytic techniques, and shows the 

same factor structure for men and women. In add ition to measures of the big five that 

use single trait words as items, the most widely used measure using a sentence-length 

item format has been developed by Costa and McCrae. It 's called the NEO-PI-R; the 

neuroticism-extraversion-openness (NEO) Personality Inventory (PI) Revised (Costa 

& McCrae, 1989). Using more sophisticated techniques, these investigations 

identified the same five dimensions-known as the Big Five personality dimensions (as 

cited in McShane & Von Glinow, 2000). 

Extroversion characterizes people who are outgoing, talkative, sociable, and 

assertive. The opposite is introversion, which refers to those who are quiet, shy, and 

cautious. Introverts do not necessaril y lack social skill s. Rather, they are more 

inclined to direct their interests to ideas than to social events. Introverts feel quite 

comfortable being alone, whereas ex troverts do not. 
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A greeablelless. This includes the traits of being courteous, good-natured, 

emphatic, and caring. Some scholars prefer the label of "fri endl y compli ance" for this 

dimension , with its opposite being " hostile noncompliance". Peopl e with low 

agreeab leness tend to be un cooperative, short tempered , and irritable. 

Conscientiousness refers to people who are careful , dependable, and self­

disciplined. Some scholars argue that this dimension a lso includes the will to achieve. 

People with low conscientiousness tend to be ca reless, less thorough, more 

disorganized, and irresponsibl e. Conscientiousness has taken center stage as the most 

valuable personality trait for predicting job performance in almost every job group. 

Conscientious employees set higher personal goa ls for themselves, are more 

motivated and have higher performance expectations that do employees with low 

levels of conscientiousness. High-conscientiousness employees tend to have higher 

levels of organizational citizenship and work better in workplaces that give employees 

more freedom than in traditional "command and control" workplaces. Employees 

with high conscientiousness, as well as agreeableness and emotional stability, also 

tend to provide better customer service (McShane & Von Glinow, 2000). 

Emotional Stability. People with high emotional stability are poised, secure, 

and calm . Those with emotional instability tend to be depressed , anxious, indecisive, 

and subj ect to mood swings. 

Openness to Experience. This dimension is the most complex and has the 

least agreement among scholars. 1t generall y refers to the extent to which people are 
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sensitive, fl ex ible, creative and curiolls. Those who score low on thi s dimension tend 

to be more resistant to change, less open to new ideas, and more fixed in their ways. 

Several studies (as cited in Mcshane & Von Glinow, 2000) have found that 

these personality dimensions affect work related behavior and job performance. 

Champions of organizational change (peop le who effective ly gain support for new 

organizational sys tems and practices) seem to be placed a long the positive end of the 

five personality dimensions described above. Peop le w ith high emotional stability 

tend to work better than others in hi gh-stress s ituations. Those with high 

agreeableness tend to handle customer relations and conflict based situations more 

effectively. 

Empirical Correlates of the Five Factors. Over the past 15 years, a 

tremendous volume of research has been conducted on the empirical correlates of 

each of the five factors . Some of the most interesting findings are: 

J!:':y:traversion. Extroverts love to party-they engage in frequent social 

interaction, takes the lead in livening up dull gatherings, and enjoys talking a lot. 

Evidence suggests that social attention is the cardinal feature of extraversion (Ashton, 

Lee, & Paul1onen , 2002). From the perspective of the extravert, "the more the 

merrier", Extraverts have a greater impact on their social environment, often 

asslImmg leadership positions, whereas introverts tend to be more li ke wallflowers 

(Jenson-Campbell & Graziano, 2001). Extraverted men are more likely to be bold 

with women they don't know, whereas introverted men tend to be timid with women 

(Berry & Miller, 2001 ). Extraverts tend to be happ ier, and this pos iti ve affect is 

experienced most intensely when a person acts in an extraverted manner (Fleeson, 
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Malanos, & Achill e, 2002). But there are a lso down sides-extraverts like to drive fast , 

listen to music while driving, and as a consequence, tend to get into more car 

accidents, and even road fata lities, than their more introverted peers (Laj unen, 200]). 

Agreeableness. Whereas the motto of the extravert might be "leI 's liven things 

up", the motto of the highl y agreeable person might be "let's a f! gel along". Those 

who score high on agreeableness favor using negotiation to reso lve confli cts; low­

agreeab le persons tend to try to assert their power to reso lve social confli cts (Graziano 

& Tobin, 2002; Jensen-Campbell & Graziano, 200 1) . The agreeable person is also 

more likely to withdraw from social confli ct, preferring to avo id situations that are 

unharmonious. Agreeable individuals have as card inal goa ls harmonious social 

interaction and cooperative family life. 

Agreeable children tend to be less often victimized by bullies during early 

ado lescence (Jensen-Campbell , Adams, Perry, Workman, Furdell , & Egan, 2002). 

One might suspect, politicians, at least in Italy, tend to score high on scales of 

agreeableness (Caprara, Barbaranelli, Consiglio, Picconi, & Zimbardo, 2003). At the 

other end of the scale of agreeableness li es aggress iveness . In a fascinating study of 

daily acts, Wu and Clark (2003) found that aggressiveness was strongly linked to a 

host of everyday behaviors. Examples include: hitting someone else in anger. 

Agreeab le individuals, in short, get along well with others, are well liked, avoid 

confl ict, strive for harmonious fami ly li ves, and may selectively prefer professions in 

which their likeability is an asset. Disagreeable individuals are aggress ive and seem to 

get themselves into a lot of social confli ct (Larsen & Buss, 2005). 
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Conscientiollsness. If extraverts party up and agreeab le people get along, and 

then conscientious individuals are industri ous and get ahead. The hard work, 

punctuality, and reliable behavior exhibited by conscientious indiv iduals result in a 

host of life outcomes such as a higher grade point average, greater job satisfaction, 

greater job security, and more positive and committed social relationsh ips (Langford, 

2003). Those who score low on conscienti ousness, in contrast, are like ly to perform 

more poorly at school and at work. The high-C individual, in slim tends to perform 

we ll in school and work, avoids breaking the ru les and has more stab le and secure 

romantic relationship (Larsen& Buss, 2005) . 

Emotional Stability. Life poses stresses and hurdles that everyone must 

confront. The dimension of emotional stability taps into the way people cope with 

these stresses. Emotionally stable individuals are like boats that remain on course 

through choppy waters. Emotionally unstable people get buffeted about by the waves 

and wind and are more likely to get knocked off course. The hallmark of emotional 

instability or neuroticism is variability of moods over time-such people swing up and 

down more than emotionally stable individuals (Murray, Allen, & Trinder, 2002). 

Perhaps as a consequence, emotionall y unstab le indi viduals experience more fatigue 

over the course of the day (De Vries & Van Heck, 2002) . 

Psychologically, emotionally unstable individuals are more likely to have 

dissociated experiences such as an inability to recall important life events, feeling 

disconnected fi'om life and other people, and fee ling like they've woken up in a 

strange or unfamiliar p lace (Kwapi l, Wrobel, & Pope, 2002) . 

Emotional instability augurs poo rly for professional success .. This may be 

partly due to the fact that emotionally unstable people are thrown off track by the 
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everyday stresses and strains that all go through. It may be partl y due to their 

experi ence of greater fat igue. But it may a lso be attributable to the fact that they 

engage in a lot of "self-handicapping" (Ross, Canada, & Rausch, 2002). Self­

handicapping is defined as a tendency to "create obstacles to succes.~fi,f/ achievement 

in peliorrnance or competitive situations in order to protect one's sel:f esteern" (Ross 

et a l. , 2002, p.2) . Those hi gh on neuroti cism seem to undermine themse lves, creating 

roadblocks to their own achievement. In sum, the affective vo latility that comes with 

being low on emotional stability affects many spheres of life, from sexuality to 

achievem ent (as cited in Larsen & Buss, 2005). 

Openness. Those who are high on openness tend to remember their dreams 

more, have more waking dreams, have more vivid drea ms, have more prophetic 

dreams (dreaming about something that later happens), and have more problem­

solving dreams (Watson, 2003). 

The disposition of openness has been linked to experimentation with new 

foods, a liking for novel expenences, and even "openness" to having extramarital 

affairs (Buss, 1993). One possible cause of openness may lie in individual diffe rences 

in the processing of information. A recent study found that those high in openness had 

more diffi culty in ignoring previously experienced stimuli (Peterson, Smith, & 

Carson, 2002). It 's as though the perceptual and information process ing "gates" of 

highly open people are literally more "open" to receiving information coming at them 

from a variety of sources overtime. Less-open peopl e have more tunnel vision and 

fi nd it easier to ignore competing stimuli. In sum, the disposition of openness has 

been correlated with a host of other fascinating variables from intrusive stimuli to 

possible a lternative sex partners. 
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Combinations of Big Five Variables. Many li fe outcomes, of course, are 

better pred icted by combinations of personality dispositions than by s ingle personality 

dispositions . 

Good grades are best predicted by Conscientiousness (high) and Emotiona l 

Stability (high) (Chamorro-Premuzic & Furnham, 2003). One reason might be that 

emotionally stable and conscientious people are less likely to procrastinate (Watson, 

200 1). 

Alcohol consumption IS best pred icted by high Extraversion and low 

Conscientiousness (Paunonen, 2003). Mount Everes t mountain climbers tend to be 

extraverted, emotionally stable, and high on Psychoticism (Egan & Ste lmack, 2003) . 

Happiness and experi encing positive affect in everyday life are best predi cted by high 

Extraversion and low Neuroticism (Cheng & Furnham, 2003 ; Steel & Ones, 2002; 

Yik & Russell , 2001). Leadership effectiveness in business settings is best predicted 

by high Extraversion, high Agreeableness, high Conscientiousness, and high 

Emotional Stability (Silverthome, 2001). 

Proponents of the five-factor model are typically open-minded about the 

potential inclusion of factors beyond the five factors, if and when the empirical 

evidence warrants it (Costa & McCrae, 1995; Goldberg & Saucier, 1995). 

Nonetheless, these researchers have not found the evidence for additional factors 

beyond the big five to be compelling. Positive and negative evaluation, some have 

argued, are not really separate factors but, rather, false factors that emerge simply 

because raters tend to evaluate all things as either good or bad (McCrae & John, 

1992). With respect to the attractiveness factor found by Lanning (1994) , Costa and 

McCrae (1995) argue that attractiveness is not ordinaril y considered to be a 
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personality trait, although the charming item that loads on this fac tor sure ly wou ld be 

considered part of personality. 

In addition to the possibility of discovering dimensions beyond the big five, 

some researchers have had exce ll ent success in predicting important behav ioral 

criteria fro m within the big five using the facets of the big five (Paunonen & Ashton, 

2001 a, 2001 b) . For example, in predicting course grades in a co ll ege c lass, Paunonen 

and Ashton (2001 a) found significantly greater predictability from the facet subscales 

of Need for Achievement (a facet of Conscientiousness) and Need for Understanding 

(a facet of Openness) than from the higher-level factor measures of Conscientiousness 

and Openness themselves . Paunonen & Ashton (2001 a) conclude that: "The 

aggregation of narrow trait measures into broad factor measures can be 

counterproductive fi'om the point of view of both behaviora l prediction and behavioral 

explanation" (p.78). 

In an analysis of the "big .five" personality dimensions in relation to job 

performance, Barrick and Mount (1991) concluded that people possessing 

Conscientiousness- e.g., traits such as strong sense of purpose, ob li gation , and 

persistence-generally perform better than those without this set of traits. Another 

observation was that Extroversion (i .e., traits such as being sociab le, gregarious, 

talkative,. assertive, and active) was assoc iated with effective performance in 

occupations connected with management and sales. Obviously these are jobs where 

interactions with others constitute a significant portion of the job. 

The ' big five' model as a predictor of behavior at work has received 

impressive endorsement from researchers, though there are some dissenting vo ices. 

Robertson ( 1998) argues that though the big five structure has helped to bring about a 

remarkable consensus amongst psychologists, it certainly does not escape criticism; 
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for example, no particular psychological theory accounts for its ex istence. Schneider 

and Hough (1995), after reviewing the big five debate, are criti ca l of the s implicity of 

the model and concluded that the time has not yet arrived to v iew the model as an 

adequate taxonomy. 

Hough (1992) fe lt that the big five model needed to be expanded and proposed 

a nine-factor structure, resulting in subdividing Extroversion and Conscientiousness 

and adding two new factors. The new fac tors are locus of control (the ex tent to which 

one fee ls control over events) and rugged individuali sm (the extent to whi ch one is 

decisive, independent, and sentimental) .Extroversion was sub-divided into affili ation 

(being sociable) and potency (the extent of impact, influence, and energy di splayed by 

the individual) . Conscientiousness was subdi vided into dependability (ex tent to which 

an individual is organi zed, is able to plan, respects authority, and adheres to rules) and 

achievement (striving for a competent performance). 

I-Iampson (1999) is complimentary abo ut the big five structure of personality, 

but also adds that " it remains, fo r the most part, a description of normal personality 

and therefore it is not useful in clinical applications as it is in other areas". 

In the final analysis, when relationship between personality and work behavior 

is observed and must be vigilant and recognize the potency of crucial variables e .g., 

ability and organizational conditions etc-that can influence outcomes. For example, 

there are a number of both inborn and learned abilities-such as logica l reasoning, 

linguistic skill s, numeric, manual dexterity, spati al awareness, fund of knowledge and 

expertise, and personal attributes (i. e., gender, social class, ethnic ori gin) that can 

have a significant bearing on the available opportuniti es for certa in kinds of 

experiences in life, and also influence the manner in which the world treats us (as 

cited in McKenna, 2003). 
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Research areas regarding the fi ve fac tors include the development of a 

personality tes t to assess the five facto rs, the ex tent to which the five fac tors appear in 

personality profiles in different cu ltures, and the role of the five factors in predicting 

health and illness . Costa and McCrae (1992b) constructed a tes t, the Neuroticism 

Extraversion Openness Personality Inventory. Revised (or NEO-PI-R for short) , to 

assess the big five factors in personality. 

The test also evaluates six sub-d imens ions that make up the five main factors. 

Costa and McCrae (1989) believe that the test can improve the diagnosis of 

personality disorders and help therapists understand how therapy mi ght influence 

different types of cli ents. 

The Measurement of Personality Traits 

Personality measures have a long history of use in industry and Government. 

They are used in the federal and state prison systems to make decisions about inmates. 

They are also widely used in industry to match people with particular jobs, to help 

screen people for employment, and to select people for promotion. An employer may 

feel that emotional stabili ty is a requirement for a specific job or that the personality 

trait of honesty is especiall y important for working. Jobs may require strong 

organizational or social ski lls or the abi li ty to work in a distracting environment. 

Whether someone does well in employment settings may be determined, in part, by 

whether the individuals' personality traits match with the job requirements. 

Personality traits may predict who is likely to do well in a particular job, so it makes 

some sense to try to select people for employment based on measures of these traits 

(Larsen & Buss, 2005). 
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Another long-standing concern is how tra ils shou ld be assessed. Traits are 

individual difference dimensions like physical height or weight along which 

individuals can be ordered. However, unlike phys ica l characteristics, personali ty trai ts 

are hypotheti cal constructs that can never be observed directl y. ]nstead , they must be 

inferred. Moreover, there is no single perfec t meas ure of a trait. Trait assessment must 

therefore, rely on multiple measurements. Thus, the demonstrati on of converging 

evidence across methods has been an important goal of trait assessment and has led to 

an approach to measurement known as construct validati on (Cronbach & Meehl , as 

cited in John & Gosling, 2000) 

The trait approach to personality is largely based (Kreitner & Kinicki , 2004) 

on ratings of self and others on representative and comprehensive li stings of trait 

relevant descriptors. 

The Big Five model has served as a basis for the development of assessment 

instruments, including Big Five Trait Markers, Big Five inventories, and some 

instruments that have been shaped after the Big Five framework. Thi s vari ety of 

instrument development shows the potential of the model. Moreover, the Big Five 

model is used in many different types of investigations, such as in the judgements of 

faces (I-Ienss, 1995), the comparison of polar workers with a normative population 

(Steel, Suedfeld , Peri , & Palinkas, 1997), the construct validation of the concept of 

"argumentativeness" (Bliclde, 1997), and in the categorization of free descriptions of 

children provided by parents (Kohnstamm, Halverson, Mervielde, & Havill , 1998). 

Barrick and Mount (1991) inves tigated the role of the Big Five fac tors lt1 

relation to job performance. According to Smith and Willi ams (1 992), the application 

of the five-factor model in the health domain would lead to a more coherent 

conceptual and empirical found ation in that area. DeRaad and Schouwen burg (1996) 

organized the literature on personality, learning, and education using Big F ive fac tors 
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and fa cets (ABC) as an accommodative framework. Many more examples of 

ex ploitation of the B ig Five framewo rk can be mentioned, such as in behavior 

genetics where the Big Five factors have been taken to classify behavior genetic 

fi ndings with respect to ad ult personality (e .g., Bouchard , 1993) . Van Dam (1996) 

shows Lhat the Big Five model provides fo r a usefu l framework to understand the 

ways selectors perceive the personalities of job app l icants. 

Most of the persona lity tests L1 sed are pencil and paper tests with multiple­

choice elements. In practice they are not tests in the sense that correct and incolTect 

answers are possible to the various questions. They are rea lly ques tionnaires in which 

the job appli cant or employee seeking advancement in the organi zat ion is requested to 

state how he or she fee ls about certai n issues, and how he or she wo uld react in certain 

specified situations. 

Trait theorist can use any method of measurement to gauge traits. In practice 

the pre-eminent method has been personality inventories, which are based on some 

kind of factor analysis. Nearly all of the common personality tests are based on trait 

theory. Most modern tests , including the 16PF (Cattell , 1949), the EPQ (Eysenck & 

Eysenck, 1975), OPQ (Savills & Holdsworth, 1984), and the NEO (Costa & McCrae, 

1992) use the trait approach (as cited in Smith, & Smith , 2005) . 

Assessment techniques derived from trait concepts aim simply to profile 

person 's behavior patterns, not to revea l the hidden personality dynamics (which is 

the intent of proj ective tests) . Many trait scales provide quick assessments of a single 

trait, such as extraversion, anxiety, or self-esteem. Such measures are commonl y used 

in studies of personality and behav ior. Alternatively, psycho logists can assess several 

traits at once by administering personality inventories- longer questionnaires on which 

people respond to items designed to gauge a wide range of feelings and behaviors are 
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achieved eas ily. The purpose of personality measurement is to develop and modify 

people's personalities for better performance and goa l achi evement (Myers, 1992). 

Objective Measures of Personality 

Sixteen Personality Factol' Questionnaires (16PF). The Sixteen Personality 

Factor Questionnaire (16PF) was deve loped by Cattell (1949) psychometrically, its 

re liabi lity and validity have been amply demonstrated in numerous studies that are 

documented elsewhere (Conn & Rieke, 1994; Russel & Karo l, 1994). Having well 

developed norms for high school, college, and adult populations, it has been used in a 

wide variety of both research and clinical settings . It has been employed in vocational 

psychology to determine the personality profi les of various occupational groups. 

Personnel selection and placement have been undertaken using scores from the 16 PF 

as important data in the decision-making process.-> 

NEO Five Factor Inventory. Revised NEO Personality Inventory (NEO-PI­

R; Costa & McCrae, 1992b) is a 240-item questionnaire designed to operationalize 

the five-factor model of personality (FFM; Digman, 1990; McCrae & John, 1992; 

Funder, 2001) . Over the past decade, the FFM has become a dominant paradigm in 

personality psychology, yet most attention has been focllsed on the Big Five factors. 

The" Big Five" factor theory dominates current personali ty research (Bayne, 1994; 

I-lampson, 1999; McAdams, 1992). The five basic dimensions of personality 

accord ing to this theory are extroversion, emotional stability, agreeableness, 

conscientiollsness, and intellect. Many researchers believe that individual differences 

can be usuall y organized in terms of five broad, bipolar dimensions (John & 
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Srivastava, 1999; McCrae & Costa, 2003), dimension widely known 111 the 

professional field as the Big Five. 

Mini Markers: A brief'ver'sion of Goldberg's Unipolar Big-Five Mari{ers. 

Goldberg (1992) developed a sct of 100 unipol ar adjective markers of the Big-Five 

factor structure. Each of the five factors is indexed by a 20 item scale, for which 

Go ldberg reported alpha reliabilities ranging from .82 t .97 in variolls data set. The 

100 adjectives reproduce the expected five factor structure with ex traordinary 

robustness, (Goldberg, 1992) and have already provided a standard Big-Five 

representation in other studies (e.g., Hofstee, de Raad , & Go ldberg, 1992; Johnson & 

Ostendorf, 1993; Saucier, 1992, 1994). Go ldberg (1992) noted that re latively small 

sets of variables can serve as markers of the Big-Five structure and that variables 

administered in the unipolar formal appear to be more robust across samples than are 

bipo lar scales. 

The Mini Markers a short form of Goldberg's (1992) unipolar big-five 

measure has been selected for validation of newly developed measure i.e., Personality 

Traits Assessment Scale (PTAS) because it has proven to be one of the most 

psychometrically reliable (Mooradian, & Nezlek, 1996) and frequently used brief big­

five measure being employed widely in personality research (Diefendorf I, & Richard, 

2003) , and (McCullough, Emmons, & Tsang, 2002) and in applied sett ings across 

several disciplines, comprising of only 40 single adjective personality descriptors 

originally selected for their psychometric qualities (Saucier, 1994). 
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Personality Research Studies in Pakistan 

Several researches have been carri ed out in Pakistan to study va rious aspects 

of personality, employing different measurement approaches. As Altaf (1988) 

compared Personality Profile of delinquent and non delinquent on cpr and result 

showed significant differences between delinquent and non delinquent on the 

sociali zation scale. Eleven other scales of cpr were also found to be discriminating 

between delinquents and non delinquents. 

Akhtar (1997) establi shed a comparative psychologica l profile of political, 

organizational and military leadership in Pakistan. It was based on conceptual model 

of leadership in which leaders, followers, and situation form an ecosystem. In this 

system all three are affecting each other. Res ul ts 0 f the study have supported the 

model. Psychological profile of political , organizational and military leadership has 

been found in accordance with the basic premises of the leadership ecosystem. 

Shujaat (1992) conducted a study to assess personal characteristics of leaders 

111 business organizations. 98 executives from four renowned organizations were 

included 111 study. The instrument used was a data sheet and a questionnaire 

comprising of seven scales of British version of California Psychological Inventory 

(Cpr). The criteria of leadership success in organization were number of promotions 

achieved and salary to which the employee had ascended. The result showed 

significant differences between successful and unsuccessful executives on six out of 

seven scales i.e., Dominance, Capacity for Status, Sociability, Achievement via 

independence, Managerial Potential , and Work Orientation Scale. The difference 

between two groups was nonsignificant on Responsibility. 
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Shujaat, Zehra, and Anila ( 1996) used CPI to exp lore persona li ty 

characteri sti cs of successful and unsuccessful , technical and non technical, younger 

and older business executives through selected scales i.e. , Dominance, Capacity fo r 

Status, Sociability, Responsibility, Achievement via Independence, Managerial 

Potenti al, and Work Orientation. Resu lt revealed that successful , non technical and 

older executives showed more leadership traits as compared to the other groups. 

Saleem (1999) explored personality traits of managers using various 

leadership sty les working in different private organizations. Leadersh ip questionnaire 

to measure leadership styles (a 5 point sca le) and for measurement of attributes 

leadership assessment scale was used. Anal ysis revealed that shared leadership is 

most widely used and is an appropriate style for organization. Leaders with this style 

exhibited high mean ratings in task related and people related attributes i. e. , 

responsible, confident, honest, social and helpful to others . 

Chishti (2002) compared personality profile of general duty pil ot cadets and 

aeronautical engineering branch cadets by using the adapted version of NEO-PIR 

(Costa & McCrae, 1991). He reported nonsignificant di ffe rences between both the 

groups of cadets. 

Ashraf (2004) studied the differences between aviation and non aviation 

officers of Pakistan Air force (PAF) on five personality traits which are Dominance, 

Independence, Responsibility, Sociali zation and Ach ievement via Independence by 

using five fo lk scales of California Psycho logical Inventory (CPI; Go ugh, 1987). The 

result showed that there are nonsignificant diffe rences between av iators and non 

av iato rs on the five personality traits. 

Taj (2004) in vestigated the personality traits of work ing and non-working 

women and identified relationship with some selected demographi c variables. For this 
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purpose the Urdu version of revised NEO personali ty inventory (Chishti , 2002) was 

used. Result showed non-significant difference among working and non-working 

women on the total score of personali ty traits, but sign ificant diffe rences were found 

on fo ur facets in wo rking and non-working wo men I. e., Neuroti cism face t, 

extraversion facet, agreeable facet, and conscient ious facet wi th reference Lo 

demographic variables there was no signifi cant diffe rence was found. 

Shahid (2006) examined the re lationship of organizational culture and 

personality traits with specific reference to their impact on organizational 

identifi cation among the employees of national and multinational mobile phone 

services providing companies. Result of the stud y indi cates positive relationship 

between the organizational culture and organizational identi fication. But positive non­

s ignificant co rrelation was found between the organizational culture and personality 

traits. 

Naqvi (2007) examined the patterns of delinquency and personali ty traits of 

adolescents in child labor. It also investigated whether adolescents with different 

demographic variables differ on delinquency. Three scales i. e., SRDS, IRDS and 

Eysenck Personality Questionnaire Junior (EPQ) Urdu version were administered. 

The findin gs revealed sati sfactory reliabilities of scales . Results also indicate 

significant positive correlation between self-reported delinquency and informant 

reported delinquency and personality traits. Between the organizational culture and 

organizational identificat ion positive but non-s ignificant correlati on was fo und 

between the organi zational culture and personality traits. 

Shaheen (2007) carried out a study to explore persona li ty characteristics of 

alcohol, chars, heroin, and poly drug addicts by Llsing NEO-PI-R. The fi ndings 
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indicated that drug addicts are found to be neurotic . There IS statistically 

nonsigni fi cant interaction between types of drugs used. 

ChaudlU'y (2008) conducted study to exp lore personality traits of individual 

with procrastinations. Urdu version of Procrastination Scale (Fatimah , 2001) and the 

M ini Marker Personality Inventory (Manzoor, 2000) were used . Resull revealed that 

conscientiousness and emotional stability were negatively correlated with 

procrastination. Extraversion and other tlu'ee sca les showed non-s ignificant negative 

correlat ion w ith procrastination. 

Irfan and Kamal (2008) explored the main features of the studi es in the broad 

domain of personality psychology at Nationa l Institute of Psychology, Qua id-i- Azam 

University . Sample consisted of 34 stud ies and most commonl y used personality 

measures were Urdu version of cpr (Ahmed, 1986), NEO PIR (Chishti , 2002), and 

Mini Marker Personality Inventory (Manzoor, 2000) . Result of lhese studies 

supported that effect of different personality dimensions vary from situation to 

situation and from person to person. 

Other studies carried out on personality traits and various variables include 

role of personality traits are, an exploratory study on personality traits of drug addicts 

(Shaheen, 2007); li stening skills of Engli sh as a foreign language (Fayyaz, 2008); 

relationship between religious orientation and personality traits of students of English 

medium schools and dini madaris (Ruqayya, 2008); and re lationship among self­

compassion, motivation and procrastination (Williams Stark, & Foster, 2008). 

After extensive review of literature it has been observed that one area that 

lacks attention is the personality traits of civi l servant (Cadre) occupational groups . 

As civil services provide an obvious focus for comparat ive study for reasons such as 

we ll established structures, they are highl y vis ible and their forma l funct ions are 
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clearly defined. In addition their role in organization lies at the centre. Selection is 

made through competitive examination on the basis of merit and merit within the 

quota. In government sector these occupational groups are considered prestigious with 

reference to job security, perk and privi leges, promotion, exposure, training, power 

and authority. Very few studies re lated to civil servants such as soc io-economic 

inequalities in physical and mental functioning of Japanese civ il servants British, 

Finnish and Japanese c ivi l servant (Sekine, Chandola, Martikainen , Mormat, & 

Kagamimori, 2006, 2009) have been found . Some studies are available on police 

personality (Glasner, 2005; Kev in, & Sarah, 2007). But none of the studies re lated to 

civi l servants occupational groups are available in Pakistan. Therefore being an 

employee of Federal Public Service Commission researcher developed an interest in 

study of personality traits of Pakistani Civil Service occupational groups. 

Concept of Civil Service (cadre) 

Traditionally civil service refers to the body of appointed officials who carry 

out the functions of government under the direction of head of the government. Any 

government cannot function without some forms of civil service. The civil service is 

formed to faci litate the people. The purpose of creating civil service is to build a hard 

core of professional executives of moral standing and intellectual abi lity, free from 

political interference and to act as the keeper of the covenant between the government 

and the governed. An effective civil service system also has to ensure that the civi l 

servant discharge their responsibilities impartially and contribute to building credible 

institutions. Governments are urged to be strong without being pervasive; the civil 

service is directed to perform only the strategic functions of policy making, policy 
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coordination, resource modification, and service de livery. Bureaucrats have a strong 

inf1uence on the masses of Pakistan (Altaf, 1988). People prefer thei r government and 

heads of institu ti ons have the personali ty traits such as high on leadershi p, integrity, 

emoti onal stability, etc., and hav ing expectati ons for smoo th running of ins titutions. 

For thi s purpose a country needs well organi zed government machinery for proper 

governance. There are two facets to the admini strati on of the country. One is security 

for which the country has its defence servi ces and the other is the non military part, 

which is taken care of by the Civil Services. Civil Services have been di vided into 

various groups Iservices and variolls grades to facilitate smooth functioning. CSS 

(Central Superior Services) occupational groups are called cadre and other 

professional and technocrats jobs are ex-cadre. Seven CSS (Centra l Superior 

Services) occupational groups (cadre) and three ex-cadre professions have been 

included in study. Detai led information about Civi l Services (cadre) and ex-cadre are 

given below to understand the importance and functioning of these groups. 

Civil Sel"Vices in Pakistan 

Pakistan emerged as a sovereign and independent state on A ugust 14, 1947. 

One of the more organized and effective institutions, which was inherited from British 

colonial rul e was the civil service. At the time of partition, the structure of the civil 

service existing in India was adopted by Pakistan with some modi fications. The two 

categories of the service i. e., all Pakistan servi ces and central services were 

maintained in Pakistan. 
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In Pak istan there are two main categories of services i.e., cadre whi ch includes 

Central Superior Services (CSS occupational groups) and other is ex-cadre posts 

which covers all technocrats and professional jobs. 

The CSS officers (Grade 17 and above) occupy the bulk of positions 

respons ible for policy making and its analysis in the government machinery at all 

levels of government functioning. Drawn from various occupational groups they serve 

across different ministries and attached departments at both federal and provincial 

levels. Entry level positions in these Groups/Services are fill ed through a stringent 

competitive examinations held under aegis of Federal Public Servi ce Commi ssion. 

The twelve Occupational Services/Groups (Cadre) are: 

1 Commerce and Trade Group (CTG) 

2 Customs and Excise Group (CEG) renamed as Pakistan Custom Service (PCS) 

3 District Management Group (DMG) renamed as Pakistan Administrative 

Services (PAS) 

4 Foreign Service of Pakistan (FSP) 

5 Income Tax Group (ITG) renamed as Inland Revenue Service (IRS) 

6 Information Group (IG) 

7 Military Lands and Cantonment Group (MLCG) 

8 Office Management Group (OMG) 

9 Pakistan Audit and Accounts Service (P AAS) 

10 Police Service of Pakistan (PSP) 

11 Postal Group (PG) 

12 Railways Group (Commercial and Transportat ion) (RCTG) 



43 

Armed Forces and Civil Services of Pakistan. Commi ss ioned officers of 

Pakistan Army, Pakistan Navy and Pakistan Air Force, have their own quota of 10% 

in District Management Group (DMG), Foreign Service of Pakistan (FSP) and Pol ice 

Service of Pakistan (PSP) . UsuaJly the Ministry of Defence recommend s a panel of 

officers from the three forces of the rank of Cap tain etc., for induction into the Civil 

Serv ices . They appear in Psychological Assess ment and Viva Voce conducted by 

FPSC for selection into C ivi l Services. 

Description of Services / G roups 

Centra l Superior Services of Pakistan (or commonly known as CSS) is the 

name given to a group of officers wo rking in highl y prestigious and powerful 

Pakistani federal government departments. Description of these twelve 

groups/services is as follows (Central Superior Servi ce, Pakistan, 2007) . 

Commerce and Trade Group (CTG). Previously Trade Service of Pakistan 

(TSP) was changed into Commerce and Trade Group. The posts of Commercial 

Secreta ry / Counse lor in Pakistani missions abroad have been kept open to all financial 

services and DMG. This anomaly occurred du e to the fact that the Office Memorandum under 

which the Commerce & Trade Group was created did not specify these posts exc lusive to this 

group. 

C ustoms and Excise G roup (CEG) renamed as Pakistan Customs Sel"vice 

(peS). Previously known as "Customs and Excise group" it was renamed as Pakistan 

Customs Service in November 20] 0 when the responsibility of collection of income 
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tax , sales tax and federa l excise was devolved to the newly created Inl and Revenue 

Service. While the role of Pakistan Customs Service has greatly diminished because 

of the loss of sales tax and federal excise to IRS, the move has a ll owed Pakistan 

Customs to become a lean serv ice with enhanced focus on border cont rol. 

District Management G roup (DMG) renamed Pakistan Administrative 

Ser'vices (PAS). It is a service which on one hand attracts the top achievers in the 

civi l serv ices and on the other its structure havi ng enormous horizontal and vertical 

mobility chances enables the selected officers to occupy leading admini strative 

positions fro m the outset of their careers. 

Post devo lution policy, the service structure of DMG was initially seen by 

some to have been adversely affected. Conversely the post devo lution scenario has 

shown that the role and the scope of the administrat ive cad res has increased 

manifolds. In civi l society role of these officers is expected like a public servant 

motivated by the ideals of commitment and responsiveness to public needs and 

expectations . 

Foreign Service of Pakistan(FSP). Constituted on an adhoc bas is 

immediate ly after the birth of Paki stan thi s service envisaged diplomati c posts in the 

Ministry of Foreign Affairs and in the Diplomatic and consular missions of Pakistan 

abroad. The Recruitment to the Officers cadre in Foreign Service of Pakistan is 

tlu'ough the competitive examination conducted annually by FPSC. Officers selected 

undergo common training at Lahore and later are given six months specialized 

training at the Foreign Service Academy, Islamabad . The officers also undergo 

language training in different languages. 
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Income Tax Group (ITG) reclassified as Inland Revenue Service (IRS). 

Former Custom & Excise Group was re-classified as Pakistan Customs Service and 

defunct Income Tax Group ceased to exist as a ll officers from the defunct Income Tax 

Group opted for IRS . Officers of IRS administer the Inland Revenue Department 

which is responsible for collection of Income Tax, Sales Tax and Federal Excise 

Receipts from across Pakistan The role, importance and powers of IRS have grea tly 

enhanced. 

Information G roup (IG). Information Group plays a vital role in national 

image building within and abroad. Consequent to Common Training the probationers 

join Information Services Academy in Islamabad and receive speciali zed training in 

media management and public relations. After completion of this training, these 

officers are posted in attached departments of Ministry of Information and 

Broadcasting. 

The Information Group Officers constantly work for the image building of 

federal ministries and their attached departments. These officers act as a bridge 

between the govenunent and the media. They keep constant liaison with Pakistani 

missions/embassies abroad and facilitates the visiting foreign journalists in carrying 

out their professional assignments. These officers make an effort to project the image 

of Pakistan and counter propaganda that may be detrimental to interests of Pakistan. 

The Information Group officers are also posted in other federal government 

departments on deputation (Central Superior Services Pakistan, 2007). 
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Military Lands and Cantonment Group (MLCG). This group administers 

the Military Lands & Cantonments DepartmenL. Various Cantonment Boards and 

military estates that do not fa ll within the domain of the civil municipal/district 

administrations of the respective cities/towns are looked after by thi s group. Headed 

by the Director Genera l it is fo llowed in hi erarchy by an Additional Direc tor General 

(8S-20) , assisted by five Regional Directors (BS-20). Cantonment Executive Officers 

(CEOs) and Military Estates Officers (MEOs) are next in order of hierarchy. 

Responsibilities of CEO include levying various taxes/charges including Property Tax 

Assessment; House Tax collection; Water Tax collection ; Sewerage Tax collection; 

Mutation on leased land/private property sale; awarding advert isement spots besides 

fixing adverti sement rates; professiona l practice li cense; professional tax; water 

connection; maintenance and repair of roads, fountains, parks; project management 

etc. 

Cantonment board is headed by a President who is a usually a serving armed 

forces officer and its Secretary is Cantonment Executive Officer. 

Office Management Group (OMG). The officers of the OMG function in the 

Federal Secretariat at the level of Section Officers (BPS -I7 & ] 8) and are also posted 

on deputation to provincial governments, attached/subord inate departments, 

authorities/corporations. A specialized pre-servi ce training program equi ps the new 

entrants with the necessary administrative skill s, and mandatory refresher 

courses/capacity building techniques are useful to have the officers retain the cutting 

edge of modern management. 
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Pakistan Audit and Accounts Service (PAAS). Pakistan AudiL and Accounts 

Serv ice operate uncler the provisions of article 144 Lo 176 of the constitution . The 

A udi tor General enjoys a tenure posting of five years and is responsible for 

maintenance of accounts of the public sector organizations and conduct the audit. 

The accounting functions of the Audi Lor General have been ass igned to the 

Controller General of Accounts who functions under A uditor General of Pakistan. 

T he Auditor General presents the annual accounts of the Ministri es and Departments 

to the Federa l and Prov incial Public Accounts Committees respecti ve ly. 

Police Services of Pakistan (PSP). This is one of the o ldes t services which 

worked for a long time under the old Police Act. With the enforcement of Police 

Order 2002, it has been given a leadersh ip ro le along with lot more responsibilities 

and accountabilities. They are expected to give information and guidance to serve the 

people in a better way. Their assistance and coordination is essentially important for 

the success of an area Police. 

Posta l Group (PG). Pakistan Post is another one of the oldest departments of 

the Sub-Continent is working under Pakistan Post Office Act, 1898 . One of the 

largest public sector organizations it provides diverse postal facilities on minimum 

cost. It also performs a number of important functions on behal f of other Federal and 

Provincial Government Departments / Institutions which include Savings Bartle, Life 

Insurance, Pension Payments, Collection of Utility Bi ll s etc. 

In the year 1972, the Postal Group was formed and yo un g officers started 

joining the gro up regu larl y every year since 1973. Posting in big cities, medical, 

transport and accommodat ion fac iliti es for its officers and deputation to various 
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training courses within and outside the co untry make it a ttractive serv ice over other 

groups. 

Railways (Commercial and Transportation)Group (RCTG). This group 

plays the ro le of back bone of the country 's econom ic activity. Large sca le movement 

of freight as well as passenger traffic is its main responsibili ty the reby contributing to 

nat ional in tegration. 

Huge organization like Ra il ways req lllres va n ous branches to run its 

business smoothly. The Rail ways Commercial & T ransporta ti on (C&T) group is the 

only cadre in Railways, inducted thro ugh CSS. It is also called as operating and 

management department as it is so lely responsible fo r the promotion of commercial 

bus iness (freight & passenger) and for overall safety concerning train movement and 

operations . 

P."ocedu re of Recru itment to Civil Services 

Recruitment to the officers ' cadre (Basic Pay Scale 17) in Civi l services is 

extremely competi tive. The candidates are required to qualify the w ritten examination 

comprising of compulsory and optional subj ects carrying 1200 marks and only the 

written qualified candidates are called fo r Medical Test, Psychological Test and Viva 

Voce. All candidates call ed for Viva Voce are required to undergo Psychological 

Assessment, compri sing written tests and gro up tasks. Such tes ts are designed to 

assess abi liti es, att itude, and personality characteri st ics of the candidates. If a 

candidate remains absent from the Psychologica l Assessment, he/she will not be 
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a ll owed for Viva Voce. The allocation to various occupational groups IS based on 

merit position, preference of cand idates and respective domiciles. 

Training Progl'am mc and Exa minations 

T raining is mandatory for allocated candidates. After se lection and 

appointment the candidates are considered on probation. Probationer means a person 

appointed to any occupational group or service. Every allocated candidate fi rst 

undergoes Common Tra ining Programme (CTP) at the C iv il Services Academy, 

Lahore. After the completi on of CTP the probat ioners j oin Specia li zed Tra ining 

Programme (STP) in the ir respective academies. 

Any probationer who fa il s to undergo prescribed specia lized training and 

qualify the prescribed examination shall render his/her appoi ntment liable to 

terminati on without notice. Probationer has to qualify every examination to the 

sati sfaction of the head of the training institution where he is undergoing training. 

Four chances are available to qualify the examination. On completion of specialized 

training, the officers are posted in their respecti ve Departments and M inistries (Rules 

for CSS, 2009; FPSC Ordinance, 1977). 

Civil SCl'vices (Ex-cadre Group). The other group taken for thi s study is ex­

cadre groups which include all profess iona l and technocrat's j obs o ther than CSS 

(Cadre). Ex-cadre includes Defence servi ces, medical, educa tionist , lawyers, 

acco untants, artists, musicians, engineers, psychologists, meteorologists, geo logists, 

journalist etc. , out of these only three profess ions have been included in the study. 

Among the professional hierarchy medical and educa ti on are most li ked, admired and 
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considered soc iall y prestigious. Defence serVJces as the name sugges ts are mainly 

responsible for security of the country. Keeping in view their importance these three 

groups have been included in stud y. 

Ex-cadre Groups. Among the Ex-cadre groups the firs t profess ion selected is 

Medical Doctors . Physician or a medica l doctor leads the medical team caring for 

patients as the primary health care provider. 

L ievens, Coetsier, Fruyt, and Maeseneer (2002) investi ga ted that which 

personality traits are typical of medical students as compared to other students and 

which personal ity traits predict medical student performance. Resul t revealed that 

medical studies fa lls into the group of majors where students scored hi ghest on 

extraversion and agreeableness. Med ical students who scored low on 

conscientiousness and high on gregariousness are s ignificantly less likely to perform 

successfully. 

Second profession is of Defence forces (Pakistan Army, Air force and Navy). 

Its mission is to contribute to the security of the state by providing for the Defence of 

its territorial integrity and to fu lfill all rol es assigned by Government, through the 

development of well motivated and effective Defence Forces. In thi s profession 

officers are perceived tough people as some situations require both physical and 

mental toughness to do the job effectively. 

Mi litary is an integral part of a nation 's political system and level of its 

influence varies from society. Defence is probabl y the most intrica te single branch of 

public policy of any kinel , even in the complex world of toel ay . It is close ly related to 

nation 's ex ternal policies . Military is an organization that serves the public at large. 

The Pakistan Army was inherited from the British and has large ly preserved a 
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regimental system of the internal organ ization (Ahmed & Rizvi , as stated in Batool , 

2003). 

Third profession is of teaching/education (College and University Teachers). 

Teaching profession could be described as a professional occupat ional group of 

education sector possessing social, cultural , economical, and scientific dimensions (as 

cited in Erden, 2007) . For many years educators have recognized the importance of 

the teachers' persona li ty in determining the quali ty of learning environment. The 

teacher's personality attributes seemingly affect the development of outstanding 

academic abilities. A number of characteristics, some of which are re lated to teacher 

personality, have been consistentl y identifi ed as effective teach ing skill s at the coll ege 

and University level. 

Rationale of })resent Study 

Substantial body of research has developed indicating that personali ty 

constructs playa very important role in explaining why people act as they do within 

organization (Adler & Weiss, 1988; Day & Si lverman, 1989). Personality assessment 

contributes a major function in appl ied psychology in all around the world . Similarl y 

in Asian countries like Pakistan the fie ld of personality assessment is largely an 

important discipline, fo llowing the Western trad ition and paradigm in psychology 

(Cheung, Leong, & Ben-Porath, 2001). 

The rationale of the study is based on several important ass umptions and 

c la ims that various personality traits make an individ ual more suitab le for a particular 

job. It was assumed that executive worki ng in different CSS occupational groups 

possess personality traits which are common for all and some traits might be unique 

for each group. This assumption led the researcher to explore the similarities and 
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diffe rences in personali ty tra its of executi ves wo rking in seven selected occupati onal 

gro ups. It aimed to investigate whether personality traits of CSS executives di ffer 

fro m those of ex-cadre group executi ves. The non availabi lity of indigenous 

instrument to study personality traits of exec uti ves working in CSS occupational 

gro ups specific to Pakistani culture provide a rationale for development of a new 

scale. 

In recent years, considerable attention has been paid to the stud y of personality 

tra its in relation to different variables in Pakistan such as job predictor of job 

performance (Shafique, 2008) ; relationsh ip between affect intensity and personality 

traits (Flassan , 2008); comparison of add icts and non-addicts on persona lity traits and 

impulsive behaviour (Annela, 2008); music preferences (Naz, 2008). 

Review of literature illustrates that over a hundred studi es were conducted to 

see the personality profile differences in different occupations, for instance, tea h r 

(Gough, Durflinger, & Hill, 1968); police officers (I-logan, 1971 ; Pugh 1985); police 

culture (Paoline, Myers, & Worden, 2000); effect of persona lity on executive career 

success (Boudreau, Boswell, & Judge, 200 1); Personality differences across four 

me tropolitan cities of India; individual characteristics for the success in computer 

programming (DuttaRoy, 2002, 2003) Personality traits of individuals in different 

specialti es of librarianship (Williamson, Pemberton , & Lounsbury, 2008); socio 

demographic factors associated with personality traits (AI-Halabi et aI., 2010); and 

relationship between personality traits and national character (AlIik, Mottus, & Realo, 

2010) . The general approach was to compare the personality profile of individual 

working in one occupation to other by using different measures. As each culture is 

different from other and instruments are developed keeping in view the cultural 

requirements. Instruments developed in one culture when used in other culture are 

like ly to reflect cu ltural biases, lingui stic phraseology or slang whi ch may affect 
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comprehension and response patterns of respondents. US Lla lly to overcome such 

difficulties researchers prefer to adapt, translate or rephrase the terminology which is 

pertinent to a particular culture. However, the researcher after exam ining variOLls 

options available and their implications preferred to empiricall y develop a sca le which 

was more relevant to the population under study. 

[n FPSC tests used for personality assessment are based on varioLis projective 

techniques or adapted versions of standard persona li ty inventories. In presence of 

multitude of instruments available for assessment of personality traits it may appear 

that developing a new sca le was not essentia l. However the rationa le for developing 

this scale was based on the reason that no tes ts/scales were specificall y re levant to the 

population under study. Therefore, it was considered appropri ate to develop a scale 

based on empirical data obta ined from the specific CSS Occupat iona l 

Groups/Services to study similarities/ differences in their personality trai t . 

The present study will be the first of its kind in Pakistan to develop 

Personality Assessment Scale and exp lore the similar iti es/di fferences in personality 

tra its of executives in selected seven occLipational groups of C ivi l Services (cadre) 

and to compare the personality tra its of executives of Civi l Services (cadre) with 

those executives who are in ex- cadre jobs i. e., Medical, Defense, and Education 

profession. Selection of only three occupations was based on the popularity of three 

profess ions. 

Besides, developing the indigenous instrument this research may contribute to 

better understanding of patterns of personality tra its of civil servi ce executives of 

selec ted occupations. 
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Chapter-II 

The present research aimed to explore s imilarities/differences in personality 

traits of Civil Servants executives working in selected seven occupational groups 

(cadre) i. e., CTG, CEG, DMG , FSP, ITG, PAAS, and PSP and of executives working 

in ex-cadre jobs e.g., Medical , Defence, and Education . 

Objectives 

Present research has been planned to achieve the following objectives. 

1. To develop an indigenous scale for measuring Personality traits of executives 

working in seven selected occupational groups (cadre) of Civil Services and to 

determine its psychometric properties. 

2. To see the extent to which executives in civil services occupational groups 

(cadre) are different from ex-cadre executives of Medical , Defence, and 

Education profession in terms of personality traits. 

3 . To see between groups and within group simi lariti es and diffe rences in seven 

occupat ional groups (cadre) of civil services in terms of personality traits. 

4. To explore the differences in personality traits of executi ves with training 

(who have completed common as well as specialized tra ining and are working 

in their respective groups) and without training (allocated candidates who just 

joined academy) . 
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5. To examine the differences in personality traits of executives with reference to 

demographic variables; gender, age, education and experi ence. 

Research Design 

The research study has been completed in two parts . Part one deals with 

indigenous development of new measure for the assessment of personali ty traits of 

executi ves working in seven selected CSS occupational groups (cadre). In Part II the 

Phase I deals with validat ion and pilot testing of the instrument developed in part I 

and Phase II is a main study deals to examine the simil arities/ indi fferences In 

personality traits of executives with reference to different variables. 

Part I: Development of Personality Traits Assessment Scale. Part 1 of the 

study was carried out to develop an indigenous measure namely Personality Traits 

Assessment Scale (PTAS). This part of the research has been carried out in four 

phases with independent sample. The procedure followed in the deve lopment of 

PT AS is as follows: 

Phase 1: Generation of item pool for Personality Traits Assessment Scale. 

Phase 2: Experts evaluation of the items 

Phase 3: Factor analysis for selection offinal items 

Phase 4: Determining reliability and validity of the measure 

Pa.·t IJ: Main Study. This part consists of two phases. Phase I wa a 

validat ion and pilot testing of newly developed measure i.e., Personality Traits 

Assessment Scale CPT AS) which was carried out on a relative ly smaller sample. 

Phase II was a main stud y conducted on a larger sample. 
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Phase 1: Validation and Pilot Testing of Scale. The purpose of Phase I of the 

study was to determine construct validity of the measure developed in Part J of the 

research and to provide further empirical evidence concerning the psychometric 

properties of Persona li ty Tra its Assessment Scale (PTAS), Mini Markers (Saucier, 

] 994) wi ll be used to determine convergen t va lidity of PTAS and Procrastination 

Scale (Fatimah, 200 I) will be used to establi sh the discriminant val idi ty of the 

measure. Second fOCllS was pilot testing of the instrument at exp loring the simi lariti es 

/differences in personality traits of executives wo rking in seven se lected c ivil cervices 

occupat ional groups/ services (cadre) and ex-cadre. 

Phase II: Main Study. Main study was conducted on a la rger sample. The 

objectives of the main study were to explore similarities /differences in personality 

traits of executive's of seven CSS occupational groups, to see similariti es/differences 

in personality traits of executives, if any, working in Civil Services and on ex-cadre 

posts, to see the differences in personality traits with reference to demographic 

vari ables such as gender, age, education, experience, and to find the differences in 

personality traits of executives with training and without training. The studies also 

establi sh reliability and construct validity of Personality Trait Assessment Scale 

(PTAS). 

Operational Definition of Variab les 

Civil Servant. According to Civil Establishment Code (2007), Civi l Servant 

means a person who is a member of all Pakistan serv ice of a Civil Service of the 

Federation or who holds a civi l post in connection with the affairs of the Federation 

including any such post connected with defence. 
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Occupational Group/Services (Cadre). Any gro up or serv ice recruitment to 

which is made through the competitive examinat ion conducted by the Federal Pub lic 

Service Commiss ion (FPSC) from time to time aga inst BPS 17 posts under the 

Federa l Government or any Occupatio nal group or service transfer to which is made 

from the Armed Forces by induction and includes: (a) Commerce and T rade Group 

(CTG), (b) Customs and Excise Gro up (CEO), (c) District Management Oroup 

(DMG), (d) Foreign Service of Pakistan (FSP), (e) Income Tax Group (ITO (f) 

Paki stan Aud it and Accounts Service (PAAS), and (g) Police Servi ce of Pakistan 

(PSP). 

Ex-Cadre Posts/Service. Other than CSS occupational (Cadre) groups al l 

jobs are categori es ex-cadre posts/services, whi ch include all profess ional and 

technocrats jobs like medical profession defence, and, education. 

Executive: An executive is defined as one who class one officer is working in 

Basic Pay Scale 17 and above. 

Training. The training prior to specialized training (CTP) undertaken by the 

probationers of anyone occupational group or service and training subsequent to the 

initial training i. e. , specialized training (STP) undertaken by the probationers of an 

occupational group or service at a training institution or place that the Govenunent 

may specify. 
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Chapter-TIl 

PART I: DEVELOPMENT OF THE PERSONALITY 

TRAITS ASSESSMENT SCALE (PT AS) 

This part of resea rch was carri ed out to deve lop an indigenoLls measure i. e., 

Personality Traits Assessment Scale (PTAS). The development of sca le was carried 

out in four phases. 

Phase-I: Generation of Item Pool for Personality Traits Assessment Scale 

The item pool for the scale was generated through fo llowing two sources. 

a) Review of the existing literature. 

b) Enlistment of personality traits required for executives working In se lected 

seven occupational groups of Civi l Services (Cadre) . 

a) Review of existing literature for· exploration of personality traits. In 

order to explore personality traits required for executives working in seven selected 

occupational groups/serv ices, i.e., CTG, CEG, DMG , FSP, ITG, PAAS , and PSP, the 

existing literature with relevance to personality traits was extensively reviewed and 

studied through browsing on internet, exploration from books and journal artic les 

from various sources . The avai lable literature he lped in identification of traits. 

Secondly self-report inventories/questionnaires for assessment of tra its were also 

rev iewed to stud y different dimensions covering the said tra its. 
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After comprehensive stud y of identifi ed trails li st of traits for each group was 

prepared. 

b) Enlistment of personality traits through questionnaire. For further 

exploration of personality traits , open ended questionnaires were administered to 

executives working in selected occupational groups. 

Sample. In order to generate further items/traits an open ended questionnaire 

was administered to seventy (70) executives, ma le (n = 61), fema le (n = 9) working 

in CTG (n = 10), CEG (n = 10), DMG (n = 10), FSP (n = 10), ITG (n= 1 0), PAAS 

(n = 10), and PSP (n = 10) with age ranging from 25 - 40 years (M = 3 1.17; SD = 

3.73), education i.e. , graduates (n = 20) and Post grad uates (n = 50) and hav ing 4 to 

15 years experience (M = 9.1 8; SD = 3.67). Data was collected from concerned 

training academies, and Ministries which include National Police Academy 

Islamabad, Police Foundation Islamabad, Income Tax Academy Lahore, Civil 

Services Academy Lahore, Audit and Accounts Training Institute Lahore, Centra l 

Board of Revenue now Federal Board of Revenue, Ministry of Commerce and Trade, 

Ministry of Foreign Affairs, Islamabad National Institute of Public Administration 

(NIP A) Lahore. 

Instrument. In order to develop a ques tionnaire initiall y research literature 

was reviewed thoroughly and second ly discussion with experienced omcers of CSS 

occupational groups i.e., CTG, CEG, DMG, FSP, lTG , PSP, and PAAS was made to 

get the idea. In the light of information getting from two sources it was decided by the 

researcher and supervisor that a s ingle question may be given to respondents. The 
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instrument consisted of a single question for the respondents who had to enli st the 

persona l ity trails of executives wo rking in selected groups. 

I t was worded as: 

To identify similarities Idifferences in personality traits of executi ves working 

in CSS Occupational Gro ups (cadre) such as CTG, CEG, DMG, FSP, lTG, PAAS 

and PSP, you are requested to enli st the personality traits ( at least 20) which in your 

view are especially essential for working in your occupational Group. You can lise a 

sing le word or a sentence to describe the traits/characteri sti cs (see Appendi x-A). 

Procedure. Spec ial Permission was sought from head of institutions for data 

collection and then executives were personally approached at their work places. After 

introduction and defining the purpose of the study, a consent form ( Appendix-E) 

along with an open ended questionnaire for enlistment of traits were given to 

executives with written as well as oral instructions. They were also ensured that 

information given will be used only for research purpose. Administration of a 

questionnaire was a difficult job as the respondents either due to time constrains or 

busy schedule were not willing to respond immediately therefore ques tionnaires were 

left with the request to complete it within three days. Administration of 

questionnaires took almost a month. Accordingly after three days respondents were 

contacted to collect the questionnaires but none was received back. After several 

reminders data was collected back. It took around three months and return response 

rate was fifty percent only. 

Results. After data co llection and tabulation of results separate li s ts of traits 

were prepared for each occupational group which inc lude Commerce and Trade 
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Group (n = 20), Customs and Excise Group (n = 25), District Management Group (n 

= 20), Foreign Service of Pakistan (n = 30), Income Tax Group (n = 23), Pakistan 

Audit and Accounts Service (n = 30), and Police Service of Pakistan (n = 34). When 

these traits were analyzed for each gro up it was found that most of the traits are same 

for a ll gro ups such as responsible, inte lli gent, independent, positive thinking etc 

(Append ix-B) which are found in all seven groups. It was a lso observed that there are 

some traits which convey the same meaning. For exampl e,se lf-re li ant and 

independent, inte lligent, bright, intell ectually hi gh, and c lea r headed; leadership 

ability and leadership, etc., upri ght, sincere, honest, loya l to profession, neutral, 

integrity, and truthful. They were mergecl and named as leadership qualities, 

independent, intelligent, Personal integrity . Only those traits were included in final 

li st which were written by minimum three respondents. Final li st was prepared by 

combining the traits of all seven groups. The list was carefully checked by the 

researcher wi th the help of supervisor to make it more concise and meaningful. 

During checking seventeen items/ traits having same meaning but different wording 

were discarded. These 63 traits were included in the li s t of item pool. 

Phase 11: Experts Evaluation of Traits 

Experts. For further refinement of items/traits seven senior executives 

having more than 10 years working expenence ( one PhD and six with masters 

qualifications) from seven selected occupational gro ups (cadre) and six Psychologists, 

(tlu'ee PhD and three with M.Phil. quali fications) with same experi ence were taken as 

experts. However due to t ransfer! postings of officers response was received only 
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from three executives (cadre) working in Di stri ct Management Gro up, Income Tax 

Gro up (ITO), and Pakistan Aud it and Accounts Serv ice (PAAS). 

Procedure. They were all contacted individuall y and after getting their 

consent for judgment a pool of 63 traits covering three ca tegories/dimensions were 

presented to them. They were briefed about the scale and requested to seek the ir 

expert opinion for identifying the overlapping contents and rechecking of traits with 

reference to three dimensions. 

Results. After the expert Op1l110n it was found that there were only 3 

traitslitems which do not fit in given catego ri es I. e., were well dressed, strong 

character and avoid favoritism. Therefore these 3 traitslitems were dropped from list. 

Remaining 60 items/traits of the scale were arranged in a form of Likert type scale to 

co llect data for factor analysis . 

Description of the item Pool for Instrument (PTAS). After experts' opinion 

60 adjectives, item pool was finalized. These traits were arranged on a 5 point Likert 

type scale. All traits of the scale were stated . with 5 response categories i.e., 

extremely essential = 1, very essential = 2, moderately essential = 3, sl ightly essential 

= 4, and not essentia l = 5. Instruction s of the scale were as fo llows. In this scale there 

are 60 traits , it is requested to identify personality traits on a 5 point scale which in 

your view are essential for working in your occupat ional Group. The possible score 

range on this scale is from 60 -300 .. The high score range suggest that executives are 

more effective with reference to leadership, integrity and emotional maturity 

(Appendix-C). 
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Phase Ill: Factor Ana lysis on the Traits of the Measure and Selection of Fina l 

Items 

Phase III of the study was carri ed out to se lec t the final items. For 

determination of the final structure of the scale with the help of factor analys is, the 

item pool generated for Personality Traits Assessment Scale was admin istered on an 

independent sample. The deta il s are as foll ows: 

Sample. The sample consisted of 319 executives, with basic pay scale 17 to 

20; men (n =272) and women (n =47) of seven occupational groups. Their educational 

qualifications were graduates (n = 100) and post graduates (n = 2 19). T he age ranges 

from 22 to 59 years (Jv! =30.28 & SD=6.0). The size of the sample was selected 

according to Kass and Tinsley (1979) a having between 5 and 10 participants per 

variable. Sample distribution is as follows: 
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S.# CSS Occupational Men Women Total 

Groups( cadre) n n N 

Commerce and Trade Group 43 02 45 

2 C ustoms and Excise Group 37 13 50 

3 District Management Group 45 05 50 

4 Foreign Service of Pakistan 5 1 04 55 

5 Income Tax Group 35 IS 50 

6 Pakistan Audit and Accounts Service 4 1 08 49 

7. Police Service of Pakistan 20 Nil 20 

Total 272 47 319 

Note. CSS = Centra l Superior Services 

Note: In Police Service of Pakistan the number of fema le executive is nil , due to 

demanding nature of job requirements fema le generall y do not opt thi s group. 

Instrument. 

Personality Traits Assessment Scale. Personality Traits Assessment Scale 

used in this study is a 5 point Likert type scale comprising of 60 traits. Five response 

categories were extremely essential, very essentia l, moderately essential, sli ghtly 

essential and not essential were scored as 1,2,3,4, and 5 respectively (Appendix-C). 

Demographic information was obtained from respondents rega rding the ir 

gender, age, education, occupation, and length of experi ence in job. 
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Procedure. Permission for data co ll ecti on was obtained from all heads of 

institutions i. e., Training Academies and Mini s tries. The sample was approached 

directl y and indirectl y (wi th the help of co ll eagues, fr iends and through a 

representat ive appointed by each head of institution) by the researcher because the 

respondents due to time constraints or busy schedule were either not avai lab le or not 

w illing to respond immediately. They were given consent form (Appendix-D) along 

with the questionnaire with written as we ll as verbal instructions. They were ensured 

that information given will only be used for the purpose of research and will not be 

disc losed to any other person or organ ization. Data was co llected from these 

institutions, Foreign Servi ce Academy Islamabad, Nationa l Po li ce Academy 

Islamabad , Po lice Foundation Islamabad, Income Tax Academy Lahore, Civil Service 

Academy Lahore, Audit and Accounts Training Institute, Federa l Board of Revenue, 

Ministry of Commerce and Trade, and Ministry of Foreign Affairs . Data was 

collected from all Provincial capitals i. e., Peshawar, Lahore, Karachi , and Quetta as 

well as from Islamabad. After several reminders data was co ll ected back. Response 

rate was only 50% and especially for police service it was very low i.e., 25% only. 
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Results. Before factor analys is Kaiser-Meyer-O lkin (KMO) Measure of 

Sampli ng Adequacy and ' Bartl ett tes t o f Sphercity' were administered to see whether 

the data is suitable for factor analysis or not. Kaiser (1974) recommends accepting 

values greater than .5 as barely acceptable, values between .5 and .7 are mediocre, 

values between .7 and .8 are good, va lues between .8 and .9 are great, and values 

above .9 are superb. 

Table 1 

Kaiser-Meyer-OLkin (KMO) ~Measure of Sampling Adequacy and BartLett Test of 

Sphercity of PTAS (N = 319) 

Kaiser-Meyer­

Olkin Measure 

.93 

Bartlett Test of 

Sphercity (y2) 

.937 

dl p 

1770 .000 

Table 1 shows that value of Kaiser-Meyer Olkin Measure of sampling 

adequacy is .93 which indicates that data is superb for factor analysis. The Bartlett 

test ofsphercity value .937 is significant atp < .000 also support the idea. 

The data of the study were subjected to statistical analysis in order to select 

the traits for the final scale and for testing the dimensionality and construct validity. 

The selection of rotation used in factor analys is depends upon whether the underlying 

factors are related or not. There are two types of rotations. The first is orthogonal 

rotation; it means unrelated and other form is oblique rotation (factors on·elated). 

Selection of method depends on theoretical grounds. When factors are orthogonal or 

independent then Varimax Rotation is an appropriate method. The choice of Varimax 

Rotation is appropriate here because the factors were expected to be orthogonal rather 

than correlated. 60 traits were factor analyzed through Exploratory Principal 
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component Analysis . In exploratory facto r analys is the investigator employs a 

stepwise analysis involving the exam inatio n or various so lutions. Initially different 

rotations were obta ined. Usi ng Varimax Rotation Factor Solution two , three, four and 

s ix factors so lution was examined before decid ing on a three factor so lution. The 

Varimax rotation of the factor matrix resulted in theo reti call y meaningful and more 

interpretable factor so lution. 

Table 2 

Factor matrix of the 60 items ofpersonality Traits assessment scale (PTAS) through 

Principal Component Analysis using Varimax Rotalion (N = 3 J 9) 

Item Nos. 

VI 

V2 

V3 

V4 

V5 

V6 

V7 

V8 

V9 

Vl0 

VII 

V12 

V13 

V14 

Factor-I Factor-II 

.501 

.560 

.622 

.605 

.691 

.75 ] 

.439 

.672 

Factor-III 

.620 

.552 

.529 

Continued ... 
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Item Nos. Factor-I Factor-II Factor-III 

VIS .468 

V16 .416 .4 10 

V I7 .408 

V I 8 .576 

V 19 .501 

V20 .566 

V2 1 .600 

V22 .432 .490 

V23 .484 

V24 .526 

V25 

V26 .553 

V27 .466 .530 

V28 .555 

V29 .410 

V3 0 .558 

V3 1 .6 17 

V32 .58 1 

V33 .49 1. 

V34 .4 11 

V35 

V36 .55 1 

V37 

V38 .673 

Continued .. . 
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Item Nos. Factor-I Factor-If Factor-III 

V39 .5] 4 

V40 .592 

V4 1 

V42 .543 

V43 .635 

V44 .557 

V45 .605 

V46 .537 

V47 .567 

V48 .5 13 .42] 

V49 .593 

VSO .563 .463 

V5 ] .52 ] 

V52 .543 

VS3 .5 12 433 

V54 .5 ]4 

V55 

VS6 .452 .499 

VS7 .522 .444 

V58 .546 

V59 .577 

V60 .441 

No/e. T raits havi ng facto r load ings > .40 appearing in more than one factor have been bo ld. 
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Table 2 presents the factor loadings of 60 tra its . Facto r loading equal to or 

greater than .40 was used as inclusion criteri a of items to interpret the fac tors. Thus 

the traits with less than .40 facto r load ings and those traits that corre late on more than 

one factor were e liminated. The items inc luded in each factor acco rding to the 

criterion have been presented in Table 2 which shows the [actor loadings of traits on 

three fac tors. It is clear fro m result that most of the traits fa ll on first factor i.e., 25. 

There are 13 traits in factor II and 7 traits in factor III hav ing loadings of .40 and 

above . A ll the traits are positively co rrelated with each other. 

Eigen values. Kaiser (1960) recommended retai ning all factors with elgen 

values greater than 1. This criterion is based on the idea that the elgen values 

represent the amollnt of variation explained by a factor and that eigen va lue of 1 

represent a substantial amount of va ri ation . .JllifTe (1972, 1986) reports that Kaiser 

criterion is too strict and suggests the third option of retaining all factors with eigen 

values more than .7.Research has indicated that Kaiser criterion is accurate when 

number of vari ables is less than 30, when sample size exceeds 25 0 and average 

communality is greater than or equal to .6. In any other circumstances use of scree 

plot is appropriate provided the sampl e size is greater than 200 (Stevens, 1992, 

pp .378-380). 
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Table 3 

E;gen values and va,.iance explained by/our/actors 

Factors E igen Value % of Variance Cumu lative % 

18.20 29.87 18.64 

JJ 3.0 1 5.49 33.70 

III 2.03 3.7 1 38.73 

IV 1.02 2.5 1 4 1.98 

Eigen va lues represent how much variance IS explained in terms of the 

average original variable; an eigen value of 1.0 means that a factor accounts for as 

much of the variance as the average original variable Table 3 shows that Factor I has 

an eigen value of 18.20 which explains 18 .64% percent of total variance. Factor II has 

an eigen value of 3.01 which explains 33 .70% of the total variance, where as Factor 

III has an eigen value of2.03 which exp lains 38.73% of total variance and factor IV 

has an eigen value of 1.02 which explains 41.98 of total variance. Tho ugh Factor IV 

has eigen value 1.02 but all four items of this Factor have loadings on more than one 

factors and they do not match with each other on face value. Therefore this factor has 

been excluded. 

These factors can be further evaluated using Cattell 's (1966) Scree Test which 

plots the incremental variance accounted for by each successive factor to determine 

the point at which exp lained variance leve ls out. 
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Scree Plot. A Scree plot is a simple line segment plot that shows the fraction 

of total variance in the data as explai ned by each component. This figure represent the 

scree plot for factor matrices of 60 tra its/items of personality T raits assessment sca le 

(PTAS) through Principa l Component Analysis using Varimax Rotation method. The 

x-ax is contains the principal component sorted by decreas ing fract ion of total 

variance explained by each component. The Y-ax is contains the fraction of total 

variance exp lained. It is clear from the figure that a large variance is defin ed by only 

three factors. Cattel l's (1966) scree test supported the determination and selection of 

three factors as indicated by the high Eigen va lues of these factors. With a sample of 

more than 200 participants, the scree plot provides a fairly reliable criterion for factor 

selection (Stevens, 1992). The previolls researcll also suggests that the scree test is a 

relat ively accurate decision rule (Zwick & Velicer, 1982). On the bas is of scree plot 

tlu'ee factors have been retained which are more meaningful (Figure 1). 



G __ ·_---·---- ··--·---if 

'-'"T~"'-'" """~' I .. ·· .. · ........ __ ······· .... r·_· .. · 
0\ c) 

) 

( 

~ J 

~ \",' 
I j_ of, I 

I 
i··, ' ,!" 
I 
I- ", ., 

!~., " 
1- ,'. "'. 
i- .-. '. , 

~ ~ v 
t·· , 
1- I '. 

r- ." 'i' 

1"" 'J 

r- - -: 

t1J 
..0 

f: 
J 
Z 



74 

Total 45 items were se lected for scale after factor analysis . For identification 

of dimensions and labeling of the factors, the items with a factor load ing equal or 

greater than .40 have been exam ined in detail. The items which have .40 and above 

load ing on first facto r are related to Leadership Ab il ity (No. of items=25) and items 

on second factor are expressing Integrity (No. of items=13) and those items which are 

loaded high on third factor are reflec ting Emot ional Maturity (No. of items=7). Items 

having less than .40 loading and loaded on more than one factor have been excluded. 

On the bases of contents on these hi ghl y loaded items these three factors have been 

labeled as Leadersh ip Abi lity, Integrity, and Emotional Maturity These 45 items 

re lated to three dimensions may constitute the three sub scales of personality Traits. 

These three factors have been operationally defined as: 

(a) Leadership Ability . Leadership is the ability to cause the ir followers to 

accomplish the desired work. Some of the personality traits associated with 

leadership are such as self-controlled, adaptable, emotionally stable, vigilant, 

intelligent, effective interpersonal ski ll s, wi lling to accept failures, etc. 

(b) Integrity. Integrity refers to do the right thing the right time and being honest, 

responsible and observance of social, ethical , and organizational norms in 

work related activiti es. Some of the personal ity traits associated with integrity 

is straightforward, impartial, fair, consistent, sincere etc. 

(c) Emotional Maturity. Emotional maturity is the ability to assess a relationship 

or situation and to act according to what is best. It demonstrates frustration 

tolerance and emotional control. Some of the personality traits associated with 

emotional maturity is tough minded, positi ve thinking, etc . 
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Phase IV: Determination of Reliability of the Instrument. Re li abi li ty is 

one of the major indices of the efficiency of any measurement. The ex tent, to w hich 

one can depend upon a test, is very much determined by the reliability of the scale. 

Reliabi li ty can be viewed as being repeatabi li ty o r 'consistency ' of scores. 

After se lection of 45 items of the sca le, the alpha reli abi lity and spli t half 

re li abi li ty coefficient of Persona lity Traits Assessment Scale (PTAS) were calculated. 

Table 4 

ALpha reliability 0/ subscaLes a/Personality Tra ils Assessment ScaLe (PTAS) 

(N = 319) 

Measure 

Leadership Ability 

Integrity 

Emotional Maturity 

No. of items 

25 

13 

7 

Alpha Re li abi lity Coefficients 

.93 

.88 

.66 

The internal consistency of the dimensions of PTAS was established by 

calculating coefficient alpha fo r each sub-scale which ranged from .66 to .93 (see 

Table 4) . Higher alpha value is the sign that Personality Traits Assessment Scale is a 

reliable measure. 
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Table 5 

infer-correlations of sub scales of Personality Traits Assessment Scale (PTAS) (N = 

319) 

Sub Scales 

Leadersh ip Abi li ty 

Integrity 

Emotional Maturity 

*p <.0] **p< .000 

Leadership 
Ability 

.5 1 ** 

.30* 

Integrity 

.42* 

Emotional 
Maturity 

The results in Table 5 shows that the inter correlations obta ined among 

subscales are .30 to .51 which are satisfactory provid ing evidence that they assess 

different dimensions of the construct s Llch as leadership abi lity, integrity and 

emotional maturity. 

Personality Traits and CSS Occllpational Groups (cadre). In order to see the 

similarities/ diffe rences in personality traits of executives, in seven selected CSS 

occupational groups (cadre) One Way Analysis of Variance (ANOVA) was 

computed. 



Table 6 

Comparison between occupational groups (cadre) on sub scales of Personality Traits Assessment Scale (PTAS) (N = 3 J 9) 

CTG 

(n = 45) 

Measures M SD M 

PTAS 

CEG 

(n = 50) 

SD 

DMG 

(n = 50) 

M SD 

FSP 

(n =55) 

M SD 

ITG 

(n = 50) 

M SD 

PAAS PSP 

(n =49 ) (n = 20) 

M SD M SD F p 
7 

1f 

Leadership 100A1 22.87 101.26 21.94 102.54 10.25 105.79 8.67 101.10 9.33 91.90 33.83 101.17 12.81 1.116 .296 .0 16 

Ability 

Integrity 60.80 12.13 61.86 8.15 61.12 7.27 63.55 5.98 57.50 20.38 61.75 6.55 60.59 8.36 A35 .712 .006 

Emotional 25.75 7.74 24.71 3.13 25 .07 3.24 25.36 3.15 25.31 3.76 23.79 3.86 25 .16 3.83 A17 .868 .005 

Maturity 

df= 317 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan. ITG = Income Tax 

Group, PAAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Table 6 revea ls differences of seven CSS occupational gro ups (cadre) . One 

Way Ana lys is of Va ri ance (ANOVA) was computed to investigate whether these 

occupati onal gro ups are s imilar or di ffe rent in terms of personality traits specifica ll y 

on three subsca les of personality Traits Assessment Sca le (PTAS). Results indicate 

that statistically nonsignifi cant diffe rences exist between these seven CSS 

occupational groups on all sub scales. Findings indicate that a ll these groups are 

s imil ar on most of the traits. 

Discuss ion . The main purpose of thi s part was to develop a new measure to 

explore the s imilarities/differences in personality traits of executives working in 

seven selected occupational groups (cadre) of Paki stan Civil Services out of 12 

occupational groups. These seven groups were selected keepi ng in view their 

popularity among candidates (FPSC Annual Report, 2003) due to good service 

structure, job security, rapid promotions, authority, status, etc. Other groups are 

considered least preferred Groups among candidates . To see similariti es/differences 

in traits of executives in these occupational groups, a valid and re liable measure was 

required as no measure specifica lly pertinent re lated to Paki stani Civil Servi ce 

executives was avail able. 

In Pakistan Civil Services selection of officers (B S- 17) in these Occupational 

Groups/Services made through competitive examination every year, is based on 

results of written examinat ion and viva voce marks which determine the merit of 

candidate for allocation to groups of their choice. A fter allocation all officers have to 

initially undergo Common Training Program (CTP) and later Specia lized Training 

(STP) in their respective occupational Academies. A number of standardized and 

valid personality instruments are ava ilabl e but no instrument was found either foreign 
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deve loped or in Pakistan which have been used spec iall y to assess persona li ty tra its of 

Pakistani Civil Service executi ves. Foreign developed tests could have some cu ltura l 

biases and therefore cannot be L1 sed without making some changes demanded by 

cultural requirements, further they are not developed keeping in view the unique 

characteristics of Pakistani Civi l Serv ice executives. These groups are unique as the 

executives wo rking in these groups occupy the positions responsibl e for policy 

making, implementati on, and policy analys is in the government machinery at the 

federa l, provincia l and district levels. T hese executi ves have wide ranging chances of 

mobility from one organi zation/department to another and many parts of the country 

and also foreign posting, etc . It continues thro ughout the service progression and 

facilitates exposure, growth and grooming in multiple fie lds. T hey also enjoy 

opportunity to interaction with representative from across international community 

intellectuals and provide them a chance for understanding of different cultures, 

civilizations and also representing the co untry across the world. 

Keep ing in view the non avail ability of such a measure this stud y intended to 

develop an instrument that could be used fo r assessment of candidates fo r se lection 

purposes. Se lection of CSS candidates is made in view of their strengths and 

weaknesses. Existing tests indicate what traits cand idates possess whil e this newly 

developed instrument was assumed to highli ght some required traits for each 

occupational group where possible. 

The scale was developed through standard ized procedure in four phases. In 

phase-l initially an item pool of traits was generated by reviewing ex is ting literature 

through journals and different search engines, etc. Second step was enlistment of 

personality traits essential in these specific groups. This was done through an open 

ended questionnaire. After data coll ect ion and tabulation of results separate lists of 
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traits for each occupalional group were prepared. When these tra its were analyzed for 

each occupational group it was found that most of lhe traits are same for all gro ups 

sLlch as responsible, intelligent, independent, pos iti ve thinking etc which are fo und in 

all seven groups. It was a lso observed that there were some traits which conveyed the 

same meaning, like self-reliant and independenl, inte lli gent and inte ll ec tua ll y hi gh, 

leadership ab ility and leadership etc. Traits conveying the same meaning were either 

merged or de leted. Those traits were included in the fina l I ist wh ich was identified by 

at least three respondents. Final li st was prepared by combining the traits of all seven 

groups. This fina l list was evaluated by the researcher with the help of supervisor. 

They found seventeen items/traits having same meaning were di scarded and 

remaining 63 items/traits were included in the li s t of item pool. Phase II was expert's 

evaluation of traits for further refinement of items /traits. After expert eva luation onl y 

three item/traits such as well dressed , strong character and avoid favorili sm were 

further dropped from list. Remaining 60 items/traits were arranged in a 5 point Likert 

type scale to co llect data (see Appendix-C). 

Third phase was the application of hierarchical exp loratory factor 

analysis to decide which factors are statistically important. As it was an exploratory 

study therefore exploratory factor ana lysis was carried out. Initiall y different rotations 

were obtained using Varimax Rotation factor solu tion. Eigen values represent how 

much variance is explained in terms of the average original variab le. Two to six 

factors were extracted. Three factors having factor loading above 2 were retained. 

Each factor comprised of substantial number of traits . It means on ly those factors 

above the Eigen va lues associated with a variant indicate the substantive importance 

of that factor (Field , 2005) . 
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One technique advocated by Cattell (1966) is to plot a graph of each Eigen 

value (Y-axis) against the factor with whi ch it is associa ted (X-ax is). Th is graph is 

known as Scree Plot. According to Steven (1992), scree plot provides a reli ab le 

criterion for fac tor selection. By graphing the Eigen values re la tive importance of 

each factor becomes apparent. Following this technique Scree P lot analysis was 

carri ed out to reconfirm the number of factors to be rotated which provided a strong 

evi dence of the existence of three factors multidimensional. There is a sharp descend 

in curve (see Figure 1) Cattell (as ci ted in Fie ld, 2005) argued that the cut off point 

for selecting fac tors should be at the point of inflex ion of thi s curve. Keeping in view 

thi s criteri a three factors have been ex tracted. 

After factor analysis out of 60 items/traits, 45 items/tra its were retained. 

Those items which were loaded on more than one factor (see Table-2) and those items 

having factor loading below .4 were not included. Maximum items fa ll on factor one 

i.e. , Leadership Ability has 25 items/traits. The reta ined items are like self-control, 

emotionally stable, able to appreciate others, practical , frustration tol erance, 

adaptable, effective interpersonal skills, consistent, willing to cooperate, well 

groomed, ability to accept failures, vigi lant, intelligent, keen observer, expressive, 

good in crisis management, imaginative, effective in communication skills, graceful , 

abi lity to assess, target oriented, logical and competent. Leadership is one of the 

important factors in study of personality and it is essential for the organized 

functioning of a society. I-leads of govenunent organizations usually come through 

Civil Services. Leadership abi lity is equally important for other profess ions such as 

Military , Medicine, and Education etc. Leadership is the most v ital ingredient for 

Pak istan Defence Forces, Doctors and Educationi st. Leadership abilities are essenti al 

in workplace, especially for executi ves who aspire to move lip into the rank of 
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management. Leadership is a function which is important 111 a ll levels of 

management. Executi ves working in these occupati onal groups have their role in 

administrative cadres, occupying leadership positions. Due to demanding nature of 

work these executi ves perform, it is essential fo r them to formulate plans and policies 

and ensure their implementation. Among the various characteristics required of an 

executi ve in lead ing roles, integrity, uprightness and emotional maturity are the most 

important. 

The second factor i.e., Integrity has 13 items/traits, these are stra ightforward, 

responsible, dedicated , impart ial, efficient, upri ght, confident, fair , sincere, punctual, 

patriotic, disciplined and public serv ice oriented . Integrity is second important 

parameter which is considered for recruitment of CSS candidates at the time of 

psychological assessment. Integrity is one of the essential aspects for working in any 

institution. Integrity is not only a matter of being honest, keeping one ' s word 

deserving the rules of organization, and respecting the responsibility and authority of 

different people, but also avo iding mi sperceptions, and resist pressures (Levinson, 

2002). Integrity is a critically important aspect of working at executive level position. 

Integrity is a foundation of any successful organization and function ing of 

government as it carries the burden of financ ial transparency of public funds. 

Third factor Emotional Maturity, consists of 7 items/traits i.e., traditional, 

anxious, adventurous, secretive, dogmatic, tough-minded and positive thinking. 

Emotional maturity is very important parameter at the t ime of se lection/recru itment 

of candidates fo r CSS occupational groups. Emotionall y mature persons can adjust in 

any environment easily. Emotional maturity is one of the important traits required for 

working at executive level position. Emotional maturity is not all abou t behaving and 

acting professionally but it is also regulating persona l ambitions and fee lings when 
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they are in contradiction with an individual 's responsibili t ies. T hese trails are also 

importanl fo r ex-cadre executives i.e., defence, medical and educati on profession. 

Phase IV was determination of reliability of the instrument. In present study 

reli abi lity of the scale was established . For thi s purpose Cronbach 's a lpha reliability 

was computed for sub scales of Persona lity Traits Assessment Scale (see Table 4). 

Result showed high alpha coefficients indicating good internal cons istency. Inter 

sca le correlations (see Table 5) were also computed for the three sub scales and all 

demonstrated positively significant relationship with each other. PTAS emerged as a 

se lf report measure to assess personality traits with three subscales. The PTAS cou ld 

be helpful to assess personality traits or executives working in CSS occupational 

groups. The higher scores on PTAS revea l hi gh level of possess ion of these traits . 

After development of new measure, before validation , analysis was carri ed out 

to exp lore the similarities/differences, if any, in personality traits of executives 

working in selected seven CSS occupational groups. For thi s purpose analysis of 

variance (ANOVA) was carried out. The results (see Table-6) indicate nonsignificant 

differences in personality traits of executives working in these seven occupational 

groups. Candidates who appear in CSS have same trait of competition, ambitious 

nature and desire to power, authority and status and this can also be attributed to 

restricted structural choices due to li mited opportunities ava il able in public sector in 

Pakistan. Candidates do not have much choice in selection of career. All the 

candidates who appear in CSS primarily prefer groups like PSP. DMO, FSP, and 

CEO due to prestige and authority. All officers have to undergo same system of 

se lection and best one are selected and allocated . We dill say that these traits are 

common traits which are required for al l services; on ly minor differences can be in 

degree of possession of certain traits. 
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Finall y in part 1 of the presenL study, an indigenous Se lf- repo rL meas ure 

PT AS on Pakistani C iv il Serv ice executives has been successfu ll y deve lo ped. PT AS 

is found as a re li able measure to assess personality traits for executi ves working in 

cadre and ex-cadre groups. To establi sh psychometri c properti es of th e instrument, 

other anal ysis, such as reli ability coeffici ent and va lidity i. e., convergent and 

discriminant validity, would be carried out in next part of the present study. 



PART-II: PHASE 1: VALIDATION 
AND PILOT TESTING OF 
PERSONALITY TRAITS 
ASSESSMENT SCALE 
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Chapter -IV 

PART-II: VALIDATION AND PILOT TESTING OF 

I:lERSONALITY TRAITS ASSESSMENT SCALE 

In Pm"t-rr Phase 1 of the present research was aimed to determine construct 

validity and to provide further empirical ev idence re lated to psychometri c properties 

and pilot testing of the new measure. The reli ability was measured by using 

Cronbach ' s Alpha. The convergent validity of the scale was determined by find ing the 

relationship with Mini Markers Set (Saucier, 1994) based on Five-factor model of 

Go ldberg (1992). 

The Five-Factor Mode l of personality is a vers ion of trait theo ry which holds 

that the many ways in which ind iv iduals differ in their enduring emotional, 

interpersonal, experiential, attitudina l, and emotional sty les can be summarized in 

terms of five basic factors called extraversion (E), conscientiousness (C), 

agreeableness (A), emotional stabi lity (ES) and openness to experience (0); (McCrae 

& Costa, 1985, 1986), because it promises to provide comprehensive framework for 

the description of individual differences (Digman, ] 990). The researcher found thi s 

inventory closer to the objective of the study. It is also simple and less time 

consuming. Mini Markers include variables which are more nearer to the five factors 

and evidence of its reliability and validity are extensive (Saucier, 1994). 

Discriminant validity was determined by finding the relationship with 

Procrastination Scale. Procrastination has been defined as the purposeful 

postponement or de laying of the performa nce of a tas k or the making of the decision 

(Ferrari, 2001; Milgram, Mey-Tal, & Levis ion, 1998). Th is sca le was selected 

because procrastination has been shown to be related to personal i ty traits such as self­

hand icapping (Midgley, Arunkumar, & Urdan, 1996), self-esteem (Beck, Koons, & 

Milgrim, 2000), and anxiety level (Haycock, McCarthy, & Skay, 1998). 
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Findings of prevIOus studies showed th aL high trait procrastinators wi ll 

complete and return the assigned task later than low trait procrastinators (Filho & 

Yuzawa, 200 1). There is a positive direct relationship between procrastination and 

missing dead line, and a negative direct relations hip between procrastination and task 

preparation (VanEerde, 2003). Discriminant validi ty can be establi shed when a 

particular measure has a very low correlation or has no correlat ion with the measure 

of some other trait or construct which is predi cted to be a di stinct or unre lated to the 

construct bei ng studied (Muchinsky, 2007). 

Phase-I : Va lidation and Pilot Testing of Scale 

Before conducting the malll stud y va lidation stud y and a pilot testing was 

carried out on a smaller sample for pre testing and va lidation of the instrument and to 

achieve the following obj ectives. 

1. To find out the psychometric properties of a newly developed measure 

Personality Traits Assessment Scale. 

2. To determine the di scriminant validity between Personality Traits Assessment 

Scale and Procras tination measure. 

3. To see simi larities/d ifferences in personality traits of executives of CSS 

occupational groups (cadre) and ex- cadre groups. 

4 To find out the di ffe rences in personality traits with reference to demographic 

vari ables such as gender, age, education and experience. 
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Validation of the Personality Traits Assessment Scale 

T hi s part of the study was carried out to de termine the convergent and 

di scriminant va lidity of a newly deve loped measure. The convergent va lidity of the 

(PTAS) sca le was expl ored by findin g out the re lati onship between the scores of 

Personality Traits Assessment Scale and the scores on Mini Markers Set (Saucier, 

1994 ). 

Sample. Sample consisted of 143 executives male (n = 118) and female (n = 

25); age range 22 to 59 (M = 30.64 & SD = 7.37); Graduates (n = 41) and Post 

Graduates (n = 102). Further distribution of executives is as follows; CTG (n = 10), 

CEG (n = 19), DMG (n = 14) FSP (n = 15), ITG (n = 20), PAAS (n = 15) and PSP 

(n = 10). Data of ex-cadre posts include Medi ca l Officers, all graduates (n = 10), 

male (n = 6) and female (n = 4), Defence Officers, 15 graduates and 5 postgraduates 

(n = 20), all male, and Educationists, 6 M.Phil and 4 post graduates . (n =}O), male (n 

= 6) and female (n = 4); age range 24 to 59 (M= 37.00 & SD = 9.83). 

Instruments. Instruments used were a newly developed Personality Traits 

Assessment Scale (PTAS), two standardized scales i.e. , Big Five Mini Markers 

(MMS) (Saucier, 1994). Urdu version of Procrastination scale (Fatimah, 2001) and 

demographic information sheet were used. Detail of the instrument used in present 

study is as follows: 

Personality Traits Assessment Scale (PTASj. Personality Traits Assessment 

Scale (Appendix-D) was developed in first phase. 1t is a 45 traits adj ective self report 

measure of personality traits. The scale measures indiv idual diffe rences in personali ty 

traits of executi ves working in different occupations. It is a Likert type 5 point rating 
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scale ranges from very accurate to very inaccurate (very accurate = 5, moderately 

accurate=4, uncertain = 3, moderate ly inaccurate = 2, and very inaccurate = 1). PTAS 

is a multidimensional measure of the traits. The three sub sca les were labe led as (a) 

Leadersh ip Abi lity (b) Integrity, and (c) Emotional Maturi ty. In thi s sca le a ll items are 

in pos itive d irection as negative items were automatica ll y excluded due to low factor 

load ing. Total score of the 45 items of PTAS can be ranged from 45 to 225. The hi gh 

score on each dimension indicates the more healthy personality. 

(a) Leadership A bility: This sub sca le include 25 tra its/items and having alpha 

reliabi lity .95. Leadership is the ability to calise their fo llowers to accomplish 

the desired work Personality traits associated with leadership are such as 

a lertness, intelligence, drive to exerCIse, initiative, social maturity, 

resourcefulness, effective interpersonal skills, willing to accept fai lures, 

to lerance for stress etc. The score on this subsca le ranged from 25 to 125. 

(b) Integrity: The second subscale consists of 13 traits/items and having alpha 

re liabi lity. 93 .Integri ty refers to do the right thing the ri ght time and being 

honest, responsible and observance of social, ethical, and organizational 

norms in work related activities. Some of the personality traits associated with 

integrity is straightforward, impartial, fair, consistent sincere etc. The score on 

this subscale ranged from 13 to 65. 

(c) Emotional Maturity: Emotional maturity includes 7 traitsli tems and its 

reliab ility is .54. Emotional maturity is the ability to assess a re lationship or 

situation and to act according to what is best .It demonstrates frustration 

tolerance and emotional contro l. Some of the personality traits associated with 

emotional maturity is tough minded , positive thinking etc self satisfaction. 

Score range is from 7 to 35. 
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Big Five Mini Markers. The second inslrument L1sed is the Mini Marker Set 

(Saucier, 1994) (Appendix-F). Permi ss ion to use MMS (Appendi x-G) This scale was 

introduced to cater the requirements of researchers who are interested to Li se a simple 

structured measure of the B ig Five Factors. It is an abbrev iated version of J 00 -

adj ective markers (Go ldberg, 1992). The sca le consists of 40 adjectives, e ight in each 

scale, and measures the Jive factors as given in Big Five Factor Model of Goldberg 

(1992). These five factors are extraversion measured by adjectives like bold , energetic 

(32 , 13 , 2, 11 , 28, 25, I , & 40), agreeableness measured by cooperative, kind (30, 39, 

20, 6,4,3 8,27, & 15), Conscientiousness by efficient, organ ized (22, 10, 31,24,9, 

29, 17, 3), emotional stability by unenvious, relaxed (36, 26, 2 1, 19,33 , 12,34,14), 

and intell ect/openness is measured by complex, deep (7, 16, 23 , 18 , 5, 8, 35 , 37). All 

these scales include positive and negative adject ives/items. Mi ni Markers is a 9 point 

rating scale but for the convenience of respondents Likert type 5 point rating scales 

has been used ranging from very inaccurate to very accurate. There are no CLit off 

points for the dimensions/subscales that make a person characteristically 

conscientious or emotionall y stable. 

The score for each item in all the five sca les are rangIng from 1-5. Items 

having negative loadings (Extraversion: 28, 25, I , 40; agreeableness: 4, 38, 27, 15; 

Conscientiousness: 9,29,17,3; emotional stability: 21,19,33,12,34, 14; and 

intellect or openness: 5, 8, 35 , 37) are reversed in the scoring process. The sum of 

scores for each scale is then di vided by 8 (total number of items in each scale) to 

arrive at the mean response value for items on the given sca le. 

The variables included in the Mini Marker are relatively close to the cores of 

the five personality factors. In comparison to origina l sca le thi s abbrev iated version is 

simple in terms of language. Factors from the Mini-Markers correspond closely to 
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those derived from the fu ll set of 100 Markers. Factors derived from the Mini­

Markers correlated 0.92 to 0.96 (raw data) and 0.91 to 0.96 (2 scored data) with the 

corresponding factors derived from the full Markers (Saucier, 1994). Mean inter item 

correlations for the Mini Marker 40 items sca les are always hi gher than those for the 

100 markers (typica ll y by .05 to .10) where as alpha coefficients are consistently 

lower (typically by .05 to .10) as compared to full Marker Sets but these are still 

reasonably on higher s ide ranging from 0.78 to 0.82. 

Some of the virtues of the 40 item Mini Markers appear to be (a) fewer 

difficult items and (b) lower inter scale correlations. A third virtue decrease in subj ect 

time required (Saucier, 1994). A 40 item inventory can be completed by most subjects 

in approx imately 5 minutes and can be expected to produce reasonable Big Five 

factors even in rather small samples. Goldberg (1992) noted that relatively small set 

of variables can serve as markers of the Big Five structure and that variables 

administered in the unipolar format appear to be more robust across samples than are 

bipolar scales. It has proven one of the most psychometrically reliable (Mooradian, & 

Nezlek, 1996) and is being employed widely in personality research (Diefendorff & 

Richard, 2003) .Mini Markers has also been used in researches in Pakistan to study 

personality and its reliability is a=.83 for English version (Shahid , 2006) and for Urdu 

version a= .67 (Manzoor, 2000); a= .75, (Khan, 2008). 

Procrastination Scale (Translated Version) (Fatimah, 2001). 16 items 

Procrastination Scale developed by Tuckman (1991) measures the tendency to delay 

task initiat ion completion, as well as tendencies toward indecisiveness and poor time 

management in the completion of tasks. Reliability alpha of the scale is .86. For the 

present research translated version (Urdu) of the scale was used (Appendix-H). 
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Permission to use scale see (Appendix-I) The scale is a Likert type sca le with four 

response catego ri es i. e., that's me for sure = 1; that ' s my tendency = 2 ; that's not my 

tendency = 3; that 's not me for sure = 4. Score In producing total score reverses the 

rating scale prior to summing across the 16 items so that hi gher sco res indicated 

higher procrastination. Maximum scores on this scale range from 16-64. A high score 

is indicative of the greater tendency to procrastinate. 

Tuckman (1991) demonstrated internal cons istency of Procrastination Scale 

(.90). Tuckman (199 I ) and I-lowell and Was tson (2006) reported significant 

association between Procrastination Scale scores and behavioral measures of 

Procrastination (r = .54 & .38 respectively) . Urd u version of procrastination scale has 

been L1 sed in the research area of Pakistan (Fatimah, 2001 ; & Nazish; 2003). Naz ish 

used thi s sca le to see relat ionship between se lf-efficacy and procras tination among 

co llege student. The alpha reliability of Urdu version is found to be 0.60 and sp lit half 

is .49 (Fatimah, 2001) and.86 (Nazish, 2003) . Results from various studies yield a 

high internal consi stency of the procrastination scale. 

Demographic Information. Demographic information was also co llected to 

study the relationship of personality traits with gender, age, education, experience, 

and occupation. 

Procedure. After se lecting the scales to be L1 sed for stud y first of all 

permiss ion to use the scale was obtained from authors . The permission to use the 

scale is attached in append ices (see Appendix - G & I) 

Special permission from heads of academies and ministries through letters was 

obtained to co ll ect data. Executives were approached by visiting different training 
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academies, and Ministri es which includes National Po li ce Academy Islamabad , Police 

Foundation Is lamabad, Income Tax Academy Lahore, Civil Services Academy 

Lahore, Audit and Accounts Training Institute Lahore, Central Board of Revenue now 

Federal Board of Revenue, Ministry of Commerce and Trade, Mini stry of Foreign 

Affairs, Islamabad National Institute of Public Admini stration (NIPA) Lahore. All the 

executives were given consent form along with PTAS , MMS, Procrastination Scale 

and demographic sheet in a form of booklet along with consent (see Appendix-E) 

form with written instructions. They were also given verbal directi ons for better 

understanding and clarity. A ll executi ves had to complete all three personality scales. 

They were requested PTAS to be completed first and then MMS and procrastination 

scale. Confidentia li ty was also ensured that the results would be used for research 

purposes only. Due to busy sched ule and other appointments they could not complete 

the questionnaires immediately. Therefore questionnaires were co llected later at their 

convenience. The data was examined closely and only those were retained which 

were fully attempted and information provided was complete. 
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Results. For the purpose of ana lyzing the results through stati stical procedure, 

first reliability analysis was carried out to check the internal consistency of the newly 

developed measure. Analysis of Variance (AN OVA) was a lso app lied to see 

relationship between different variables . fo r thi s procedure SPSS Windows 13 

(Statistical Package for Social Sciences) was used. Results in the form of table are 

gIven. 

I . To find out psychometri c propert ies of the newly deve loped sca le, reli abi li ty 

and validity was determined. To study the reliability of the sca les internal 

consistency of traits was computed through Cronbach's alpha coefficient. To 

study the convergent and discriminant validity of the scale, relationship 

between the sca les and sub scales, inter sca le correlations were computed. 

2. To explore differences in perso nality traits of executives wi thin and between 

seven selected occupational groups one way analysis of variance was 

computed. To see the significance of occupation wise difference i. e., cadre and 

ex-cadre posts; executives with training and without training Mean, Standard 

Deviation was computed and significance of difference between mean was 

studied by applying t-test. 

3. To see the significance of difference in personality traits of executives with 

reference to demographic variab les i.e. , gender and education, t-test was 

computed and to see significance of diffe rence with reference to age and job 

experience one way analysis of variance was computed. 

Reliability Estimate of Scales. To determine the reliability of a ll the scales 

alpha reliability coefficient was calcu lated. The following table shows alpha 

reli abi lity ofPTAS, MMS and Procrastination Scale. 
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Ta ble 7 

Alpha reliability coefficient of sub scales oj' Personality Traits Assessment Scale 

(PTAS) (N = j 03) 

Sub Scales ofPTAS 

Leadership Abi lity 

Integrity 

Emotional Maturity 

No. of items 

24 

14 

7 

A lpha Re li ab ility Coefficients 

.95 

.93 

54 

Table 7 indicates that Cronbach 's alpha coefficients for PTAS subscales i. e., 

Leadership Abi lity is .95, Integrity, is .93 and for Emotional Maturity is .54. 

Reli abi lity of two subscales i.e. , Leadership Abili ty and Integrity is quite high 

Table 8 

Alpha reliability coefficients of subscales of Mini Markers (MJVfS) (N = J 03) 

Subscales ofMMS No of items Alpha Re liability Coefficients 

Extraversion 8 .49 

Agreeab leness 8 78 

Conscientiousness 8 .82 

Emotional Stability 8 .59 

Openness to experience 8 .5 1 

Table 8 indicates that Cronbach's alpha indices of subscales of Mini Markers 

extraversion is.49, agreeableness .78, conscientioLlsness .82, emotional stability .59, 

and openness to experience is .51. Reliabi lity of all sub scales is satisfactory. 



95 

Table 9 

Alpha reliability coefficient o/Procrastination Scale (N = 103) 

Measure No. of items Alpha Reliability Coefficients 

Procrastinatio n Scale 16 .72 

Table 9 shows alpha reliability coeffic ient of Procrastination Scale i.e. , .72 

which is satisfactory. 

Construct Validity of tlte Personality Traits Assessment Scale (PTAS). 

Validity refers to the extent to which a test measures what it claims to measure 

(Cronbach & Meehl, 1955; Wiggins, 2003). Campbell and Fiske (1959) were of the 

opinion that if different methods are used to assess more than one trait or construct, 

the correlation among these meas ures will tend to form a multi trait multi method 

matrix. If mUltiple measures of each of the construct show high co rrelations with each 

other, it demonstrates evidence of convergent validi ty. lfthe corre lations among these 

measures are smaller than the correlations between different measures of the same 

construct these appears to be an evidence for di scriminant validity. Correlation 

techniques are an appropriate method to test the convergent and discriminate validity 

(Shavelson, Burstein, & Keesling, 1977). 

This part of the study was conducted to determine the construct validity of the 

scale. The construct validity of the newly developed measure was established by 

determining the convergent and discriminant va lidity of the measure i. e., Personality 

Traits Assessment Scale (PTAS). The convergent va lid ity of the PTAS was studied by 

examining the relationship of Personality Trai ts Assessment Sca le (PTAS) with Big 

Five Mini Marker Set (MMS) (Saucier, 1994). Discriminant validity was studi ed by 

analyzing the relationship of PT AS with Procras tination Scale (Fa timah, 2001). 
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To es tablish the construct validity of a meas ure, it is of cruc ia l im portance to 

es tablish convergent validity. The present s tudy a imed at tes ti ng the convergent 

validity of the PTAS. Therefore, the associati on of PTAS w ith the s tandardized 

measure o f Persona li ty trait i. e ., Big Five Min i Markers was examined. Evidence for 

the convergent validity of PT AS came from the high pos it i ve and signi fica nt 

correlation (see Ta ble-10) with the MMS . In additi on sub sca les of the PT AS were 

also found to be positively correlated with the MMS. It indi cates that both scales, that 

is PTAS and MMS measure the same construct. 

For any personality measure, it is of criti ca l importance to establish its 

construct validity (Bagozzi, 1993 ). Pertinent to construct validity is discriminant 

validity. It is therefore, necessary to demonstrate that our test is unre lated to variables 

that are not postul ated to reflect, which is known as discriminant validi ty (Compbell 

& Fiske, 1959). 

Convergent Validity of Personality Traits Assessment Scale (PTAS). All the 

traits of the PTAS have been empirically identified through factor analys is. However, 

for determination of convergent validity, the Big-Five Mini Markers (Saucier, 1994) 

was used because of its universality, robustness across time, and context. The 

obj ective of the study was to determine whether the measure of Personality traits 

would perform in a fas hion consistent with expec tati ons based on theo ry. Therefore, 

the relation of PTAS with its theoreti ca l linked variable was assessed to veri fy 

Convergent validity of the PTAS. Positive correlation was expected between the two 

vari ables . 



Table 10 

Correlation matrix ofPTAS and MMS subscales (N = 103) 

S. #. Measures I II II III IV V VI VII VIII 

PT AS Subscales 

I Leadership Ability 

II Integrity .64* * 

III Emotional Maturity .39** .58** 

MMS Subscales 

IV Extraversion 47** .32** .14 .62* * 

V Agreeableness .58** .52** .18* .84* * .36** 

Vl Conscientiousness .66** .65** 2~** . :> 8~ ** • :> .36** .74* * 

VII Emotional Stability .21 * .26* -.03 .65* * .28** .39** .42** 

VIII Opem1ess to experience .52** .47** .27** .71 ** .34** .S6** .S8** .22* * 

*p<.OS , **p< .01. 
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Table 10 shows that sub sca les of PTAS except emotional maturity are 

positively correlated with Mini Markers subscales. 

T he result of present study provided support for the convergent val idity of 

Personality Traits Assessment Scale (PTAS). It was hypothes ized that the two 

measures i.e., a newly developed Persona li ty Tra its Assessment Scale and Mini 

Markers by (Saucier, 1994) wou ld be positively co rrelated. As result mentioned in 

Tab le 10 shows that correlation of the PTA S subsca les with MMS subsca les was 

computed . S ignifi cant positive correlation coefficients were obtained between the 

PT AS sub scales and MMS ranging from r = .66 to .52 (p < .0 1) and .2] (p< .05) 

respectively. Tab le also indicates that two subscales of PTAS i.e., Leadership Ability 

and Integrity are positively correla ted with Mini Markers subsca les. However, one 

subscale emotional maturity is negatively correlated with Mini Markers subscale 

emotional stability because high scores on subscal e emotional maturity of PTAS 

indicates emotionally mature person whil e high score on subsea Ie emotional 

stability/neuroti cism of Mini Markers reveals that person is emotionall y instable and 

have some neurotic tendencies . Tab le also shows positive but nonsignificant 

correlation of emotional maturity with extravers ion. Find ings reveal that newly 

developed Personality Trait Assessment Scale (PT AS) shows satisfactory convergent 

validity with the Big Five Mini Markers (Saucier, 1994). 

Discriminant Validity of tlte Personalily Trails Assessment Scale (PTAS). In 

order to es tablish di scriminant validi ty of PT AS another study was carri ed out. For the 

purpose a test which was not related with the construct i.e., Procrastination Scale was 

selected. Rela ti onship of PTAS was assessed w ith Procrastination Scale. Non­

sign ificant relationship was expected between the two variab les . 
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Table 11 

Correlation coefficients of subscales of Personality Ti"aits Assessment Scale (PTAS) 

with Procrastination Scale (N = J 03) 

Sub sca les of PTAS 

Leadership Abi I ity 

Integrity 

E motiona l Maturity 

Procrastination Sca le 

.04 

-.04 

-.05 

Tn thi s research discriminant va lidity of the Personali ty Traits Assessment 

Scale (PTAS) was establi shed by eva luating its relation with the Procrastination 

Scale. The result also provided evidence for the discriminant validity of the PTAS. It 

was hypothesized that the two measures i.e., PTAS and Procrastination Scale have no 

relationship. The correlation of the PTAS sub scales was computed with 

Procrastination Scale. Table 11 indicates that Leadership Ability has positive but 

nonsignificant relationship with Procrastinat ion Scale. Other two sub scales i. e., 

Integrity and Emotional Maturity have nega tive corre lat ion ranging from 

r = -. 04 and -. 05 which explain inverse relat ion .The findings rega rding overall 

ana lys is suggest that newly developed Personality Trait Assessment Scale (PTAS) 

shows good discriminant validity with the Procrastination Scale (Fatimah, 2001) . 
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Table 12 

Correlation coejjicients of Mini Markers (]VfAlS) subscaLes with Procrast ination ScaLe 

(N = 103) 

Subsca les of MMS No of items Procrastination Scale 

Extravers ion 8 .13 

Agreeableness 8 .05 

Conscientiousness 8 .01 

Emotional Stabi lity 8 .1 I 

OpelU1ess to experience 8 .03 

To see the relationship between two measures correlation coefficient of MMS 

subscales were computed with Procrastination Scale. Table 12 indicates that all 

corre lations are in positive direction but their va lues are near low indicating low 

relationship. It shows that a person who scores high on MMS w ill score low on 

Procrastination Scale, as these measures are explaining two different constructs. This 

trend estab lished discriminant validity of PTAS. 

The main purpose of the study was to explore similarities/di ffe rences if any, in 

personality traits of executives working in seven CSS occupational groups (cadre) and 

Ex-cadre selected for this study. 

Occupational Groups (cadre). Seven selected occupational gro ups are CTO, 

CEO, DMO, FSP, ITO, PAAS, and PSP. To exp lore the differences between seven 

CSS occupational groups of executives mean, standard deviation and one way 

analysis of variance (ANOVA) was carried out. 



Table 13 

Comparison between occupational groups (cadre) on subscales of Personaliiy Traits Assessment Scale (PTAS) (N = J 03) 

CTG CEG DMG FSP ITG PAAS PSP 

(n = 10) (n = 19) (n = 14) (n = 15) (n = 20) (n = 15) (n = 10) 

Measures M SD M SD SD M SD M SD M SD M SD F 
7 

M p If 

PTAS 

Leadership Ability 91.90 33 .83 103.00 12.61 102.86 7.89 107.73 9.40 102.40 6.45 95.87 17.97 104.15 8.70 1.628 .148 .092 

Integrity 57.50 20.38 59.31 10.43 61.21 9.31 64.67 4.22 63 .60 6.11 57.73 8.89 63.20 3.39 1.281 .273 .074 

Emotional 25.00 6.93 23 .89 3.53 25 .71 2.89 24.87 2.32 26.05 4.06 22.80 4.06 25. 10 3.41 1.254 .286 .073 

Maturity 

df= JOJ 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan. ITG = Income Tax 

Group, PAAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 



Table 14 

Comparison betvveen occupational groups (cadre) on subscales of Mini Markers (MMS) (N = 103) 

CTO CEO DMG FSP ITO PAAS PSP 

(n = 10) (n = 19) (n = 14) (n = 15) (n = 20) (n = 15) en = 10) 

Measures M SD M SD lv! SD M SD M SD M SD M SD F p r/ 
MMS 

Extraversion 26.00 4.24 28.05 5.29 29.07 4.21 30.33 3.53 28.50 3.54 26.66 4.80 28.80 3.45 1.539 .174 .088 

Agreeableness 30.40 7.07 35.31 5.49 36.28 2.70 34.13 6.81 34.30 4.18 32.l3 5.43 34.35 3.62 1.790 .l09 .101 

Conscientiousness 31.80 9.00 25.84 4.60 30.28 4.44 28.80 5.46 28.55 5.50 32.26 2.93 35.20 2.25 1.177 .325 .069 

Emotional 28 .80 4.58 25.84 4.60 30.28 4.44 28.80 5.46 28.55 5.50 27 .60 4.70 28.80 5.46 1.3 05 .263 .075 

Stability 

Openness to 29.00 4.37 31.31 3.98 31.00 3.50 30.40 4.77 29.90 3.38 28.60 4.27 29.50 3.50 .956 .459 .056 

Experience 

df = 101 Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan, ITG = 

Income Tax Group, PAAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 



Table 15 

Comparison betvveen occupational groups (cadre) on Procrastination Scale (N = 103) 

CTG CEG DMG FSP ITG PAAS PSP 

(n = 10) (n = 19) (n = 14) (n = 15) (n = 20) (n = 15) (n = 10) 

Measure M SD M SD M SD M SD M SD M SD M SD F p " 't 

Procrastination 23 .30 7.24 22.79 4.31 20.64 3.29 20.47 5.50 22.00 5.40 19.40 2.80 18.60 2.37 1.789 .109 .101 

Scale 

df= 101 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax 

Group, P AAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Result gIven In Table 13 indicates that there is nonsignifi cant differences 

between seven CSS occupational groups (cadre) of executives wi th reference to 

persona li ty traits on newly developed measure i. e., Personality Traits Assessment 

Sca le (PTAS). 

Table 14 and 15 also exhibits nonsign ifican t differences between seven CSS 

occupationa l groups (cadre) of executives with reference to persona li ty tra its on Mini 

Markers .and Procrastination Scale. Co nsistency in findin gs confirm that executives 

working in seven se lected CSS occupational gro ups (cad re) have s imil ar personality 

traits and it also shows that these personality traits are common for working at 

responsible positions. 

Occupation (Cadre & Ex-cadre). To find out the similarities/d iffere nces in 

personality traits of executives working in CSS occupational gro ups (cadre) and ex­

cadre posts sample was di vided into two gro ups i.e., CSS occupat ional groups which 

include, CTG) ,CEG, DMG, FSP, lTG , PAAS, and PSP. Ex-cadre jobs include 

Medical, Defence and Education profession . 
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Table 16 

Occupation wise differences (cadre & ex-cadre) on subscales o/personality Traits 

Assessment Scale (PTAS) (N = 143) 

Measures 

PTAS 

Leadership Abili ty 

Integrity 

Emotional Maturity 

d/ =J41 

CSS Group 

(Cadre) 

(n = 103) 

!vi SD 

101.72 15.26 

61.97 6.01 

25.37 3.24 

Ex-cadre Groups 

(n = 40) 

M SD p Cohen' s d 

100.77 9.22 .366 .7 15 .043 

61.15 6.76 .495 .621 .1 28 

24.77 4.02 .854 .394 .1 64 

Result 111 Table 16 indicates that there are nonsignifica nt differences in 

personality traits of executi ves of CSS occupational groups (cadre) and executives of 

e ' -cadre group. It means that executives working at senior position either in cadre or 

ex-cadre groups have common personality traits. 

Table 17 

Occupation wise dtfJerences (cadre & ex-cadre) on subscafes 0/ Mini Markers (MMS) 

(N = 143) 

Measures 

MMS 

Extraversion 

Agreea b I eness 

Conscientiousness 

Emotional Stability 

CSS Group 
(Cadre) 

(n = 103) 
M SD 

Ex-cadre 
Group 

(n = 40) 
M SD p 

28.80 4.27 28.28 4.33 .645 .520 

34.04 5.33 34.45 3.73 .436 .663 

34.1 3 5.05 33.35 4.75 .849 .398 

28.65 5.49 28. 16 4.88 .5 14 .608 

Cohen's d 

.1 21 

.089 

.159 

.094 

Openness to Experi ence 30.07 3.98 28 .92 3.82 1.559 .1 21 .295 

d/= 14 1 
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Table 17 also reveals that there are nonsignifi cant differences 111 personality 

traits of executives between two groups i.e., cadre and ex-cadre. 

Table 18 

Occupation Wise differences (cadre & ex-cadre) on Procrastination Scale (N = J 43) 

CSS Group (Cadre) Ex-cadre Group 

(n = 103) (n = 40) 

Measure M SD M SD p Cohen ' s d 

Procrastination 21.15 4.77 20.12 3.86 1.219 .225 .237 

Scale 

clf=14 1 

able 18 exhibits that differences are nonsigni ficant between cadre i.e. CSS 

occupational groups and ex-cadre i.e., medical , defence and education on 

Procrastination Scale. To see the consistency in results same analysis were carried out 

on MMS and Procrastination Scale. Table 17 and 18 indicate the same trend and 

nonsignificant findings reveal that executive of both groups have more or less 

common personality traits. 
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Table 19 

D([ferences between three ex-cadre groups on s7lbscafes of Personality Trails 

Assessment Scale (PTAS) (N =40) 

Med ica l Defence Ed ucation 

(n = 1 0) (n = 20) (n = ] 0) 

Measures M SD M SD M SD F p 

PTAS 

Leadersh ip Abi lity 10] .30 12.40 98 .60 8.46 104.60 6.04 1.469 .244 .074 

Integrity 58.90 10.1 7 64.10 3. 14 64.80 3. 19 2.6 18 .086 .1 24 

Emotional Maturity 24.00 2.75 25.65 3.28 26 .20 3.49 1.318 .280 .067 

d/=38 

To see the similarities/differences if any, in personality traits of ex-cadre 

executives ANOVA was computed. Table 19 shows nonsignificant differences 

between three profess ions i.e., Med ical, Defence, and Education on all th ree subscales 

of Personali ty Traits Assessment Scale (PTAS). 
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Table 20 

D[fferel1ces between three ex-cadre groups 0 11 subscales oj'Mini Markers (MMS) (N 

=40) 

Medical Defence Education 

(n = J 0 ) (n =20 ) (n = ]0) 

Measure M SD M SD M SD F p 1]2 

MMS 

Extraversion 29.80 4.76 27.45 4.06 30.50 3.63 2. 195 . 126 .106 

Agreeableness 35 .10 3.38 33.55 4.10 35.60 3. 13 1.220 .307 .062 

Conscientiousness 32. ] 0 7.12 32.65 3.48 36.00 3.30 2.259 .119 .109 

Emotional stabi lity 25.20 7.15 29.60 3.95 30.20 5.37 2.933 .066 .137 

Openness to 29.10 3.41 28.75 4.43 29. 11 3.18 .040 .96 1 .002 

Experience 

df=38 

Table 20 reveals nonsignificant differences between these three ex-cadre 

groups. It means that Executives working in Medical, Defence, and Education 

professions have common personality traits. 
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Differences between three ex-cadre gr01lps 011 Procrastination Scale (N =40) 

Measure 

Procrastination 

Scale 

df= 38 

Medical 

(n = J 0 ) 

i\I/ SD 

19.50 4.17 

Defence Education 

(n =20) (n = 10) 

lv1 SD M SD F 

19.40 3.07 22.20 4.59 2.026 

109 

p 

.146 

In order to see with in ex-cadre group's similarities/differences on 

procrastination Scale analysis was carried out. Table 2 1 indicates nonsignificant 

differences on personality traits between three professional groups of ex-cadre, i.e., 

Medical, Defence, and Education. 

Demographic Variables and Personality Traits. To find out the differences in 

personality traits of executives, if any, regarding demographic variab les i. e., gender, 

age, education, length of experi ence and occupation t- test and one way analysis of 

variance were carried out. 

Gender. To see the difference, if any, in personality traits of men and women 

executives, data was divided into two groups. Sample shows that number of women is 

qui te less as compared to men. The reason is that percentage of fema le candidate who 

appear in CSS is less, for example in competitive examinat ion 2009 (as mentioned in 

press release issued by FPSC on 18th June, 2010) total number of appeared candidates 

were 63 %; written qualified were 15.85% and fina ll y qualifi ed were 15.68%; out of 

which 76.31 % were mal e and 23.69 % were female. Allocation clepencls on number of 

seats available. 

.",2 

.099 
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Table 22 

Gender wise differences on subscales a/Personalify 7i"ails Assessment Scale (PTAS) 

(N = 103) 

Men Women 

(n = 81) (n = 22) 

Measures ]v! SD M SD p Cohen 's d 

PTAS 

Leadership Ability 101.74 15,36 101.64 15,23 ,028 ,977 ,006 

Integrity 61.30 9,56 60,64 10,67 ,280 ,780 ,065 

Emotional Maturity 24,96 3,97 24,04 4,20 ,949 ,345 .469 

dj= lOl 

Table 22 shows nonsignificant gender differences 111 personality traits of 

executi ves, 

Table 23 

Gender wise differences on subscales oj Mini Markers (MMS) (N = 103) 

Men Women 

(n = 81) (n = 22) 

Measures M SD M SD t P Cohen's d 

MMS 

Extraversion 28, 15 4,31 28, 77 4.46 ,598 ,551 .141 

Agreeab leness 33,86 5,06 34,72 6,29 ,672 ,503 ,151 

Conscientiousness 33,88 5. 18 35 .09 4.53 .999 .3 20 ,248 

Emotional Stability 28 .19 4.73 28.04 5.49 .1 29 .898 ,029 

Openness to Experience 29.88 3.99 30.77 3.9 1 .937 .35 1 ,225 

d(= lOl 

Table 23 also reveals that differences in personality traits with reference to 

gender are nonsignificant between men and women executives. 
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Table 24 

Gender-wise differences on Procmslinalion Scale (N = 103) 

Men Women 

(n = 81) (n = 22) 

Measure A;[ SD M SD p Cohen's d 

Procrast ination Scale 20 .83 4.52 2 ] .04 4.76 -.209 .835 .045 

d/ =101 

Table 24 also reveals non-s ignifi cant di fferences between men and wo men 

with reference to gender on procrastinati on Scale. Result mentioned in Table 22, 23, 

and 24 show consistent trends which suggest that executives workin g at senior 

pos itions have common personali ty traits irrespective of gender. 

Age: To determi ne the effect of age on personality traits the sample was 

divided into three groups i.e. , 22 to 30 years, 31 to 45 and 46 to 59 years keeping in 

view the positions of executives i.e., younger, middle and senior executives. In order 

to find out the differences between three groups ANOV A was applied . 

Table 25 

Age wise differences on subscales of Personality Traits Assessment Scale (N = 103) 

Age in Yea rs 

22-3 0 31-45 46-59 

(n = 69) (n = 27) (n = 7) 

Measures M SD M SD M SD F p 

PTAS 

Leadershi p Ability 104.01 11.39 95.48 22. 00 103.14 12.20 3.200 .045 

Integrity 62.45 7. 56 58.48 13.25 58 .71 12.34 1.870 .1 59 

Emotional Maturity 24.85 3.72 24. 04 4.97 26.71 1.98 1.290 .280 

df =101 

r/ 

.060 

.036 

.025 
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Table 25 reveals that there is nonsignificant difference on two sub scales of 

PTAS i.e. , integrity and emotional Maturity between three age groups, however 

difference between three age groups is signi fica nt at p<.04 level on Leadership 

A bility. Younger age group of executi ves has hi ghest mean on leadership Ability and 

nex t is older age group. It indicates that younger executi ves possess more leadership 

qua li ties comparatively to other gro ups. 

Table 26 

Age wise differences on subscales of Min i Markers (NfMS) (N = 103) 

Age in Years 

22-30 31-45 46-59 

(n = 69) (n = 27) (n = 7) 

M easures Jv! SD A1 SD 1\1 SD F P 

MMS 

Extraversion 28 .46 4.26 27.81 4.64 28 .28 4 .1 5 .2 15 .807 

A greea b I eness 34.18 4.82 33 .37 6.89 35.28 2.92 .426 .654 

Conscientiousness 34.78 3.88 32.77 7.33 33.00 3.9 1 1.74 1 .181 

Emotional stability 28.11 5.08 28.44 4.42 27.57 5.12 .098 .907 

Opelmess to 30.2 1 3.55 29.85 5. 01 29 .42 3.90 .176 .839 

Experience 

df= 101 

Table 26 a lso indicates nonsignificant differences in personality traits between 

three age groups on Mini Markers . All executives have similar personality traits 

irrespective of their age . 

r/ 

.034 

.008 

.034 

.002 

.004 
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Table 27 

Age wise differences on Procrast ination Scale (N = j ( 3) 

Age in Yea rs 

22-30 31-45 46-59 

(n = 69) (n = 27) (n = 7) 

Measure M SD Jv! SD Jv! SD F p 

Procrastination Scale 20.60 4.49 21.63 4.47 24.71 7.20 2.617 .078 

df= 101 

In order to see the effect of age w ith reference to procras tinati on ANOVA was 

computed .Table 27 shows nonsignifi cant diffe rences on Procrastination Scale with 

reference to age. 

Education: The effect of ed ucation on personality trails was also exam ined in 

present study. Total sample was di vided into two groups on the bas is of their 

education. One group of educational level is graduation which is a minimum 

requirement to apply for civil services competitive examination. Other group is of 

post graduation level. 

Table 28 

Education wise differences on subscales of Personality Traits Assessment Scale 

(PTAS) (N = 103) 

Graduates Post Graduates 

(n =28) (n =75) 

Measures M SD M SD p Cohen's d 

PTAS 

Leadership Ability 102.28 17.59 101.50 14.4 1 .229 .819 .048 

Integrity 62.07 9.92 60.81 9.73 .580 .563 .128 

Emotional Maturity 24.50 4.62 24.86 3.80 .410 .683 .085 

df = jOJ 

17
2 

.050 
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To see the effect of education with reference to persona li ty traits ana lysis was 

carried out. Result in Table 28 revea ls nonsigni ficant differences in personality traits 

of executives between two groups on the basis of education . 

Table 29 

Education wise differences on subscales o./Mini Markers (MMS) (N = 103) 

Graduates Post Grad uates 

(n = 28) (n = 75) 

Measures M SD AI! SD T p Cohen's d 

MMS 

Extravers ion 29.53 3.52 27.8 1 4.52 l. 817 .072 .419 

Agreeab leness 33.53 4.58 34.24 5.59 .595 .553 .139 

Conscientiousness 34.28 4.76 34.08 5.18 .1 83 .855 .040 

Emotional stabil ity 27.42 4.45 28.44 5. 03 .935 .352 .2 15 

Openness to 29.82 3.60 30.16 4.12 .383 .703 .088 

Experience 

dj= I01 

Table 29 a lso demonstrates nonsignificant differe nces in personality traits of 

executives working in seven occupational groups on the basis of educat ion . 
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Table 30 

Education wise d?fferences on Procrastination Scale (N = 103) 

Graduates Post Graduates 

(n =28) (n =75) 

Measure M SD M SD p Cohen's d 

Procrastination 20.83 5.37 20.88 4.20 -.063 .950 .013 

Scale 

d/= 10J 

Table 30 also shows non-signifi cant differences with reference to education on 

Procrastination Scale. Consistency in results reveals that education does not effect on 

personali ty traits. 

Job Experience. To see the effect of job experience sample was divided into 

three groups on the basis of experience i. e., up to 5 years, 6years to 15 years and 16 

years to 36 years. The number of executives having 16 years and above experience is 

less because they are at senior positions and due to more responsibilities and 

commitments their ava il ability was diffic ult. To see the effect of job experience on 

personality traits one way analysis of variance (ANOVA) was computed. 
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Table 31 

Job Experience wise d!ffe J'ences on sub scales a/PersonaLify Trails Assessmenl ScaLe 

(PTAS) (N= J03) 

Experie nce in Ye~lrs 

Up to 5 6-15 16-36 

(n = 68) (n = 27) (n = 8) 

Measures M SD M SD M SD F 2 
P '7 

PTAS 

Leadership Ability 

Integrity 

100.62 13.05 97.29 2 1.60 103.60 11.99 1.696 .189 .033 

62.41 7.78 58. 18 13.82 60.50 6 .92 1.863 . 161 .036 

Emotiona l Maturity 24.95 3.96 23.85 4 .47 26.25 2 .18 1.327 .270 .026 

c1f= ] OJ 

Results mentioned in Table 31 indicate nonsignificant differences between 

tlu'ee groups on the basis of experience. Findings indicate that all executives shared 

common personality traits . 

Table 32 

Job Experience wise differences on subs caLes of Mini Markers (MMS) (N = ] 03) 

Experie nce in Years 

Up to 5 6- 15 16-36 

(n = 68) (n = 27) (n = 8) 

MeasLires M SD M SD M SD F P 

MMS 

Extravers ion 28.38 4.34 27.37 3 .37 27.37 3.37 . 191 .826 

Agreeableness 33.88 4.87 34.66 5.56 33.37 8.27 .275 .760 

Consc ien tioLisness 34.5 1 4.07 34.40 5.62 30.00 8.6 1 3.023 .063 

Emotion a l sta bility 28 .20 5.07 26.37 5.09 28.59 4.37 .639 .530 

Open ness to Exper ience 30.02 3.56 30.62 4 .56 28.50 5.20 .893 .4 13 

cI/= ] 0] 

17
2 

.004 

.005 

.057 

.013 

.018 
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Tabl e 32 also shows nonsignificant differences between three groups of 

execu tives with reference to job experi ence. 

Table 33 

Job Exp erience wise d~fferences on Procrastination Scale (N = j 03) 

Experience in Years 
Up to 5 6-15 16-36 
(n = 68) (n = 27) (n = 8) 

Measure NI SD M SD M SD F P r/ 

Procrastination Scale 20.69 4.29 2 1.52 4.55 23.87 7.08 1.726 .183 .033 

d/ = JOJ 

Table 33 also indicates nonsignifi cant diffe rences between three groups with 

reference to experience. 

Discussion: Part I of the study was related to indigenous development of 

Personality Traits Assessment Scale (PTAS) . Part II, phase-I of the study was carried 

out to determine Psychometric properties of the PT AS developed in Part I and for pre 

testing the instrument as all predictor variab les can be assessed in terms of their 

quality or goodness. In Psychology goodness of measuring devices can be judged by 

two psychometric criteria: reliab ility and validity. The Personality Traits Assessment 

Scale (PTAS) was developed to exp lore s imilarities/ d ifferences , if any, in personali ty 

traits of executives working in seven selected CSS occupational (cadre) and ex-cadre 

groups. The estimates of alpha coeffic ients and sp lit half are quite sat isfactory and 

determine the internal consistency of the scale. 
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To estab lish discriminant va lidity Urdu versIon of procrastination scale 

(Fa timah, 2001 ) was used. Procras tinati on has been defin ed as the act of needlessly 

delaying a task until some point of discomfort (Solomont & Rothb lum, 1984) a form 

of se lf-defeati ng behav ior that invol ves a se lf destructive tendency (Twenge, 

Catanese, & Baumeister, 2002) Procrastination has been shown to be related to 

personality tra its, such as attitudes learning (Midgley, Arunkumar, & Urden, 1996) 

attribution styl es (Brownlow & Reasinger, 2000), anxiety level (HayCock, Mecathy, 

& Skay, 1998) se lf-efficacy (Wolters, 2003), and Self-esteem (Beck, Koons, & 

Mi lgrim , 2000) . In this research di scriminant va lidity of new measure i.e. , Personality 

Trait Assessment Scale was establi shed by eva luating its relation with the 

Procrastination Scale. It was expected that these two m easures have less or low 

re lationship . As expected result show (see Table-II) almost low relationship between 

PT AS and Procrastination Scale. Correlation coefficient of PTAS subscales i.e., 

Leadership Abi lity, Integrity and Emotional Stabi lity with Procrastination Scale 

indicate that Leadership Ability has positive but nonsignificant re lationship with 

Procrastination Scale. Other two sub scales, i.e., Integrity and Emotional Maturity 

have low negative correlation which explains inverse relat ion. Correlat ion between 

subscales of Mini Markers was also computed with Procrastination Scale (see Table-

12). Findings suggest that all correlations are in positive direction but their va lues are 

very low. Considering the/:indings regarding overall analysis suggest we can say that 

newly deve loped Personality Assessment Scale (PTAS) demonstrated good 

di scriminant validity with Procrastination Scale (Fatimah, 2001) 

Main purpose of present study was to explore simi larit ies/differences 111 

personali ty traits of executive between seven occupational groups (cadre) as well as 

with ex-cadre gro ups. It was also planned to investigate the relationship between 
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persona lity traits and demographic vari ables. To ex plore the simil ar iti es Idifferences 

between different groups Ana lys is o f Variance (ANOVA) and f tes t we re used. 

Result (see Tables 13- 15) demonstrated nonsignificant differences between 

seven occupational groups on all three measures i. e. , Personality Tra its Assessment 

Scale (PT AS), Mini Markers (MMS) and Procrastinat ion Scale . One of the reasons of 

nonsignificant differences between seven occupat ional gro ups mi ght be that similar 

nature of selection process; onl y those candidates are se lected who di splay better 

perfo rmance on written and show inclinat ion ancl competit ive spirits. 

Occupation wise differences i.e., between cadre & ex-cadre were examined 

on PTAS , MMS and Procrastination Scale (see Table 16-18) ancl there were 

nonsignificant differences. Findings of prev ious research study also revealed 

nonsignificant differences on personality tra its. Satterwhi le, Fleener, Braddy, 

Feldman, and Hoapes (2009) compared the homogeneity of a set of personality 

characteristics from eight organizations in eight occupations. The resu lt indicates that 

homogeneity with in occupations was higher than that fo und in organizations. 

Differences between three ex-cadre groups were also studied on PTAS , MMS , and 

Procrastination Scale (see Tables 19-2 1). Results reveal differences between medical , 

defence and education profession are nonsignificant on all three measures showing 

similar personality traits in these professions. Hi ghest mean scores are obtained on 

PTAS and MMS by educationi sts compared to other two groups. Gruickshank, 

Jenkins, and Metcalf (2003) reported that effective teachers are enthusiastic, have 

warmth and possesses a sense of humor (see also Malikow, 2006) . 

The study a lso aimed to examine the ci iffe rences in personality traits wi th 

reference to demographic vari ab les i.e. , genci er, age, education ancl job experi ence. 

The I va lues demonstrating nonsigniti cant ge nder differences with reference to 
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personality traits (see Table-22) on PTAS as well as MMS (see Table-23) and 

Procrastination Scale (see Table-24). These nonsignificant gender differences might 

be explained by the fact that at executive level women have simi lar personality traits. 

Costa , Terracciano, and McCrae (2001) fOLind that gender differences are stronger in 

economically advanced countries as compared to economi call y less advanced 

countries with more traditional gender roles . Gender differences are small relative to 

individual variation with in gender. 

The result of the current study also reveals nonsignificant differences with 

reference to age on personality traits (see Table-25) on all subscales of PT AS, MMS. 

(see Table-26) and Procrastination Scale (see Table-27). Findings of study by McCrae 

and Costa (1990) support the results that people do not change much as a result of 

growing older. After age 30 personality traits do not change much. As personality 

traits refer to enduring patterns of thought, emotion and behaviour that are not likely 

to change over time and explain behaviour across different situations (Costa & 

McCrae 1989; Funder, 2001). 

Relationship between personality traits and education was also explored. To 

see the effect of education on persona lity traits data was divided into two groups i.e., 

graduates (n = 28) and post graduates (n = 75). Graduation with second class is 

minimum requirement to appear in CSS competitive exami nation but most of the 

candidates appear in examination after doing post grad uation. Result (see Table-28, 

29, &30) revealed nonsignificant differences on all subsca les of PTAS, MMS as well 

as on Procrastination Scale. Study (Tuckman, 1991) showed nonsignificant 

relationship between procrastination and level of education. Findings of the present 

study indicate that executives having graduate degree and post graduate degree have 

similarities with reference to persona lity traits. Effect of job experience on personality 
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traits of executi ves was also examined. For thi s purpose sampl e was di vided into three 

gro ups. Results (see Table 31, 32 & 33) indicate nonsignifi cant differences between 

three groups on the basis of experience on all three measures. 

A ll the findin gs from reliability ana lys is, correlati on, t-test, One Way Analysis 

of Variance (ANOVA) demonstrates that newly developed measure which was 

initially evolved for exploratory purposes keeping in view the expected cultural biases 

in other scales. Persona lity Traits Assessment Scale (PTAS) is a reli abl e and valid 

measure to assess personality traits as sca le has shown high alpha coeffi c ient and is 

significantl y corre lated with another measure of Big Five Mini Marker Set (Saucier, 

1994) indicating good convergent and discriminant va lid ity. Personality Trai ts 

Assessment Scale (PTAS) has positive but nonsignifi cant rela ti onship with 

Procrastination Scale (Fatimah, 2001). While its two subscales In tegrity and 

Emotional Maturity are negative ly corre lated with Procrast ination Scale. That 

establ ishes its discrim inant validity. The demographic analysis were also carried out 

which revealed that these variables can further be examined in main study to 

determine the effect of these variables on personality traits . 



PHASE II: MAIN STUDY 
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Cha pter' V 

MAIN STUDY 

This part is based on mam study. It was a lso planned to examine the 

similarities and differences between and wi thin CSS occu pationa l gro ups and ex­

cadre groups with reference to personality traits on diffe rent demographi c variables. It 

was carried out to provide add itiona l information on the convergent validity of PTAS 

.For this purpose other construct i. e., Ma nagerial Potential Sca le (MP) of CPI (Gough, 

1994) was used. 

The main study was aimed to achieve the following objectives, 

Objectives of the Research 

1. To explore the differences in personality tra its of executives of seven CSS 

occupational (Cadre) groups. 

2 . To see if the executives working m CSS occupationa l (Cadre) groups are 

diffe rent from ex- cadre executives in terms of personality traits. 

3. To determine the psychometric properties of the newly developed Personality 

Traits Assessment Scale on independent sample. 

4. To find out the differences in personality traits with reference to demographic 

variables such as gender, age, education, and ex pe ri ence. 

5. To find the di ffe rences in personality traits of executives (cadre) with tra ining 

(Who have completed common and specialized training) and witho ut training 

(Fresh entrance in service) . 

6. To examine the differences in personality traits within ex-cadre groups. 
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Sample 

Sampl e consis ted of 77 1 parti cipants, men (n = 598) and wo men (n = 173) 

age ranging from 22 to 59 years (M = 32.37; SD = 9.04); educati on leve l, graduates (n 

= 297) and post graduates (n = 474). Further di stribution of sample is as follows, 

Total sample is based on three catego ries, first is executives of Civil Services (n = 

465) having minimum experi ence one year and maximum 36 years of seven selected 

occupational groups i.e., CTO (n =63 ), CEO (n = 66), DMO (n = 66), FSP (n = 75), 

ITO (n = 84), PAAS (n = 57), and PSP (n = 54). Second group is of executives of 

ex-cadre posts (n = 2 15) which include Medical offi cers (1'1 = 62), Defence Offi cers (n 

= 71) and Educationists (1'1 = 82) with minimum experience one year and maximum 

29 years. Third group is of allocated candidates who just joined academy for Common 

Training Program (1'1 = 91). 

Instruments 

The fo llowing instruments were Llsed in thi s study: 

1. A newly developed Personali ty Traits Assessment Scale (PTAS) 

2. Mini Markers (MMS) (Saucier, 1994) 

3. Managerial Potential Scale of Califo rnia Psychologica l Inventory (CPT) 

(Gough, 1994) and 

4. Demographic Info rmation Sheet 
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Personality Traits Assessment Scale (PTAS). Persona li ty T raits Assess ment 

Scale (Appendix- D) was deve loped in I'i rst phase. It is a 45 items se lf report measure 

of personality traits. The scale measures indi vidual differences in personality traits of 

executi ves working in different occupations. It is a Likert type 5 po in t rat ing sca le 

ranges from very accurate to very inaccurate (very accurate = 5, moderate ly accurate 

= 4 , uncertain = 3, moderate ly inaccurate = 2, and very inaccurate= l ). The tlu'ee sub 

scales were labeled as (a) Leadership Ability (25 items) (b) Integrity (13 items) and 

(c) Emotional Maturity (7 items). In this sca le all items are in posit ive d irection. Total 

score of the 45 items of PTAS can be ranged from 45 to 225. The high score on each 

dimension indicates that these executives are more effective 

Big Five Mini Mar/(ers (MMS). The second instrument used is the Mini 

Markers (Saucier, 1994). This scale was introduced to cater the requirements of 

researchers who are interested to lise a simple structured measure of the Big Five 

Facto rs. It is an abbreviated version of 100 - adj ec tive markers (Goldberg, 1992). The 

scale consists of 40 adj ectives eight items in each scale and measures the five factors 

as given in Big Five Factor Model of Goldberg ( 1992). These five factors are 

extraversion agreeableness, conscientiousness, emotional s tability and 

intellect/openness these scales include positive and negative adj ectives/items. Mini 

Markers is a 9 point rating scale but for the convenience of responden ts Likert type 5 

point rating scales has been used ranging from very inaccurate to very accurate. There 

are no cut off points for the dimensions/subscales that make a person 

characteri stically conscientious or emotionall y stable. The score for each item in all 

the five scales are ranging from 1-5. I tems havi ng negative load ings are to be reversed 

in the scoring process. The sum of scores for each sca le is then divided by 8 (total 
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number of items in each scale) to arrive at the mean response va lue for items on the 

g iven scale Currentl y, the most popu lar mode l of personality is the Five-Factor Model 

(FFM; Digman & Inouye, 1986). The FFM asserts that normal human personality can 

be described using five genera l dimensions. 

The stud y used two instruments for va lidation of PTAS. Fi rst, the Mini 

Markers developed by Saucier ( 1994). The reason fo r using the 40 items Mini 

Markers is because both the NEO - PIR deve loped by Costa and McCrae ( 1992) 

conta ining 240 items and the unipl olar adj ective Markers developed by Gold berg 

( 1992) consisting of 100 adj ectives are too lengthy Mini Marker uses only eight 

adj ectives to measure each of the five personali ty factors w ith reasonable reliabi lity 

and it can be completed within 5 minutes. Respondents were req uired to indicate how 

much they possessed the personali ty traits described by each adj ective. 

When time is limited, researchers may be faced with the choice of using an 

extremely brief measure of the big-five personality dimensions .This reduced set has 

excell ent reliability and validity. Saucier found that Mini Marker factors have 

acceptable internal consistency (alpha) = .78 to a=.86. Saucier (1994) ; Palmer and 

Loveland (2004) fo und support for the validity of the Mini markers as a measure of 

the FFM. Studies reveals that even a single item measures of personality (SIMP) 

demonstrated a mean convergence of r = 0.6] with longer scales and a lso shows an 

acceptable reliability (Woods, Stephen, Hampson, & Sarah, 2005) . 
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Managerial Potential Scale (MP) Of CPT (Gough, 1994). Managerial 

PotenLial (MP) (Appendi x-J) is a spec ial purpose sca le designed for the California 

Psychological Inventory (CPJ) Gough (1994) to assess personality characteristics to 

be assoc ia ted with desirable work Performance, and behavior. MP is used to assess 

interest and talent for managerial pursuits (Gough, 1984). In management leadership 

is the actual ability to direct or supervise others. Gough used two criterions for 

se lecting items for a Managerial potential sca le, performance ratings of military 

officers and preferential item endorsement by bank managers. Ca lifornia 

Psychological Inventory (CPT; Gough, 1987) items meeting both these criteria were 

combined into a 34 items scale. Such sca les are often complex and multidimensional , 

measuring a syndrome of relevant characterist ics rather than a unifi ed Psychological 

construct. 

A high score suggests individuals who create a good impression and are 

confident, fluent , socially effective, emotionally stable, mature, c lear-thinking, 

realistic, optimistic, responsible, capable, well organized, and ambitious; who are 

goal-oriented and value achievement; who show good initiative and foresight; who 

are effective leaders able to elicit cooperation from others, get things done, and offer 

advice; and who value intellectual and cognitive matters. 

A low score suggests persons who lack confidence; who are socially maladroit 

and make mistakes in grammar or word usage; who are emotionally unsta ble, moody, 

worrisome, and anxious; who tend to be dissatisfied , rebellioLls, defensive, immature, 

apathetic, irresponsible, distractible, and inconstant in the pursuit of long-range goals; 

who tend to be wedded to routine and are made anx ioLls by change or uncertainty; and 

who may withdraw in the face of adversity. Managerial Potential (MP) Scale of 

Cali forn ia Psychological Inventory (CPI) Go ugh, ( 1994) has been lIsed in the present 
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study to assess personality tra its re lated to manageri a l poten ti al and for va lidati on 

purpose. 

The managerial potential scale (MP) of California Psychologica l inventory 

(CP1) (Gough, 1994) was chosen for va lidat ion purpose for its w idesp read use in 

predicting managerial performance. As execuli yes/office rs of these occupational 

groups have to playa managerial rol e at their respecti ve positions. iVIoutafi , Furnham, 

and Gump (2007) conducted a stud y on the topic, is managerial leve l related to 

personality? Participant completed two personality tests. Revised NEO personality 

inventory and MBTJ and reported their manageri a l level in their organization. Result 

showed that conscientiousness and extravers ion were positively correlated with 

manageria l level and neuroticism was negatively correlated with managerial level. 

Managerial Potential scale of cpr has been used in researches in Pak istan and shows 

satisfactory reliability i. e., .77 (Shuj aat, 1992). 

Demographic Information Sheet. Demographic information was also 

co llected to study the relationship of personality traits with gender, education, age, 

experience and occupation. 

P."ocedure 

To get the data from executives of different occupational group's special 

permission from all head of the institulions through letters was obtained to collect 

data. Executives were approached by vis iting different tra ining academies, and 

Ministries which includes National Police Academy islamabad, Poli ce Foundation 

Islam abad, Income Tax Academy Lahore, Civi l Services Academy Lahore, Audit and 

Accounts Training Institute Lahore, Central Board of Revenue now Federal Board of 
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Revenue, Ministry of Commerce and Trade, Ministry of Fore ign Affa irs, Islamabad 

National lnstitute of Public Administration (NIPA) Lahore. A ll the executives were 

given consent form to get their agreement along with Persona lity Tra its Assessment 

Scale (PTAS) , Mini Markers (MMS) and Manageri al Potential Sca le (MP) in a form 

of booklet with written instructions. Purpose of the stuJy was ex plained and they were 

a lso given verba l directions for better understanding and clarity. A ll executives had to 

complete all three personality scales. They were requested PTAS to be completed first 

and then MMS and Managerial Potential Scale. Confid entia lity was al so ensured that 

the results would be used for research purposes on ly. Due to busy schedu le and other 

appointments they could not complete the questionnaires immediate ly. Therefore 

questionJ1aires were co ll ected later at the ir convenience. 

Results 

T he present study intended to explore the di ffe rences, if any , in personality 

traits of civil service executives and its re lation with di ffere nt demographic variab les. 

Different statistical procedures were used to analyze the data. Alpha coefficients were 

calcu lated to see the reliability of three instruments L1 sed I-analysis and one way 

ana lys is of variance (ANOVA) were used to find the differences in personality traits 

with reference to gender, age, education, and ex peri ence. Analysis was carried out on 

same li nes as was in Pilot study. In main study Manageri al Potential Scale of cpr 

Gough (1994) was also used to determine convergent va lidity ofPTAS. 

Reliability of the Instruments. Reli ability is one major index of the 

efficiency of any measurement. The extent, to which one can depend upon a test, is 
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very much determined by the reli abi li ty of the sca le. For the de lerminat ion of 

re li ability of PTAS subscales, alpha coeffic ient was ca lcul ated. On the same line the 

alpha coefficient for Big Five Mini Marker Set and Manageria l Potenti al scale of cpr 

was a lso compu ted . 

Table 34 

Alpha reliability coefjicient of subscales of Personality Trails Assessment scale 

(PTAS) (N = 465) 

Measure 

Leadership Ability 

Integrity 

Emotional Maturity 

No. of items 

25 

13 

7 

A lpha Coefficients 

.94 

.92 

.55 

Table 34 represents the alpha re liability coefficients of three subscales of 

PTAS. The alpha coeffi cients value for subscales ranges from .55 to .94. The 

Cronbach 's alpha coefficient was applied to estimate the reliability for subscales, 

Leadership Ability .94, Integrity .92 and fo r Emotional Maturity .55.The Table 

indicates that reli ability of two subscales i.e., Leadership Ability ancl Integrity is quite 

high. Reliability of sub scale Emotional Maturity is .55 which is a lso sa tisfactory. It 

means that items of its sub scales are internall y consistent, Moreover a lpha values are 

in acceptable range which provide evidence that PT AS is a reliab le meas ure . 
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Table 35 

A lpha reLiability coefficients of subsca/e.\· 0/ lvlini lvlarkers (lvllvlS) and Managerial 

Potential Scale (MP) (N = 465) 

Measures 

Extravers ion 

Agreeableness 

Consc i en tio usness 

Emotional Stability 

Openness To Ex peri ence 

Manageri al Potenti al Scale 

No of items 

8 

8 

8 

8 

8 

34 

A lpha Coeffi cients 

.63 

.75 

.80 

.75 

.49 

.90 

Table 35 shows that Cronbach ' s alpha indices of subscales of Mini Markers 

i.e., Extraversion .63 , Agreeabl eness .75, Conscientiousness .80, Emotional Stability 

.75 , and Openness to Experience is .49. Reliabili ty of all sub scales is satisfactory. 

Table 24 also shows that the ronbach alpha coefficient of Managerial Potential Scale 

is .92 which is quite high. 

Table 36 

Split halfreliability of PTAS, lvllvlS and lvlP Scale (N = 465) 

Measure Number of Items Alpha Coeffi cients Split half reliability 

Part- l Part-II Part-I Part-II 

PTAS 22 23 .87 .94 .86 

MMS 20 20 .84 .85 .93 

MP 17 17 .84 .75 .88 

Note. PTAS = Personality Traits Assessment Sca le, MMS = Mini Marker Set, MP = Managerial 

Potentia l Scale 

Spli t half re liability of PTAS, MMS and MP was also calculated. For thi s 

purpose each of s ale was divided into two halves .. Tabl e 36 shows split half 

re liability of PTAS .86, MMS .93, and MP .88. 
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Validity of the Instruments. Construct and convergent valid ity of the PTAS 

was aga in de termined in main study by us ing the same procedure as Ll sed in pilot 

testing. 

Table 37 

Correlation coefficients of Personality Trails Assessment Scale (PTAS) with its sub­

scales (N = 465) 

Subscales of PT AS 

Leadership Abi lity 

Integrity 

Emotional Maturity 

No/e. PTAS = Personality Traits Assessment Sca le 

.... p<.Ol 

No. of items 

25 

13 

7 

PTAS 

.95** 

.91 ** 

.62** 

It is observed from Table 37 that there are signifi cant positive correlation 

coefficients of Personality Trait Assessment Scale (PTAS) with its sub scales. 

Correlation coefficient of personality Traits Assessment Scale with its sub scales 

indicate that all three subscales are positively correlated with PTAS which establish 

its construct validity ( see Table 38 i. e., correlation matrix). 



Table 38 

Correlation Matrix between PTAS, MMS subscales and MP Scale ojCP] (N = 465) 

S. #. Measures II III IV V VI vn VIII IX 

PTAS Subscales 

Leadership Ability 

11 Integrity .77** 

1Il Emotional Maturity .45** .50** 

MMS Subscales 

rv Extraversion AO* .34* .12* 

V Agreeab leness A1 * .37* .18* .91 ** 

VI Conscientiousness A6** Al * .18* .92** .66** 

VII Emotional Stability .26* 2"* . .) -.03 .87** .65** .72** 

VIII Openness to experience A7** .38* .17* .84** .59** .76** .74** 

IX MP .18* .16* .14* .76** .56** .68** 7"** . .) .69** 

Note. PT AS = Personality Traits Assessment Scale, MMS= Mini Markers, MP=Managerial Potential Scale. 

*p<.05, **p <.0 1 
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Table 38 reveals inter scale corre lat ions between PTAS , MMS and MP Scale. 

Inter scale correlations of three measures show positive re lationship with each other 

except one sub scale of PTAS i.e., emotional maturity which shows very low negative 

re lation with sub scale emotional stability of MMS. The reason that hi gh scores on 

sub sca le emotional maturity of PT AS indicates emotionally mature person whi le hi gh 

score on sub scale of emotional stability/neuroti c ism of Min i Markers revea ls 

opposite trait I. e., that person is emotionall y instable and have so me neurotic 

tendencies. 

To see re lationship between personality traits and other variables different 

analysis were carri ed o ut. 

Occupational Groups (cadre). The main objective of the study was to explore 

simi larities/differences, if any, of Civi l Services. in personality traits of executives 

working in seven most preferred occupational groups of Civi l Service. To study these 

differences, signifi cance of mean, one way analysis of variance (ANOVA) was 

computed on these sca les and various demographi c variables. 
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Table 39 

Comparison between occupational groups (cadre) on sub scales of Personality Traits Assessment Scale (PTAS) (N = 465) 

CTG CEG 

(n = 63) (n = 66) 

Measures M SDM SD 

PTAS 

DMG 

(n = 66) 

M SD 

FSP 

(n = 75) 

M SD 

rTG 

(n = 84) 

M SD 

PAAS 

(n = 57) 

M SD 

PSP 

(n = 54) 

M SD F p r/ 

Leadership 101.41 21.87 103.26 22.94 102.54 10.25 105.79 8.67 102.10 9.33 100.74 12.36 101.17 12.81 1.216 .297 .016 

Ability 

Integrity 61.87 12.63 61.86 8.15 61.82 7.47 63.55 5.98 62.19 5.83 61.75 6.55 61.59 8.36 .495 .812 .006 

Emotional 24 .75 4.64 24.71 3.13 25 .07 3.24 25.36 3. 15 25.31 3.76 24.79 3.86 24.78 3.43 .417 .868 .005 

Maturity 

df= 463 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax 

Group, PAAS = Pakistan Audit and Accounts Service, PSP = Police Serv ice of Pakistan. 
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Table 40 

Comparison between occupational groups (cadre) on subscales of Mini Markers (lvfMS) and Managerial Potential Scale (MP) (N = 465) 

Measures 

MMS 

Extraversion 

Agreeableness 

Conscientiousness 

Emotional 

Stability 

Openness to 

Experience 

MP 

df=463 

CrG CEG DMG FSP ITG PAAS PSP 

(n = 63) (n = 66) (n = 66) (n = 75) (n = 84) (n = 57) (n = 54) 

M SD M SD M SD M SD M SD M SD M SD F 2 
P 17 

28.46 5.30 28.89 5.56 28.69 4.73 29.42 4.84 28.39 4.19 27.64 5.20 29.42 4.84 .758 .603 .010 

32.22 6.43 32.03 5.70 32.04 6.57 32.53 6.04 32.84 5.45 31.47 5.77 31.77 5.56 .408 .874 .005 

32.50 7.22 32.36 6.01 32.13 5.97 32.85 5.95 32.09 5.65 31.78 5.97 32.55 5.66 .222 .970 .003 

29.52 6.56 28.71 6.19 28.53 6.37 28.40 5.88 27.84 5.58 27.26 6.17 28.31 5.95 .838 .541 .0 11 

29.61 5.24 29.57 4.45 29.42 4.46 29.17 4.32 29.84 4.19 28.63 3.73 28 .92 4.27 .604 .727 .008 

19.12 6.48 16.72 7.57 18.75 7.23 18.85 7.54 16.94 7.50 17.32 7.86 19.46 7.98 1.527 .168 .020 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District Management Group, FSP = Foreign Service of Pakistan, lTG = Income Tax 

Group, PAAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Table 39 displays belween group and within group differences of seven 

occupational groups. One way ANOVA was computed to investigate whether there 

was an overall personality traits similariti es/d ifference among seven occupational 

groups of civi l services. Results indicate that statistica lly nonsignifi cant differences 

exist on a ll sub sca les o[PTAS. 

Table 40 revea ls that t here is nonsi gnificant difference between seven 

occupational groups of civil serv ices on sub sca les of MMS. Table also shows 

nonsignificant differences in personality tra its of executives between these seven 

occupational groups of Civi l Serv ices on Manageria l Potential Scale. These 

nonsignifi cant differences demonstrate that executi ves working in these occupational 

gro ups (cadre) have common personali ty traits. 

Occupation (Cadre & Ex- Cadre). To find the differences in personality traits 

of executives sample was divided into two groups i.e., Cadre and ex-cadre. Civi l 

Servants include CTG, CEG, DMG, FSP, lTG, PAAS and PSP. Ex -cadre Posts 

include Medical , Defence and Education profession 
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Ta ble 41 

Occ1Ipation 'wise (cadre & ex-cadre) comparison on subscales a/ Personality Traits 

Assessment Scale (PTAS) (N = 680) 

Measures 

PTAS 

Leadership Ability 

Integrity 

Emotiona l Maturity 

df= 678 

CSS Gro up 

(Cadre) 

(n = 465) 

N! SD 

102 .9] 11 .43 

62.14 7.97 

25.81 4.06 

Ex-Cadre Group 

(/1 = 2 15) 

M SD 

102.55 12.88 

62.34 6.33 

24.99 3.6 1 

p Cohen's d 

.343 .732 .029 

.316 .752 .027 

2.6 18 .009 .213 

Table 41 indicates nonsignificant differences between two groups on two sub 

scales of PTAS i.e., Leadership Ability and Integrity. While on Emoti onal Maturity 

the di ffe rence between two groups is signi fica nt at p< .01 level. 
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Table 42 

Occupation wise comparison on slIbscales q/ Mini l\Ifarkers (MMS) and Managerial 

Potential Scale (N = 680) 

Measures 

MMS 

Extraversion 

Agreeableness 

Conscientiousness 

Emotional Stab il ity 

Openness to 

Experience 

MP 

df= 678 

CSS Group 

(Cadre) 

(n = 465) 

M SD 

28.6 1 4 .1 0 

32.19 5.92 

32.33 6.04 

28.36 6.08 

29.35 4.39 

18.11 7.48 

Ex-cadre 

Group 
(n = 2 15) 

M SO 

28.37 4.45 

32 .36 4.97 

32 .75 5.32 

27.94 5.68 

29. 01 4.36 

17.67 7.15 

p Cohen's d 

.6 1 .524 .056 

.37 .790 .03 1 

.86 .378 .073 

.85 .329 .071 

.92 .356 .077 

.72 .470 .060 

To investigate the diffe rence between executives working in Civi l Services 

and ex-cadre executi ves data was divided into two groups. Tab le 42 indicates 

nonsignificant diffe rence between these two groups on all sub scales . Table also 

revea ls nonsignifi cant differences between civi l servi ce executives and ex-cadre 

executives (Medical, Education, & Defence) on Manageri al Potenti al sca le 

Between groups diffe rences in ex-cadre gro up were also studied to investigate 

whether executives working in Medical, Defence and Education profess ion differed in 

personali ty traits. 
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Table 43 

Diflerences between three ex-cadre groups on subsea/e.\· ql Personality Trails 

Assessment Scale (PTAS) (N = 215) 

Measures 

Leadership Abi li ty 

Integrity 

Emot ional 

Maturity 

df=213 

Medical 

en = 62) 

M SD 

103.3 13.94 

61.71 8.07 

25.51 4.40 

Defence 

(n = 71) 

M SD 

104.4 8.10 

63.28 3.42 

26.93 3.38 

Eel ucati on 

(n-82) 

M SD F p 

101.2 1 1. 71 1.495 .227 .014 

62.00 6.75 1.2 12 .300 .0 11 

25.06 4.16 4.395 .013 .040 

Table 43 indicates nonsignificant differences on two sub scales of PTAS i. e., 

Leadership Ability and Integrity. However, on Emotional Maturity difference 

between three groups is significant atp < .01 level of significance. 
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Table 44 

Differences be/ween three ex-cadre gr01lps on .I'libscaies of Mini Markers (A,tfMS) and 

Managerial Potential Scale (MP) (N = 2 I 5) 

Medica l Defence Ed ucation 

(n = 62) (n = 7 1) (n = 82) 

Measures M SD M SD M SD F p 

MMS 

Extraversion 28.45 4.30 28.50 4.80 28. 14 4.20 .138 .87 1 

Agreeab I eness 32.39 4.95 31.45 5.08 33. 13 4.82 2.208 . 11 2 

Consc ientiousness 32.42 5.23 33 .08 5. 10 32 .65 5.69 .294 .746 

Emotional stabi lity 26.76 5.58 28.97 5.70 27.79 5.62 2.77 1 .065 

Openness to 29.00 4.21 29.01 4.43 29. 04 4.46 .001 .999 

Experience 

MP 16.27 6.43 19.11 6.1 0 17.24 7.70 3.027 .051 

dj=213 

Table 44 also reveals nonsignificant differences on sub scales of MMS 

between three groups. However di ffe rence between three groups is significant on 

Managerial Potential Scale (p < .05). 

Training: Training is mandatory after group allocation fo r all se lected CSS 

candidates. They have to undergo initiall y Common Tra ining Program (CTP) and 

after its completion Special Training Programme (STP). One of the object ives was to 

see differences in personality traits of executives with training and wi thout training 

l 

.00 1 

.020 

.003 

.025 

.000 

.028 
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(Just all ocated and joined CTP) . To see differences In Personality Traits of 

executive ' s I test was appli ed to see signifi cance of mean . 

Table 45 

Differences with training (executive:,) and without training (in itially joined) on 

subs cales of Personality Tra its Assessment Scale (PTAS) (N = 556) 

With Training Without Training 

(n = 465) (n = 91) 

Measures 111 SD Iv! SD p Cohen 's d 

Leadership Ability 102.55 12.88 104.88 12.05 1.590 .11 2 . 187 

Integrity 62. 14 7.97 63.08 6.33 1.053 .293 .130 

Emotional 24. 99 3.61 24.87 4.04 .307 .759 .031 

Maturity 

df= 554 

Table 45 indicates nonsignifi cant differences between two groups I. e., 

executives working and those who initially joined academy with reference to 

personality traits on sub scales of PTAS. The reason could be that training is related 

specificall y with enhancement of working knowledge and change in personality traits 

is not targeted. 
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Table 46 

D[fF:rence with {mining and without training (in if ia l/y j oined) on s lIbscales of Mini 

Markers (MJvfS) and Managerial Potential Scale (N = 556) 

With Training Without Training 

(n = 465) (n = 9 1) 

Measures M SD M SD p Cohen ' s d 

MMS 

Extraversion 28.61 4.99 30.70 4 .6] 3.697 .000 .435 

Agreeableness 32 .1 8 5.92 34.80 4.17 .017 .000 .511 

Consci enti ousness 32.33 6.04 34.36 4.47 3 .043 .002 .382 

Emotional Stability 28.3 6 6.08 30.62 4.88 3.340 .001 .409 

Openness to 29.35 4.39 30.43 3 .60 2.2 17 .027 .269 

Experi ence 

MP 24. 99 3.20 23.83 3.7 1 4.04 .659 .334 

df= 554 

Results indicated in Table 46 show that as group without training (initially 

joined CTP) is high on mean as compared to other group who have training 

(completed CTP and STP)) Table shows significant differences on all sub scales of 

MMS. However, difference between two groups on Managerial Potential Scale is 

nonsignificant. 
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Relatiollship between Demographic Variables and Personali(J' Traits. To 

fi nd out the di ffe rences in persona li ty tra its of executives, if any , regarding 

demographic variables i.e., gender, age, education , length of experi ence and number 

of promotions 1- analysis and one way ANOV A were ca rri ed out. 

Gender: To investigate the differences, if any, in persona lity traits of 

executives with reference to gender data was di vided into two groups i.e., men and 

women Ta ble below indicates tbat number of women executives is comparati vely 

less. Tbe reason is that percentage of female candidate appearin g in examination is 13 

to 29 every year. 

Ta ble 47 

Gender-wise differences on subscales of Personality Traits Assessment Scale (PTAS) 

(N = 465) 

Men Women 

(n = 370) (n = 95) 

Measures M SD M SD p Cohen ' s d 

PTAS 

Leadership Ability 102.32 13.28 103.43 1 1.18 .743 .458 .090 

Integrity 61.97 8.18 62 .82 7.05 .928 .354 .1 11 

Emotional 25.00 3.66 24.96 3.41 .089 .929 .011 

Maturity 

c{(=463 
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Table 47 shows nonsignifi can t d ifferences between men and wo men 

executives on sub scales of Personality Traits Assessment Scale (PTAS). It means that 

at executive level positions men and women are more or less same on personality 

tra i ts. 

Table 48 

Gender wise differences on subscales o/Mini Markers (MNiS) and Managerial 

Potential Scale (N = 465) 

Men Women 

(11. = 370) (n = 95) 

Measures M SD M SD p Cohen' s d 

MMS 

Extraversion 28 .48 5.05 29.08 4.77 1.03 5 .301 .122 

Agreea bleness 32.08 6.01 32 .58 5.54 .738 .46 1 .086 

Consc ientiollsness 32 .2 ] 6.08 32.80 5.88 .844 .399 .098 

E motional Stability 28 .29 6.15 28 .65 5.8 1 .5 15 .607 .060 

Openness to 29.21 4.50 29. 88 3.92 1.323 .187 .158 

Experi ence 

MP 18 .17 7.5 1 17.86 7.39 .366 .714 .041 

df= 463 

Table 48 indicates the compari son between men and women executives on 

Mini Markers . Table shows non-signifi cant differences 0 11 a ll sub sca les of MMS i.e., 

Extraversion, Conscientiousness, E motional stab ility and Openness to Experience. 

Difference between two groups is also nonsignificant on Managerial Potential Scale. 
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Age: To de termine the effect of age on personality traits the sampl e was 

di v ided into three groups i. e ., 22 to 30 (n = 24 1) years, 3 1 to 45 (n = 138) and 46 to 

59 (n = 86) keeping in view the positions of executi ves i.e. , younger, middle and 

senior executives . Findings of prev ious research show that peo pl e do not change 

much simply as a resu lt of growing o lcler ancl personality changes clo occur in 

individuals between co ll ege and middl e age but after about age 30, stab ility is clearly 

the rule. In order to find out the differences in personality Traits between three age 

gro ups analysis of variance (ANOVA) was app li ed. 

Table 49 

Age wise differences on subscales of Personality Trai ts Assessment Scale (PTAS) (N 

= 465) 

Age in Years 

22-30 3 1-45 46-59 

(n = 24 1) (n = 138) (n = 86) 

Measures 1\1 SD M SD M SD F 2 
P 17 

PTAS 

Leadership Ability 102.47 11.05 99.10 16.06 104.55 10.92 8.085 .000 .034 

Integrity 62.30 6.94 60.40 9.61 63.08 7.09 5.062 .007 .021 

Emotional Maturity 25 .06 3.56 24.6 1 4. 14 25.44 2.70 1.458 .234 .006 

df= 463 

The result in Tab le 49 indicates that on two subscales of PTAS i.e. , Leadership 

Ability and lnteg rity, differences between three age groups are significant atp < .001 , 
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p < .000, and p < .01 level of s ignifi cance. Senior executi ves with age group 46 to 59 

shows hi ghes t mean and next is yo unger age group i.e., 22-3 0. 

Table 50 

Age wise d(Uerences on subs cales of Mini Markers (MJvfS) and Managerial Potential 

scale (MP) (N = 465) 

Age in Yea rs 

22-3 0 31-45 46-59 

(n = 241) (/1 = 138) (n = 86) 

Measures M SD M SD M SD F P 1/ 

MMS 

Extraversion 28.68 5.06 28.54 5.33 28.61 4.99 .055 .947 .000 

Agreeableness 31.71 5.96 32.01 6.40 33.82 4.64 4.197 .016 .01 8 

Conscien ti ousness 32.03 6.08 32. 19 6.45 33.42 5. 12 1.737 .177 .007 

E motional stability 28.26 6.41 28. 12 5.89 29.03 5.44 .662 .5 16 .003 

Openness to 29. 15 4.29 29.33 4.74 29.96 4.06 1.096 .335 .005 

Experience 

MP 17.52 8.36 18 .02 6.84 19.89 5.3 1 3.22 .041 .0 14 

dJ= 463 

Table 50 indicates that there is a nonsignificant difference on all subscales of 

Mini Markers except one scale of Agreeableness on which difference is significant at 

p < .01 level of significance. Tab le also shows sign ificant di ffe rences on Managerial 

potenti al sca le at p < .04 level of significa nce . . 
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Education: To see the effect of education on Persona li ty traits tota l sample 

was divided into two groups on the basis of their education. One group or educational 

level is graduates (n = 152) which is a minimum requirement to app ly for civi l 

services competitive examination. O ther group is of post graduates (n = 313). 

Ta ble 51 

Education wise differences on subscales of Personality Traits Assessment Scale 

(PTAS) (N = 465) 

Graduates Post Graduates 

(n = 152) (n = 313) 

Measures M SD M SD p Cohen's d 

PTAS 

Leadership Ability 104.07 14.51 101.81 11.96 1.78 .075 .169 

Integrity 63.36 7.97 62.82 7.05 .928 .354 . III 

Emotional 24. 76 3.83 25 .11 3.49 .976 .329 .095 

Maturity 

df =463 

To determine the difference between two groups I-analysis was computed. 

Tabl e 51 indicates that there is nonsignificant difference between two groups of 

education on all sub scales of Personality Traits Assessment Scale. 
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Table 52 

Education wise differences on subseales of lv/in; Markers (AlMS) and Managerial 

Potential Scale (MP) (N = 465) 

Graduates Post Graduates 

(n = ] 52) (/1 = 313) 

Measures M SD M SD P Cohen's d 

MMS 

Extravers ion 29 .31 5.2 ] 28.26 4.86 2. 127 .034 .208 

Agreeableness 32.75 5.83 31.91 5.95 1.425 .155 .142 

Consc ientiousness 33.05 6.1 5 31.98 5.96 1.793 .74 .176 

Emotional Stability 29. 00 6.13 28.5 6.03 1.586 .1 13 .082 

Openness to 29.6 1 4.57 29.22 4.30 .886 .376 .087 

Experience 

MP 18.86 7.32 17.74 7.53 1.518 .130 .150 

df= 463 

Table 52 exhibits the scores of executives on sub scales of Mini Markers with 

reference to education. The results reveal that there is nonsignificant difference 

between two groups of education with reference to personality traits on sub scales i. e., 

Agreeableness, Conscientiousness, Emotional Stability and Openness to Experience. 

However, difference is significant on Extravers ion at p <.03 level of significance. 

Table also shows that there is nonsignificant difference between two groups of 

executives on Managerial Potential Scale. It means graduate executi ves and post 

graduate executives have similar personality traits. 
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Job Experience: To see the effect of Job experi ence on persona lity traits total 

sampl e was divided into three gro ups i. e., lip to 5 years, 6years to 15 years and 16 

years to 36 years. 

Table 53 

Job Experience wise d?lferences on subs cales of Personality Traits Assessment Scale 

(PTAS) (N = 465) 

Experience in Years 

Up to 5 6-15 16-36 

(n = 222) (n = 145) (n = 98) 

Measures M SD M SD .M SD F p '1'/ 

PTAS 

Leadership Ability 101.67 11.19 100.40 15.92 104.1 2 1l.3 1 3.78 1 .024 .016 

Integrity 62 .57 5.55 60.30 10.23 63.04 7.15 5.252 .006 .023 

Emotional 25. 15 3.56 24.49 4.14 25. 17 2.88 1.701 .184 .007 

Maturity 

C{[= 463 

Table 53 shows the significan t differences between three groups on two sub 

scales i.e., Leadership A bility and Integrity. The difference is at p < .01 , and p < .02 

level of significance. As expected more experienced executives have more leadership 

qualiti es and more strong with reference to integrity. The result indicates the effect of 

experience on personality traits. 
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Table 54 

Job Experience wise d~fference on subscoles of!v!ini Markers (MMS) and Managerial 

Potential Scale (N = 465) 

Experi ence in Years 

Up to 5 6- 15 16-3 6 

(n = 222) (n = 145) (n = 98) 

Measures !v! SD M SD M SD F P 1J2 

MMS 

Extraversion 28.40 5.13 28.87 5.09 28.46 4.60 .396 .673 .002 

Agreeableness 31.45 6.09 32.26 6.22 33 .63 4.9 1 4.635 .010 .020 

Consci enti ousness 31.73 6.13 32.40 6.17 33.36 5.68 2.482 .085 .011 

Emotional Stability 27.65 6.32 28.76 6.07 29.08 5.40 2.436 .089 .011 

Openness to 28.95 4.34 29 .31 4.62 30.00 4.20 1.890 .152 .008 

expenence 

MP 17.06 8.52 18.08 6.91 20.02 5.29 5.3 39 .005 .023 

df= 463 

Table 54 reveals nonsign ificant differences on the basis of experi ence between 

three groups of executives on sub sca les of Mini Markers, except agreeableness . The 

difference is signifi cant at p < .01 level. Tab le also indicates significant differences at 

p < .0 1 level of significance between three groups on Managerial potential Scale on 

the basis of experience. 

Comparative Personality Profiles of CSS Occupational Groups (Cadre) on 

Personali(v Traits Assessment Scale (PTAS), Mini Markers (MM) and Managerial 

Potential Scale (MP). Executives of seven CSS occupational groups i.e., CTG, CEO, 

DMO, FSP, ITO, PAAS, and PSP were compared on Personality Tra its Assessment 

Scale (PTAS), Mini Markers (MMS) and its sub scales, as well as on Managerial 

Potential Scale (MP) of CPl, to study the simi larities! differences on each trait. 

Figures 2- 12 presents comparative profiles of these seven groups and Fi g ures 13 -15 of 

ex-cadre gro ups. 
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Table 55 

Mean Values for Seven CSS occupational groups (Cadre) on subscales of Personality 

Traits Assessment Scale (PTAS) 

Occupational Groups 

PTAS No of Score 
CTG CEG DMG FSP ITG PAAS PSP 

Items Range 

Leadership 
25 25 - 125 4.23 4.32 4.29 4.43 4.27 4.25 4.24 

Abilities 

Integrity 13 13 - 65 4.44 4.41 4.43 4.54 4.45 4.43 4.40 

Emotional 
7 7-35 3.53 3.54 3.58 3.64 3.63 3.58 3.57 Maturity 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, PAAS = Pakistan 

Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Figure 2. Mean profile for seven CSS occupational groups (cadre) on subscales of 

Personality Traits Assessment Scale (PTAS) 

Table 55 and Figure 2 indicate that the differences between these seven groups 

are not noticeable in the mean scores. These seven groups exhibit similar trends on all 

subscales of Personality Traits Assessment Scale (PTAS). 
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Table 56 

Mean values fo r seven CSS occupafional groups (cadre) on subscale of PTAS, 

Leadership Ability 

Leadership Ability 

S r. no. Personality Traits CTG CEG DMG FSP ITG PAAS PSP 

Self Controlled 4.14 4.33 4.27 4.39 4.24 4.09 4.11 

2 Emotionally Stable 4.08 4.35 4.12 4.43 4.05 4.09 4.11 

3 Ab le to Appreciate 

Others 4.40 4.41 4.39 4.63 4.46 4.49 4.44 

4 Committed 4.46 4.71 4.65 4.85 4.62 4.72 4.63 

5 Frustration Tolerance 4.11 3.95 3.89 3.93 3.77 3.88 3.83 

6 Adaptable 4 .22 4.24 4.18 4.36 4.19 4.18 4.24 

7 Effective Inter 

Personal Skill s 4.33 4.23 4.11 4.37 4. 10 4.07 4.20 

8 Consistent 4.32 4.38 4.35 4.6 4.48 4.42 4.35 

9 Resourceful 3.97 4.02 3.79 4.07 3.94 3.81 4.07 

10 Effective 

Communication 4.11 4.36 4.38 4.40 4.24 4.]4 4.30 

11 Graceful 4.22 4.26 4.33 4.49 4.26 4.] 1 4.17 

12 Ability to Assess 4.17 4.41 4.33 4.45 4.23 4.32 4.39 

13 Willing to Cooperate 4.52 4.55 4.70 4.73 4.54 4.56 4.46 

14 Well Groomed 4.32 4.41 4.47 4.48 4.15 4.40 4.26 

Continued .. 
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Leaciership Ability 

Sr no. Persona lity Traits CTG CEG DMG FSP fTG PAAS PSP 

15 Ability to Accept 

Failures 4. 08 3.98 4.15 4.24 4.04 4.25 4.06 

16 Vigilant 4.17 4.26 4.35 4.47 4.26 4.37 4.20 

17 Intelligent 4.2 1 4.35 4.27 4 .35 4.25 4.23 4.26 

18 Keen Observer 4.22 4.29 4.32 4.41 4 .25 4.49 4.20 

19 Courteoll s 4.33 4.42 4.55 4. 53 4 .55 4.37 4.30 

20 Expressive 4.14 4.20 4. 17 4 .3 ] 4. 14 4.02 4.06 

21 Good in Cris is 

Management 4.24 4.39 4.21 4.33 4.3 1 4.18 4.3 ] 

22 Imaginative 4.04 4.08 3.86 4.19 4.20 3.9 1 4.02 

23 Target Oriented 4.35 4.53 4.5 4.56 4.5 4.42 4.37 

24 Logical 4.30 4.35 4.39 4.48 4.48 4.33 4.35 

25 Competent 4.44 4.52 4.45 4.67 4.52 4.32 4.31 

Note. CTG = Commerce and Trade Group, CEG = Customs and Exc ise Group, DMG = District 

Management Gro up, FSP = Foreign Service of Pak istan, ITG = Income Tax Group, PAAS = Pakistan 

Audit and Accounts Service, PSP = Po lice Service of Pakistan . 
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Figure 3. Mean Leadership Ability profile of seven CSS occupational groups (cadre). 

In order to obtain clearer picture trait wise (subscale) analysis were also made. It is evident from Figure 3; though differences between 

these seven groups are nonsignificant but high mean score shows that Foreign Service executives are on the top on most of the traits of 

leadership as compared to other groups/services. Other groups are more or less similar in traits. The minor differences in preference of traits 

between seven groups seem to be in line with their job requirements. 
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Taule 57 

J..1ean values for seven CSS occ1Ipational groups (cadre) on subscale (~r Personality 

Traits Assessment Scale (PTAS). Integrity 

Integrity 

Sr no . Persona li ty Traits CTG CEG DMG FSP ITG PAAS PSP 

Straight Forward 4.24 4.1 5 3 .98 4. 19 4.17 4. 19 4 .09 

2 Responsibl e 4.56 4.42 4.6 1 4.6 1 4.65 4.5 1 4 .52 

3 Dedicated 4.59 4.39 4.48 4.76 4.62 4.54 4.48 

4 Impartial 4.2 1 4. 2 1 4.20 4 .2 1 4 .23 4.2 1 4.22 

5 Effic ient 4.38 4.38 4.29 4.49 4.36 4.3 0 4 .33 

6 Upright 4.32 4.53 4.30 4.45 4.48 4.54 4.26 

7 Confident 4.43 4.33 4.44 4 .3 9 4.42 4 .3 7 4.46 

8 Fa ir 4.49 4.38 4.47 4.47 4.57 4.51 4.35 

9 Sincere 4.52 4.74 4.68 4.79 4.74 4.77 4.67 

10 Punctual 4.52 4.21 4.42 4.53 4 .3 1 4.46 4.35 

II Patriotic 4.59 4 .67 4.82 4.84 4.55 4.54 4.59 

12 Disc iplined 4.43 4.36 4.44 4.6 1 4.38 4 .2 8 4.37 

13 Pub lic Service Oriented 4.44 4.62 4.45 4.63 4.33 4 .39 4.52 

Note. CTG = Commerce and Trade Group, CEG = Customs and Exc ise Group, DMG = District 

Management Group, FSP = Fore ign Service of Pak istan, ITG = Income Tax Group, PAAS = Pakistan 

Aud it and Accoun ts Service, PSP = Po lice Service of Pakistan . 
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Figure 4. Mean Integrity profile for seven CSS occupational groups (cadre) 

Table 57 and Figure 4 indicate that personality profiles of all seven CSS 

occupational (cadre) groups are overlapping on each trait of sub scale integrity. 

Considering the high mean Foreign Service has upper hand in possessing these traits. 
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Table 58 

Mean values for seven CSS occupational groups (cadre) on subsea Ie of Personality 

Traits Assessment Scale (PTAS), Emotional Maturity 

Emotional Maturity 

Sr. # Personality Traits CTG CEG DMG FSP ITG PAAS PSP 

1 Traditional 3.14 3.42 3.38 3.45 3.57 3.39 3.30 

2 Anxious 2.87 3.14 3.15 2.99 3.27 3.04 2.87 

3 Adventurous 3.89 3.70 3.52 3.91 3.68 3.74 3.70 

4 Secretive 3.84 3.56 3.76 3.83 3.55 3.81 3.96 

5 Dogmatic 2.83 2.56 2.67 2.56 3.01 2.75 2.69 

6 Tough Minded 3.73 3.86 4.09 3.95 3.73 3.82 3.91 

7 Positive Thinking 4.44 4.56 4.52 4.76 4.57 4.49 4.57 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, P AAS = Pakistan 

Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Figure 5. Mean Emotional Maturity profile for seven CSS occupational groups 

(cadre) 

Table 58 and Figure 5 show personality profile of executives of seven CSS 

occupational groups/services (cadre) on emotional maturity, i.e., third sub scale of 
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Personality Traits Assessment Scale CPT AS). All groups are more or less similar in 

traits however, Foreign Service executives are more adventurous, tough minded and 

positive in thinking. 

Table 59 

Mean values for seven CSS occupational groups on subscales of Mini Markers (MMS) 

Occupational Groups 

MMS CTG CEG DMG FSP ITG PAAS PSP 

Extraversion 3.59 3.62 3.59 3.68 3.56 3.48 3.58 

Agreeableness 4.03 4.00 4.02 4.07 4.11 3.94 3.97 

Conscientiousness 4.07 4.05 4.02 4.11 4.02 3.98 4.08 

Emotional Stability 3.70 3.60 3.57 3.53 3.48 3.41 3.54 

Openness to Experience 3.70 3.70 3.69 3.65 3.73 3.58 3.62 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, PAAS = Pakistan 

Accounts Service, PSP Police 
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Figure 6. Mean profile for seven CSS occupational groups on subscales of Mini 

Markers 
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In order to confi rm the findin gs, personality profi les o r CSS occupational 

groups were also compared on Mini Markers. Table 59 and F igure 6 demonstrates 

profil e of seven groups on sub sca les .AII seven groups are more or less s imilar on 

extravers ion , agreea bl eness, conscientiousness, emolional s tability (Neuroticism) and 

openness to experience. These groups are lowest on emotional stability (Neuroticism) 

because high scores indicate neurotic tendencies . 

Table 60 

A1ean valuesfor seven CSS occupational groups on subscale o.lMini Markers (MMS), 

Extraversion 

Extraversion 

Sr. # Personality Traits CTO CEO DMO FSP ITO PAAS PSP 

Bashful 3.49 3.15 3.50 3.52 3.20 3.07 3.15 

2 Bold 4.08 4.23 3.9 1 4.13 4.23 4.05 4.06 

3 Energetic 4.32 4.48 4.29 4.41 4.49 4.35 4.46 

4 Extraverted 3.22 3.42 3.26 3.52 3.37 3.07 3.44 

5 Quiet 2.89 3.03 3.24 2.97 2. 93 2.91 3.31 

6 Shy 3.81 3.67 3.53 3.67 3.57 3.6 3.63 

7 Talkative 3. 10 3.36 3.39 3.45 3.01 3.26 3.13 

8 Withdrawn 3.84 3.64 3.62 3.75 3.70 3.49 3.48 

No/e. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, PAAS = Pakistan 

Audit and Accounts Service, PSP = Po li ce Service of Pakistan . 
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Table 60 and Figure 7 demonstrate mean profiles of seven CSS occupational 

groups on each trait of MMS subscale extraversion .Profiles are more or less similar. 

However minor differences indicate that executives working in Foreign Service of 

Pakistan and Commerce and Trade Group are relatively more extroverted. As high 

extraversion is characterized by their preference of being around other people and 

involved in many activities. 
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Table 61 

Mean values for seven CSS occupational groups (cadre) on subscale of Mini Markers 

(MMS), Agreeableness 

Agreeableness 

Sf. # Personality Traits CTG CEG DMG FSP ITG PAAS PSP 

1 Cold 3.59 3.50 3.41 3.40 3.74 3.35 3.46 

2 Cooperative 4.38 4.82 4.47 4.63 4.49 4.54 4.22 

3 Harsh 3.84 3.53 3.61 3.57 3.51 3.37 3.74 

4 Kind 4.35 4.44 4.52 4.47 4.61 4.35 4.37 

5 Rude 3.97 3.59 3.82 3.85 3.85 3.81 3.70 

6 Sympathetic 4.21 4.29 4.44 4.36 4.54 4.40 4.33 

7 Unsympathetic 4.1 7 3.76 3.82 3.96 3.93 3.75 3.93 

8 Wann 3.76 4.11 4.06 4.29 4.19 3.95 4.02 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, P AAS = Pakistan 

Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Table 61 and Figure 8 demonstrate profi les of seven occupational groups on 

tra ils of agreeabl eness. For example executi ves of CEO) and FS P are more 

cooperative while police officers are rather low on thi s trait. Executives of PAAS are 

comparat ively co ld , harsh and unsympatheti c. 

Ta ble 62 

Mean values for seven CSS occupational groups (cadre) on subscaLe of Mini Markers 

(MlvJS) , Conscientiousness 

Consc ientiousness 

Sr.# Personality Traits C&TO C&EG DMO FSP ITO PAAS PSP 

Careless 3.95 3.7 1 3.76 3.6 3.50 3.65 3.76 

2 Disorganized 3.98 3.71 3.65 3.91 3.70 3.68 3.74 

3 Efficient 4.24 4.52 4.3 2 4.41 4.52 4.25 4.46 

4 Inefficient 4.03 3.73 3.88 4.07 3.80 3.68 4.02 

5 Organized 4.17 4.47 4.29 4.36 4.25 4.39 4.33 

6 Practical 4.1 3 4.38 4.38 4.48 4.46 4.42 4.43 

7 Sloppy 3.79 3.47 3.58 3.67 3.52 3.56 3.63 

8 Systematic 4.25 4.42 4.33 4.3 6 4 .37 4.21 4.24 

Note. CTG = Com merce and Trade Group, CEG = Customs and Exc ise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, PAAS = Pakistan 

Audit and Accounts Serv ice, PSP = Police Service of Pakistan . 
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Figure 9.Mean Conscientiousness profile for seven CSS occupational groups 

Table 62 and Figure 9 indicate profile of seven CSS occupational groups on 

traits of conscientiousness. Executives of CEG, FSP and DMG are more efficient, 

organized and practical as compared to other groups. 
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Table 63 

Mean values for seven CSS occupational groups (cadre) on subscale of Mini Markers 

(MMS), Emotional Stability 

Emotional Stability 

Sr.# Personality Traits CTG CEG DMG FSP ITG PAAS PSP 

1 Envious 3.89 3.77 3.61 3.64 3.54 3.53 3.76 

2 Fretful 3.79 3.55 3.55 3.29 3.51 3.37 3.28 

3 Jealous 4.06 3.71 3.83 3.84 3.68 3.65 3.94 

4 Moody 3.44 3.45 3.32 3.28 3.23 3.05 3.22 

5 Relaxed 3.73 3.88 3.88 3.85 3.79 3.77 3.76 

6 Temperamental 3.35 3.39 3.24 3.21 3.14 3.05 3.15 

7 Touchy 3.51 3.38 3.21 3.20 3.06 2.93 3.28 

8 Unenvious 3.84 3.67 3.89 3.92 3.90 3.96 3.93 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, PAAS = Pakistan 

Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Figure 10. Mean Emotional Stability profiles for seven CSS occupational groups 
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Table 63 and Figure 10 show trait w ise comparison of subscale emotional 

s tability (Neurotic ism) . Profi le indicates that those scoring low on thi s are more 

emotionally stab le because high mean score demonstrates neurotic tendencies. 

Table 64 

Jvfean values for seven CSS occupational groups (cadre) on subscale of Mini lvfarkers 

(MMS), Openness to ~xperience 

Openness to Experience 

S1'.# Personality Traits CTG CEG DMG FSP lTG PAAS PSP 

Complex 3.62 3.52 3.74 3.5 1 3.43 3.44 3.59 

2 Creative 4.19 4.35 4.14 4.17 4.30 4.18 3.96 

3 Deep 2.52 2.89 2.74 2.48 2. 62 2. 77 2.8 1 

4 Imaginative 3.86 3.98 3.77 4.20 4.08 3.82 3.80 

5 Intell ectual 4.06 4 .1 7 4.09 4.01 4.00 3.82 3.91 

6 Philosophical 3.22 3.36 3.48 3.24 3.6 1 3.3 1 3.26 

7 Uncreative 4.13 3.64 3.80 3.91 3.88 3.79 3.74 

8 Unintellectual 4.02 3.67 3.74 3.85 3.93 3.5 1 3.85 

Nol e. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = District 

Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Grollp, PAAS = Pakistan 

Audit and Accounts Service, PSP = Po lice Service of Pakistan. 
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Figure 11. Mean Openness to Experience profile for seven CSS occupational groups 

Table 64 and Figure 11 exhibit personality profiles of seven CSS occupational 

Groups ( cadre) on MMS, sub scale openness to experience. Profile shows that all 

groups are very close to each other almost on all traits . 
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Table 65 

Mean Profiles for seven CSS occupational groups (Cadre) on Managerial Potential 

Scale (MP) 

Occupational Groups (cadre) 

CTG CEG DMG FSP rTG PAAS PSP 

Mean 0.562 0.492 0.556 0.555 0.503 0.511 0.575 

Note. CTG = Commerce and Trade Group, CEG = Customs and Excise Group, DMG = 

District Management Group, FSP = Foreign Service of Pakistan, ITG = Income Tax Group, 

P AAS = Pakistan Audit and Accounts Service, PSP = Police Service of Pakistan. 
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Figure 12. Mean profile for seven CSS occupational groups on Managerial Potential 

Scale (MP) 

Table 65 and Figure 12 is mean graph of seven CSS occupational groups 

(cadre) on Managerial Potential Scale (MP) of California Psychological Inventory 

(Cpr; Gough, 1994). As executive level position management is one of the important 

factors. Considering the importance mean graph of all groups has been prepared. 

Graph shows minor differences in profile. However, executives of PSP,CTG, DMG 

and FSP are relatively better in management as compared to other groups. 
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Table 66 

Mean values for ex-cadre groups on subscales of Personality Traits Assessment Scale 

(PTA S) 

PTAS No.ofltems Score Range Medical Defence Education 

Leadership Abilities 25 25 - 125 103.34 104.41 101.28 

Integrity 13 13 - 65 61.71 63.28 62 

Emotional Maturity 7 7 - 35 25.52 26.91 25.06 

120 ~----------------------------------------------~ 

100 
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~ .--- ~- - .... _------ - ~---
: 60 +---='---------------"~--- -- - - - ---- - -----------1 ___ Integrity 

~ Emotional Maturity 

40 

20 

o +-----~------~----~------~----~------~----~ 

Medical Defence Education 

Ex-cadre Jobs 

Figure 13. Mean profile for ex-cadre groups on subscales of Personality Traits 

assessment Scale (PTAS) 

Table 66 and Figure 13 reveal that the differences between these three ex-

cadre groups are not noticeable in the mean scores. These three groups portrays 

similar trends on scores on Personality Traits Assessment Scale (PTAS) which 

indicate that at executive level positions all these professions are at same level in 

possession of personality traits. 
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Table 67 

Mean values for ex-cadre groups on subscales of Mini Markers (MMS) 

MMS 

Extraversion 

Agreeableness 

Conscientiousness 

Emotional Stability 

Openness to Experience 
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No. of Items Score Range Medical Defence Education 

8 8 - 40 28.45 28.14 28.5 

8 8 - 40 32.39 31.45 33.13 

8 8 - 40 32.42 32.65 33.08 

8 8 - 40 26.76 27.79 28.97 

8 8 - 40 29.00 29.01 29.04 

,..;.; ' 

: I 

--- ---

__ Extraversion 

___ Agreeableness 

Concientiousness 

-*- Emotional Stability 
- --- --------j -.- Openness to Experience 

Defence 

Ex-cadre Jobs 

Education 

Figure 14. Mean profile for ex-cadre groups on subscales of Mini Markers (MMS) 

In order to confirm the findings, personality profiles of three ex-cadre groups 

were also compared on a standardized measure Big Five Mini Markers. Table 67 and 

Figure 14 demonstrates profile of three groups on sub scales .All three groups are 

more or less similar on extraversion, agreeableness, conscientiousness, emotional 
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stability (Neuroticism) and openness to expenence. These groups are lowest on 

emotional stability (Neuroticism) because high scores indicate neurotic tendencies. 

Table 68 

Mean profiles for ex-cadre groups on Managerial Potential Scale (MP) 

Medical Education Defence 

Mean 16.27 17.24 19.11 
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Figure 15. Mean profile for ex-cadre groups on Managerial Potential Scale (MP) 

Table 68 and Figure 15 is mean graph of three ex-cadre groups on Managerial 

Potential Scale (MP) of California Psychological Inventory (CPI; Gough, 1994). As 

executive level position handling and managing things are required for all. 

Considering the importance mean graph of executives working in three ex-cadre 

professions i.e. , medical, defence and education have been prepared. Graph shows 

minor differences in three professions. However, according to this graph executives 

related to defence profession possessed relatively more management qualities as 

compared to other two groups. 
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Discussion 

Psychologists interested in the area of Vocational behav ior suggest that 

personality is assoc iated w ith the kinds of careers people choose and how they 

function in these occupations. The idea is that peo ple with certain characte ri stics will 

se lect and function better in some occupations than the others. For example people 

high in extraversion will do better in social and enterprising occupations relative to 

individual high on introversion (Perv in & John , 1997) . 

Studies have shown that certain personality traits predict certa in work related 

behaviors, stress reactions, and emotions fairl y we ll under certain condi tions. Scholars 

have reintroduced the idea that effecti ve leaders have identifiable traits. Personality 

traits seem to help people find the j obs that best suit their needs (as cited in McShanne 

& Von Glinows, 2005). Trait approach which is based on the idea that proper way to 

study differences among individuals is by deve lop ing a standard set of qualities, or 

attributes, and then describing people in those terms. 

Any organization is expected to comprise of executi ves of diversified ski lls, 

abilities and personal qualities. It ranges from an outstanding enterpri sing individual 

to a steady worker who might not possess the qualities that brings him to the 

forefront. Keeping in view this assumption present study was carried out to explore 

the sim ilarities/differences in personality traits of executi ves working in different 

occupational groups, cadre and ex-cadre. 

For this purpose a 45 items scale was indigenous ly developed. Psychometric 

properties of the scale and re lationship between personality traits and demographic 

variables i.e. gender, age, education, and job experience, were also studied. Further 

the extent to which executives working in CSS occupational groups (cadre) are 
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different from ex-cadre group executives, whi ch include three profess ions Medica l, 

Defence, and Education, in terms of Personali ty traits. Out of twelve Occupational 

Groups of Civil Services seven were selected because these groups are most preferred 

among candidates (FPSC, Annual Report, 2003) mainly due to good serv ice structure, 

job security, promotion opportuniti es, power, authority, and exposure. These groups 

are CTG, CEG now renamed as Pakistan Customs Service (PCS), DMG now renamed 

as Pakistan Administrative Service (PAS) , FSP, ITG now renamed as Inland Revenue 

Service (IRS) , PAAS and , PSP . 

Part 1 of the study related to development of scale. Part IT (phase-I) was pilot 

testing and validation study which was carried out for pre testing the instrument 

developed in Part 1 and to determine the psychometric properties of the scale. Part II 

(phase II) was the main study which was carried out on a larger sample. Other 

instruments were also Llsed in this part to study these variables . This was an 

exploratory study and no assumption before hand was made. 

Occupational Groups (Cadre). In any form of government the purpose of 

creating Civil Service is to build hard core professionals possessing, intellectual 

ability, moral standing, free from political interference. Effective Civil Service system 

has to ensure that the civi l servant discharge their responsibilities impartially and 

contribute to building credible institutions To explore the differences/s imilarities in 

personality traits , if any, of executives working in these seven groups on newly 

deve loped Measure i. e., Personality Traits Assessment Scale (PTAS) ANOVA was 

computed. Results (see table-39&40) indicate nonsignificant differences on 

Personality Traits Assessment Scale (PTAS), Mini Markers (MMS) (Saucier, 1994) 

and Managerial Potential Scale (MP) Gough ( 1994) . Though nonsignificant 
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differences have been found between seven occupational groups but executives 

working in Pakistan Foreign Service showed slightly greater mean score on all the 

subscale as well as total PTAS, MMS and its two subscales i.e. , extraversion and 

co nsc ientiousness. Executi ves wo rking in Police Service have re lative ly greater mean 

score on Managerial potentia l Sca le. Hi gh mean of one group and low on others 

shows minor differences in degree of possession of traits but t hese are not significant 

to give due importance. Consistency in trends of result on all three scales indicate 

that executives working in seven most preferred occupational groups have more or 

less common personality traits which are considered important for working in all 

these groups. Reason for nonsignificant differences can be that this gro up appeared 

more homogeneous as was expected. All the executives have gone through the same 

selection system with fixed criterion of selection and also have same spirits of 

competition, desire to excel, ambitio us nature and high desire of power and authority. 

Previous studies carried out on occupational groups such as aviation officers and non 

aviation officers of P AF also revealed nonsignificant differences on al l personality 

traits (Aslu'af, 2004) . In another study on relationship of organizational culture and 

personality traits positive but nonsignificant correlation was found (Shahid, 2006). 

The study conducted to compare personality profile of Air force and the Pakistan 

Army; showed that two groups were found similar on 4, out of 15 traits (Tabassam, 

Saeed, & Farooq, 1994). Lambirth, Dolgin, Rentme ister-Bryant, and Moore (2003) 

indicated that pilot and flight officer's cand idate are more or less s imilar on 

personality traits. Mastor, et al. (2007) suggested that Mal ay and Ch inese students 

were same on conscientiousness but somewhat different in degree on neuroticism and 

openness to experience. Satter et al. (2009) compared the homogeneity of a set of 

personality characteristics in eight occupations. Results indicated homogene ity within 
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occupation was higher than that found in an organi zation. Sm ithikar i (2007) examined 

re lationship of pe rsonality traits and job success on seven occupati ons. Resul t showed 

that all occupational groups were same on traits. Smithikrai further examined the 

predictive power of each facet of the fiv e factor model of personality on job success 

in a Thai sampl e from seven occupations. Research found that for a ll occupational 

groups' neuroticism was significantly negatively correlated with job success, while 

extraversion and conscientiousness were significantly positively corre lated with job 

success. Al l these studies provide evidence that similar occupation requ ired more or 

less common personality traits. 

Occupation (Cadre & Ex-cadre GI·OUp). One of the objectives of main study 

was to investigate simi larities/differences , if any, in personality traits of cadre and ex­

cadre executives. Result indicates (see Table- 41) nonsignificant differences between 

cadre and ex-cadre executives on two subscales of Personality Traits Assessment 

Scale (PTAS) i.e., Leadership Abi lity and Integrity. However, on third sub scale 

Emot ional Maturity difference between two groups is significant. In the light of 

finding we can say that cadre group is relatively better on emotional maturity as 

compared to ex-cadre group. But on the basis of these findings conclus ion cannot be 

drawn as sample of ex-cadre group is relatively small and some further investigation 

need to be done on this subscale as its reliability is relatively low. In order to confirm 

the findings , differences between these two groups were also examined on MMS 

(Saucier, 1994), subscales and Managerial Potential Scale (MP) of California 

Psychological Inventory, Gough (1994) . Resu lt demonstrates (see Table- 42) same 

trend i.e. , nonsignificant differences have been found on subscales of MMS as well as 

on MP Scale. But cadre group revealed sl ightly greater mean score on one subscale of 
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MMS i.e., extraversion and a lso on Managerial Potentia l Scale. However these 

dif ferences are not important. 

Throughout all aspects of life people with simi lar characteristics tend to 

gather together. T hi s similarity provides a basi s for building cooperation and 

cohes ive ness among people. Findings suggest a strong positi ve re lationship between 

degree of s imilarity among individuals on characteri stics, such as personality and 

quality of interpersonal experience with one another (Byrne, 1969, 1971). 

Organ izations have a natural tendency to attract, select peop le who have s imilar 

character istics (Schneider, Goldstein, & Smith, 1995). As in this study sample 

includes only executives with minimum qualifications i. e., graduation and BS-17. All 

executives have undergone training and they are experienced people. Fi ndings 

indicate that the personality traits are common for al l executives either working in 

CSS occupational groups (cadre) or in ex-cadre post. According to findings of present 

study and study carried out by Chabra and Sokhey (1994), between Teachers, Bankers 

and Policemen, on three personality traits; nonsignificant differences have been 

reported. It suggests that executives have similar personality traits irrespective of the 

profession. 

Comparison within Ex-cadre Groups. Ex-cadre gro up inc lude three 

professions i.e., Medical , Defence, and Education. Among the professional hierarchy 

medica l and education are most liked, admirable and prestigious Defence services as 

the name suggests are mainly responsibl e for security of the country. The nature of 

work of these three professions is quite di ffe rent and it was assumed that personality 

traits w ithin these groups will be diffe rent from each other. Differences between three 

groups were analyzed on all tlu'ee measures used in this study. Findings of the study 
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reveal nonsignificant differences on Personality Tra its Assessment Sca le (PTAS) as 

wel l as on Mini Markers (MMS). However, Defence officers of the present study 

showed re latively greater mean scores on PT AS subscales i. e., leadership ability, 

integri ty and emotional maturity as compared to doctors and teachers (see Table-43). 

Other measure i. e., MMS does not show any difference between two gro ups except 

extravers ion (see Table-44). But on the basis of these minor diffe rences conclusion 

cannot be drawn that one group is better than other. However, the third measure i. e., 

Managerial Potential scale shows significant di ffe rence between means of three 

groups (see Table-44). Executives working in defence showed higher mean score on 

thi s sca le. One possible reason for this can be that in defence more emphasis is laid on 

management and training in academy and later during whole servi ce. Training is a 

permanent feature throughout their employment. Different courses such as young 

officers course, mid career course, staff college etc are compulsory at junior, mid and 

senior level positions for all executives in which more emphasis is given on 

management. In management leadership is the actual ability to direct or supervise 

others . Zdep (1969) reported that high scores on MP scale exhibited more leadership 

qualiti es . On the basis of thi s we can say that defence officers exhibited more 

potential for management. 

Differences between CSS Occupational Groups Witli Training and Without 

Training. Training is an important component fo r allocated candidates of various 

occupational groups. Training is reeducation and retraining which aims at improving, 

repleni shing and broadening certain knowledge. It mainly makes them to learn about 

the important information including new policies, law etc, to master the new 

technology in work and to improve working methods. 



177 

One of the objectives was to see effect of training, if any, on perso nality traits 

of executives. For this purpose two independent samples were taken , i.e ., executi ves 

with tra ini ng and other group was of fresh allocated candidates who just joined 

academy and before stm1ing training data was col lected. To see the difference in 

personality traits of executives with trai ning and without training {-test was applied. 

Finding (see Table- 45) indicates nonsignificant difference between two groups. 

Differences between two groups were also studi ed on MMS and MP. Result also 

shows (see Table- 46) nonsignificant differences on MP Scale. Apparently one may 

expect some differences between these two gro ups but findings of present study 

revea led nonsignificant differences. One poss ible reason for this can be that training is 

related specifica ll y with enhancement of working knowledge and change in 

personality traits is not targeted. After training fina l pass ing out examination is 

mandatory for all probationers which is totally based on working knowl edge. Another 

reason for nonsignificant difference can be that most of the allocated candidates 

(without training) when joined Common Training Programme belong to one or the 

other profession such as medicine, engineering, teaching, defence etc and have some 

working experi ence as well as training in their own fi eld. No previoLis studies are 

avai lab le which confirm these findings. It has been observed that training creates 

grooming and refinement in the personality. 

Relationship between Personality Traits and Demographic Variables of 

Gender, Age, Education, and Job Experience. To achieve the objective of the study 

the demographic variab les i.e., gender age, education, and job experience were 

studied to see their effect on personality traits. These variables were a lso analyzed by 

other ins lruments Ll sed in this study. Differences among responses of the executives 
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on Personality Traits Assessment Scale (PTAS) , Mini Markers CMMS) and 

Managerial Potential Sca le (MP) were analyzed by computing /- test and Analyses of 

Variance CANOVA). 

Gender. The study of gender differences is currently a topic of cons iderable 

interest and act iv ity within individual differences. In CSS examinat ion men and 

women both appear and selection is based on merit, therefo re need was felt to 

compare the two groups. To study the gender differences w ith reference to personality 

traits of executives i. e., Men and Women mean, standard deviation, and t-test were 

computed on all three tests used in thi s study. Nonsignificant difference between men 

and women has been found on newly developed Persona li ty Traits Assessment Scale 

(PTAS) and its subscales (see Table- 47). Findings on Table-48 also reveal same trend 

i.e., nonsignificant differences on MMS subscales and MP Scale of Cal ifornia 

Psycho logical Inventory (CPl, Gough, 1994). One possible reason can be, as 

candidates for these occupational groups are selected through Competitive 

Examination after ri gorous exerci ses and having same ambitions and competitive 

spirits, therefo re gender di fferences with reference to persona li ty traits are not 

significant. It means that men and women executives have similar personality traits 

for working in their respective groups. The women sample used for gender 

comparison is less. The reason is that percentage of qualifying female candidate is 

on ly ] 8 to 20 and in certain serv ices there are very less presence of fema le. However, 

over the years it is increasing, therefo re further research need to be done to draw any 

conclusion. However, find ings of present resea rch are supported by research 

conducted on authoritari anism and social dominance orientation that men and women 

do not differ much in their levels on these traits (Altemeyer, 1998; Lippa, 1995, Lippa 
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& Arad , 1999; Sidanius, Pratto, & Bobo, 1994). ) . Cos ta and hi s Co ll eagues (200 I ) 

found that gender differences are stronger in economicall y advanced coun tri es as 

compared to economicall y less advanced Countries with more tradit ional gender 

roles. 

Age. Tn order to see the relationship of persona li ty traits with age, data was 

divided into three groups i.e., 22-30, 31-45 and 46-59 years. As 2 ] yea rs of age is 

minimum requirement to apply for competitive examination and 28 is maximum, with 

2 years continuous government service relaxat ion of another two years i.e., 30 years 

of age is a llowed. In order to examine the simil ar ities/differences in personality traits 

on the basis of age of executives, l - test was computed. Signifi cant differences were 

found (see Table- 49) between three age groups on two subscales of PTAS i.e., 

Leadership Abi lity and Integrity. Older executives belonging to age group executives 

46-59 years showed highest mean score. Which mean they possess more leadership 

qualities and are more value oriented, fair and upright. This can be a result of their 

rol es which demands such qualities as executi ves. Significant difference also has been 

found on Managerial potential scale between three age groups. Difference between 

these age groups suggesting, that senior executi ves (older age group) have more talent 

for superv isory and managerial role. One reason can be they are clear in thinking, can 

direct cooperation from others, and mature as compared to the younger age gro ups. 

This trend is supported by study carried out on assessment of organizational 

leadership (Shujaat, 1992) 

To see the effect of age on personality traits same analys is were ca rri ed oul on 

other scale used in thi s study i.e., MMS. Resu lt (see tabl e- 50) indicate non-significant 

differences on all subscales of MMS except agreeableness on which difference is 
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signifi cant. Thi s indicates that senior people are more tender minded as thi s is a trait 

of agreeableness On other four subscales though di ffe rence is nonsignifi cant but older 

group of executives showed greater mean score, as the trend is same. Personality 

changes do occur in many individuals between co ll ege age and middl e-age, but after 

about age 30, stability is clearly the rul e. Tra it researcher suggests that individual 

standing on the Big Five traits remains quite stable after about age 30. Before that age 

however, there seems to be considerable growth and change (Costa & McCrae, 1994). 

Education. is one of the conditions fo r all executives. The data was divided 

into two groups on the basis of education i.e. , graduate and post graduate. Mean, 

standard deviation and {-test analys is were computed. Results show that there is 

nonsignifi cant difference between two groups on all subscales of Personality Traits 

Assessment Scale (PTAS) (see Table- 51) i.e., Leadersh ip Abi lily, Emotional 

Maturity and Integrity. This indicates that all executives have certain level of required 

maturity, leadership and integrity. Same ana lysis was carried out on Mini Markers 

(Sauc ier, 1994) and Managerial potential Scale (MP) of Cali fornia Psychological 

Inventory (Gough, 1994). Table 52 exhibits nonsignificant differences on all 

subscales of MMS and MP Scale. It means that educational level showed no effect on 

personality. traits between these groups. Executives having graduate degree and post 

graduate degree possess simi lar traits , such as Extraversion, Agreeableness, 

Conscientiousness, Emotional Stability and Openness to Experience. No such studies 

are availab le to support the findings of present research. 

Job Experience. is one of the important variab les for executives; therefore, it 

was decided to see differences, if any, in personality traits of executives with 
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reference to job experi ence. For this purpose data was divided into three groups on the 

basis of experience. First group had experience up to 5 years, next 6 yea rs to 15 years 

and third had experience of 16 years to 36 years. Findings (see Tabl e-53) show 

significant differences between three groups on two sub scales of PTAS i.e., 

Leadership Abi lity and Integrity. Highest mean score is of senior executi ves having 

16 -36 years experience and next in line is second group of 6 -15 yea rs experience. 

They are high on Personality Traits Assessment Scale (PTAS) (see Table-53). As 

expected senio r executi ves show more healthy personality traits sllch as maturity, 

integrity and leadership qualities compared to other groups. The result indicates the 

positive effect of experience on personality traits. ]n order to confirm these findings, 

differences in personality traits between three groups have also been studied on MMS , 

subs cales and MP Scale. Result revea ls (see Table- 54) significant differences on 

MMS and M scale .. Findings of study by Vanden -lout, Peter, and F ij (1993) 

confirmed the effect of job experience on personality traits . Another study conducted 

by Shujaat, Zehra, and Anila (1996) revealed that older executives showed more 

leadership traits. 

In order to get more clear picture about personality traits of executives 

working in Commerce and Trade, Customs and Excise, District Management, Foreign 

Service, Income Tax, Pakistan Audit and Accounts and Police Service of Pakistan, 

personality profiles of these groups were also compared graphically on all measures 

used in this study (see figures 2- 12) . Personality profiles of all groups are more or 

less simi lar on all these measures which show consistency in trends. One of the 

reasons for nonsignificant differences in personality traits might be that all officers are 

educated and experienced . Another reason can be that these officers are selected 

through long and hectic series of written examination, Psychological Assessment, and 

Viva Voce. All executives working in CSS occupational groups pass through same 
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system and then they join initi a lly Common Training Programme and later specialized 

training in each gro up. T hese can be the reasons for nonsigniJicant diffe rences . 

On the whole it can be suggested that indigenously deve loped Personality 

Traits Assess men t Scale (PTAS) is a reliable and valid measure (Scale) to assess 

personality tra its of executives working in CSS occupa tional groups . 

This stud y was an exploratory stud y and findin gs of present stuel y indicate that 

executives working in selected seven CSS occupational groups have similar 

persona li ty traits. Cadre and Ex-cadre group of executives were a lso compared and 

nonsignificant differences have been found which indicate that these are common 

personality traits which are required at executive level position therefore it is 

suggested to confirm thi s finding. This sca le can be admini stered to other professions . 

Most of the findings of main study are similar to pilot testing of scale which shows 

consistency in trends. 
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Chapter-VI 

GENERAL DISCUSSION 

The stud y of personality is one of the most important factors in determination 

of an individual' s Sllccess, personal satisfact ion and interest in a job. Knowledge, 

skill s and abi liti es are not the onl y conditi ons fo r selection in civi l services there are 

ce rtain personality traits which are distinctive and expected to be specific for certain 

occllpat ions/professions. As a civil servant plays an important role in the functioning 

of government and policy making at highest level and they are expected to be 

individuals with some unique characteristics which are specia l to these groups. 

Exploration of persona lity traits of cadre and ex-cadre executi ves is a new 

field of study in Pakistan. In Pakistan the present research is first of its kind and few 

researches, if any, have been carried OLit to study personality traits of executives of 

CSS occupational groups and ex-cadre civil posts before this study. Present research 

is an exp loratory study to find out the similarities/differences in personality traits of 

executives working in seven selected CSS occupational groups. Out of twelve Civil 

Services groups seven groups were selected for study considering the popularity of 

these gro ups among CSS candidates mainly due to power, authority promotion 

opportunities, and better perk and priv il eges. It was also aimed to investigate 

similarities/differences, if any, in cadre and ex-cadre groups with reference to 

personality trails. Accord ing to the CSS selecti on system those cand idates who get 

high marks in written examination and viva voce get their preferred occupational 

groups. The study was intended to develop an instrument to be used for assessment of 

personality traits of intending candidates for selection purposes. 
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The resea rch study has been completed in two parts. Part one is related with 

indigenous development of new measure for the assess ment of personality traits of 

executives working in seven se lected occupat ions. The development of instrument 

was started by exploring the personality traits of executi ves essenti al for working in 

each group. This part consisted of' four phases , with independent sample in each 

phase. Factor analysis has been used to develop the instrument. Reli abi lity of 

instruments was establi shed. The estimates of alpha coeffici ent are quite satisfactory . 

In Part-II of the stud y, Phase-I was based on va lidation and pilot testing of the 

ins trument. Pi lot tes ti ng was carried out on a small er sample for pretesting and 

validation of instrument. Psychometric properties of the instrument developed in part­

I i.e., reliability and construct va lidity was established. Considering the res ults we can 

say that newly developed measure i.e., Persona li ty T raits Assessment Scale (PTAS) 

emerged as a self- report measure to assess personality traits. High scores on PTAS 

reveal high level of possession of these traits. Pilot testing of the instrument was also 

aimed to examine the similarities in seven selected CSS occupational groups ' cadre 

and ex-cadre and also to investigate the differences in personality traits with reference 

to demographic variables, i.e ., gender, age, education, experience. The result of pilot 

testing reveals nonsignificant differences in personality traits of cadre and ex-cadre 

executives, and with reference to demographic variables . 

Main study was carried out in Part-II, Phase-II. Purpose of this part was 

primarily to exp lore the similarities/d ifferences in personality traits of executives 

working in these seven occupational groups (cadre) and also to see the similarities 

/differences, if any, in personality traits of cadre and ex-cadre executives and the 

effect of different demographic variab les i. e., gender, age, education, experience, on 

personality traits. For this purpose I - test and One Way Ana lyses of Variance 
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CANOY A) were computed. These Analyses were a lso ca rri ed out on other related 

measures i.e., Mini Markers Set (MMS) (Saucier, 1994). Managerial Potential Scale 

(MP) of California Psychological Inventory (Gough, 1994) to confirm the findings. 

Findings of the stud y highli ghted the fact that Pakistani executives of both cadre and 

ex-cadre groups have more or less common perso nality traits. The result of the study 

a lso showed nonsignificant effect of demographic va riables on personality traits. 

Considering the consi stency in trends of findings of pi lot and main study we can say 

that gender, age, education, and experience do not affect on personali ty traits. Main 

reason for nonsignificant differences is that these groups are homogeneous. 

Overall , we can say that nonsignificant findings indicate that these traits are 

common personality traits which are required for all executives working at these 

responsible positions irrespective of occupation, cad re and demographic effect. 

However, degree of possession of traits can vary from individual to individual. It also 

revea ls tha t professions attract peopl e with s imilar personali ty traits. According to 

studies conducted elsewhere, as mentioned in introduction, indicate that executives 

working in sim ilar occupations mostly have similar personality traits . T hi s study wi ll 

endeavor to reveal significan t personality traits of civi l service executive at the time 

of se lection. It is expected that all executives would possess the des ired personal 

qualities. They are expected not only to be competent in their respective fields but 

also possess good personal qualities/traits so that they can take on multiple tasks to 

fulfill the req uirements of the positions they hold . 
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Conclusion 

Personality Traits Assessment Scale (PTAS) has been indi geno Li sly developed 

by the present researcher to explore the simil ar ities/differences of Pakistan Civil 

Service Executives i. e. cadre and ex-cad re. Examinatio n of the ava il able data suggests 

that it possesses suffic ient reli abili ty and consis lency interna lly to be used with 

confidence over times. Validity studies were carri ed out to study utility for 

peculiariti es of Pakistani culture. Convergenl and di scriminant validity was also 

established and standardi zed proced ure for validation was fo llowed. In future PTAS 

may be useful for identifying specific personality traits expected in execut ives. It may 

also be useful in se lection procedures. 

Th dat of 'es t study i based on individuals who were already selected 

for particular jobs therefore the sample is homogeno Ll s and stratifi ed manner. As 

already indicated this research is a first step in exploring likely s imilarities and 

differences in personality traits required for various jobs/occupations. These findings 

suggest that at executive level positions similar traits are required for working 111 

responsible positions. It means these are common traits which are essential at 

executive position. 

Result of thi s study show a general agreement on the des irabl e traits of these 

groups and confirms that these personality traits are common and required for all 

executi ves for working at responsible positions. Thi s also paves way for future 

longitudinal studies and would also help in selection of prospective candidates. 
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Limitations and Suggestions 

The current research provided an important contribulion to exploring 

personali ty traits 111 executives. Howeve r as it was an exploratory study there are 

certain limitations that need to be kept in mind when inlerpreting the resul t. The 

present study IS a fi rst step towards some ull -chartered territori es and has many 

avenues whi ch can be further studied and examine 

a) In present research fi rst limitatio n that was observed is thal there is a self 

selection bias as the researcher had no choice to rece ive the questionnaires 

fro m those who did not complete either clue to very busy schedule or lack of 

interest. N umbers of questionnaires were returned incomplete and some 

avoided giving required demographic information. 

b) In present research only public sector executives have been included. A 

comparison of personali ty traits of publi c versus private sector executives 

would further strengthen the results of the present study that executives 

whether public or private, cadre or ex-cadre have s imilar personality traits. 

c) Another limitation is that third factor of the PTAS i.e. emotional maturity has 

relati vely low reliability therefo re psychometric properties of this sub scale 

need to be checked further. 

d) It is a cross sectional study and repeated measure analys is was not poss ible 

due to non avail ability of same sample of executives due to their frequent 

postings/transfers from one orga ni zati on to another or one place to another or 

foreign postings and promotion etc . T hi s miss ing aspect can be explored in 

further research with more planni ng and efforl. 
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e) A study of personality traits of executives and non executives in public sector 

general as well as techni cal could also add a new dimension to the area of 

study. 

f) This was an exploratory study and it has initiated a new avenue in research 

and sim ilar studies need to be replicated in various avenues of C iv il Services 

and other Servi ces to identify common/different personality traits for 

executive. 

g) Another limitation noted is that women sample used for gender comparison is 

less . The reason is that number of women qualify ing competiti ve examination 

is re lat ively less. Normall y 18% to 19 % qualify written examination and in 

certain servi ces there are very less presence of females e.g. prev iously there 

was only one female in I olice ervice of Pakistan and in other occ IpatioI a l 

groups number was also less . Over the year this has increased especiall y after 

reservation of 10% quota for women. Future research in this is a need to be 

done to compare the gender di ffe rences. 

h) The study is based on ly on Federal Civil Services sample. Therefore inter 

provincial studies on similar services should also be carried Ollt to study 

personality traits of Civil Servants in different regions of the country and will 

further throw light on different dimensions . 

i) A cross cultural study can be done especiall y within the South As ian Region 

Countries. 

j) Whereas new studies would shed more li ght on variolls aspects of personality 

traits , it is emphasized that efforts to take larger and more representative 
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sample may be ensured, an aspect which could not be full y addressed in the 

current study. 

k) Due to constraints of time that could be spared by respondents shorter version 

of instruments were used, studies with longer vers ion can also be done. 

I) Simi larities/differences between two groups of education are nonsignificant 

with reference to personality traits. Though number of studies related to 

personality traits and education are ava il ab le but to support the findings of 

present research none of the study has been found . To confirm these finding 

further studies need to be done on a larger and diversified sample. 

Implications of the Study 

The implications of the findings for research on personality traits are as 

fo llows: 

1. Personality Traits Assessment Scale (PTAS) has been developed indigenously 

on Pakistan population of Civil Servants belonging to seven occupational 

groups . The development of personality Traits Assessment Scale (PTAS) may 

offer usefu l constructs to assess personality traits of intend ing candidates for 

Civil Services at the time of induction into services. 

11. PT AS is a brief scale which can be completed within five minutes. Therefore 

it is less time consuming, easy to understand and developed in Pakistani 

culture therefore most respondents do not hesitate to fill it. It will be easy for 

data collection especially for larger population like intending applicants for 

jobs, and it is also easy to score. 
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Ill. The present research may a lso be usefu l for assessment of persona li ty traits of 

ex-cadre executi ves spec ifi ca ll y related to Medica l, Defence, and Education. 

As findings of the research indicate that basic personality traits are same for 

these professions despite diverse nature of jobs. 

IV . Jdentifi cation of personality traits of executi ves and non-executives in pub lic 

sector jobs has laid down basis of further research and understanding of this 

area and bases for future stud y. 
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APPENDIX-A 

ENLISTMENT OF PERSONALITY TRAITS 

As a part of research study being carried out in Nationa l Institute of 

Psychology Quaid-i-Azam University, Is lamabad, to identify similar iti es/differences 

in personality traits of executives working in CSS occupational groups (Cadre) such 

as Commerce and Trade Group (CTG), Customs and Excise Group (CEG), District 

Management Group (DMG), Foreign Servi ce of Paki stan (FSP) , Income Tax Group 

(ITG), Pakistan Audit and Accounts Service (PAAS) and Police Service of Pakistan 

CPSP), you are requested to enlist the personality traits (at least 20) which in your 

v iew are especially essenti al for working in your occupational group. Yo u can use a 

single word or a sentence to describe the traits/characterist ics . To ensure the 

confident ia lity we do not need your name to be mentioned, however, fo ll owing 

information is needed as part of research. 

Sex _____ Education (last degree) _______ Age ____ _ 

Marital Status _______ Occupational Group _________ _ 

Designation ________ Length of Experience ________ _ 

Thank yo u very much for the cooperation . 

Essentia l Traits 
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APPENDIX-il 

LIST OF PERSONALITY TRAITS FOR SEVEN CSS OCCUPATIONAL 
GROUPS GENERATED FROM TWO SOURCES 

PAKISTAN AUDIT AND ACCOUNTS SERVICE (PAAS) 

I. Respons ible 16 Cooperati ve 

2. Dedication 17. Dutiful 

3. Straightforward 18 Dependab le 

4. Intelligent 19 . Good in terpersonal Skills 

5. Clear headed 20. Keen Observer 

6. Decisive 2 1. Critical minded 

7. Effic ient working 22 . Courteous 

8. Fairness 23. Organ ize 

9. Problems so lving abi lity 24. Ability to devise short cuts 

10. Target oriented 25. Even tempered 

II. Composure 26. Positive thinking 

12. Competent 27. Secretive 

13. Tough minded 28. Emotiona lly stab le 

14. Open minded 29 . Respectfu l 

15. Abil ity to work independently 30. Impart ial 

COMMERCE AND TRADE GROUP (CTG) 

I. Well informed II. Clear headed 

2. Broad minded 12. Loya l to profession 

3. Responsible 13. Tough minded 

4. Dedicated 14. Cons istent 

5. Bright thinking 15. Self-controlled 

6. Cooperative 16. Fair 

7 . Honest 17. Upright 

8. Discipline 18 . Punctual 

9. Respectful for others 19. Well groomed 

10. Decis ive 20. Frustration to lerance 



CUSTOMS AND EXCISE GROUP (CEG) PRESENTLY PAKISTAN 
CUSTOMS SERVICE (PCS) 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

II. 

12. 

13. 

I. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

Co mpetent 14. Keen Observer 

Graceful 15. In vestiga tive 

Upright 16. Respectful 

Responsible 17. Frustration tolerance 

Si ncere 18. Effici ent 

Dependable 19. Independent 

Task ori enteci 20. Target ori ented 

Quick in dec ision 2 1. Co urteous 

Confident 22. I ntell igent 

Fair 23. Emotional stabil ity 

Tough minded 24. Imag inative 

Pract ica l 25. Willing to cooperate 

Patri otic 

DISTRICT MANAGEMENT GROUP (DMG) PRESENTLY 
PAKISTAN ADMINISTRATIVE SERVICES (PAS) 

Effective Communication Sk ill s II. Tough minded 

Good in Cris is Management 12. Quick decision making 

Well groomed 13. Resourceful 

Vigilant 14. Impartial 

Express ive 15. Confident 

Intelli gent 16. Fa ir 

Courteous 17. Tactful 

Logica l 18. Responsib le 

Competent 19. Emotionall y stable 

Leadershi p ab ili ty 20. Adventurous 
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FOREIGN SERVICE OF PAKISTAN (FSP) 

I. Intell ectuall y high 16. Tolerant 

2. Broad minded 17. Dedicated 

3. Si ncere 18. Good interpersonal relations 

4 . Keen observer 19 . Expressive 

5. Good in Crisis Management 20 . Leadership 

6. Effici ent 2 1. Independent 

7. Adaptable 22. Frustration Tolerance 

8. Tactfu l 23. Practi ca l 

9 . Resourceful 24. Con Adent 

10. Good dec ision maker 25. Responsible 

Il. Patriotic 26 . Dependable 

12 . Effective Communication Skills 27. Well groomed 

13 . Clarity of thought 28. Gracefu l 

14. Positive thinking 29 . Vigilant 

15. Competent 30 . Co urteous 

INCOME TAX GROUP (lTG) PRESENTLY INLAND REVENUE SERVICE 

(IRS) 

I. Practical 13. Task oriented 

2. Confident 14. Ability to accept fa ilures 

3. Se lf-reliant 15. Inte lligent 

4. Able to appreciate others 16 . Courteous 

5. Personal integrity 17. Low Keyed 

6. Si ncere to Profess ion 18. Willing to cooperate 

7. Dedicated 19. Empathy 

8. Trad itional 20. Tough minded 

9. Fa ir 2 1. Target oriented 

10. Vigilant 22 . Se lf-Controll ed 

II. Criti ca l minded 23. Secretive 

12. Keen observer 
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POLICE SERVICE OF I> AKIST AN (PSP) 

I. Straightforwa rd 19. Confidence 

2. Honesty 20. Fairness 

3. Responsibility 2 1. Tough Illindedness 

4. Ded ication 22 . Suspicious 

5. Investigati ve 23. Authoritari an 

6. Flex ibility 24 . Hos til e 

7. AdventuroLi s 25. Sincere 

8. Open Illindedness 26. Secreti ve 

9. Dependab ility 27. Dogmatic 

10. Asse rti veness 28 . Conservati ve 

11. Leve l-headedness 29. Emotional Stab ili ty 

12. Independence 30. Sound Judgment 

13. Trad itional 3 1. Maturity 

14. Low anxiety 32. Adventurous 

15 . Consc ientious 33. Tactful 

16. Imparti al 34. Positive approach 

17. Efficiency 

18. Integrity 
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AP1>ENDTX - C 

PERSONALITY TRAITS ASSESSMENT SCALE 

This scale is a part of research being carri ed out in National Institute of 

Psycho logy Quaid-i-Azam University, Islamabad. The primary obj ective of 

the research is to identify similariti es/diffe rences in personality traits of 

execut ives working in various occupations such as Commerce and Trade 

Group (CTG), Customs and Exc ise Group (CEG), District Management Group 

(DMG), Foreign Service of Paki stan (FSP), Income Tax Group (ITG), 

Pakistan Audit and Acco unts Service (PAAS) and Police Service of Paki stan 

(PSP). You are requested to identify p erso nali ty tra its on a five point scale 

which in your view are essenti al fo r wo rking in yoU!' group. To ensure the 

confidentiality we do not need your name to be mentioned, however, 

f Ilowin inforn a tion is needed as part 0 f research. 

Sex _____ Education (l ast degree) _ ______ Age ____ _ 

Marital Status ______ Occupational Group _________ _ 

Designation _______ Length of Experience ________ _ 

Thank you very much for the cooperation. 
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INSTRUCTIONS 

The li st below includes sixty traits. Select the traits which are required for officers of 

your group. 

There is a blank space before each trait. Please write a number indicating how 

acc urate ly that trait descr ibes a person working in yo ur group, using the fo llowing 

rating scale. 

Extremely 

Essential 

Very Moderate~y 

Essential Essential 

1 2 3 

1. _ Straightforward 

2. _ Responsibl e 

3 . Dedicated 

4. _ Independent 

5. Traditional 

6. AnxioLls 

7. _ Impartial 

8. Efficient 

9. _ Upright 

10. Confident 

] I . Fair 

12. Tactful 

13. _ Empathy 

14. AdventuroLls 

15. Self contro lled 

16. _ Leadership qua lities 

17. Secretive 

Slightly 

Essential 

Not 

Essential 

4 5 

18. _ Dogmatic 

19. _ Emotionally Stable 

20. Sincere 

2l. Pl nctual 

22. _ Respectful 

23. _ TO Llgh minded 

24. Patrioti c 

25. _ Investi gative 

26. _ A ble to apprec iate others 

27. Committed 

28. Practical 

29. Frustration tolerance 

30. _ Adaptable 

3 1. _ Effective interpersonal skills 

32. _ Discipline 

33 . Consistent 

34. Public service oriented 



35 . _ Low keyed 

36. _ Willing to cooperate 

37. _ Dependable 

38. _ We ll groomed 

39. _ Ability to accept failures 

40. _ Vigilant 

41. Critica l Mind 

42. _ Intelligent 

43. 

44. 

Keen Observer 

Courteous 

45 . _ Expressive 

46. _ Good in crisis management 

47. _ Imaginati ve 

Resourceful 232 48. 

49. Effective co III 111 LIn icat ion ski It s 

50 . _ Clarity of thoughts 

51. _ Positive thinking 

52. Gracefu l 

53. _ Progressive 

54. _ ability to devise shorl cuts 

55. _ Quick dec ision making 

56. Task orientation 

57. _ Ability to assess 

58. _ Target oriented 

59 . _ Logical 

60. _ Competent 
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APPENDIX -D 

Sample copy 

CONSENT FORM 

T his is to certify that 1 was contacted by Ms to fi ll 

questionnaires necessary for completion of ph.D research requirement. I was informed 

by the student that thi s information will be used onl y for research being carried out in 

National Institute of Psychology (NIP) Quaid-i-Azam Univers ity fslamabad. I 

wi llingly provide the information. 

ate ____ _ Occupational Group _____ _ 

Designation ________ _ 
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Al>J>ENDIX - E 

PERSONALITY TRAITS ASSESSMENT SCALE (PTAS) 

Thi s scale is a part of research being carried out in Nationa l Institute of 

Psychology Quaid-i-Azam University, Islamabad. The primary objective of the 

research is to identi fy personality traits of executives working in varioLls 

occLlpations/field s. You are req uested to indenti fy traits on a five point scale which 

wou ld describe you closest to yo urself. To ensure the confidentiality we do not need 

your name to be mentioned, however, fo ll owing infor mation is needed as part of 

research. 

Sex ___ Education (last degree) ____ Age ___ Marital Status __ _ 

Occupational Group _________ Designation _________ _ 

Length of Experience Number of Promotions ------- -----~---

Thank you very much for the cooperation. 
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INSTRUCTIONS 

The li st below includes 45 traits. There is a blank space before each trait. P lease write 

a number indicating how accurately that trait describes you, us ing the fo ll owing rating 

sca le . 

Inaccurate Accurate 

Moderately Very Uncertain Moderately Very 

1 2 3 4 5 

1. _ Straightforward 24. _ Adaptab le 

2. _ Responsib le 25 . _ Effective interpersonal skills 

3. Dedicated 26. _ Disciplined 

4. Traditional 27. Consistent 

5. Anxious 28 . Public service oriented 

6. _ Impartial 29. _ Willi ng to cooperate 

7. Efficient 30. _ Well groomed 

8. _ Upright 3 1. _ Ability to accept fai lures 

9 . Confident 32. _ Vigilant 

10. Fair 33. _ Intelligent 

1 1. A dventurous 34. Keen Observer 

12. Self controlled 35. Courteous 

13. Secre tive 36. _ Expressive 

14. _ Dogmatic 37. _ Good in crisis management 

15. _ Emotionally Stable 38. _ Imaginative 

16. Sincere 39. Effective communication ski lls 

17. Punctual 40. _ Positive thinking 

18. _ Tough minded 4 1. Graceful 

] 9. Patriotic 42 . _ A bility to assess 

20. _ Able to appreciate others 43. _ Target oriented 

2 1. Committed 44. _ Logical 

22. Practical 45 . _ Competent 

23. Frustration tolerance 
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APPENDIX- F 

MINI MARKERS (MMS) 

Please use this list of common human traits to describe yourself as accurately 

as possible. Describe yourse lf as you are yourself at the present time not as to wish to 

be in f·uture or you perceived yourself in the past. Describe yourse lf as you are 

generall y or typically as compared with other perso ns you know of the same sex and 

roughly yo ur same age . Before each tra it please tick a number indi cating how 

accurately that trait describes you , using the following rating sca le. For example :-

There is no right or wrong answer and they have nothing to do w ith your job: 

Very inaccurate Very accurate 

Bashful Very Moderately Uncertain Moderately Very 
inaccurate inaccurate accurate accurate 

1 2 3 4 5 

The information given by you will only be used for research purposes and will 

not be disclosed to any other person or institution. 
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INSTRUCTIONS 

Please use the given li st of common human tra its to describe yo urself as 

accurate ly as poss ible. Describe yourse lf, as you are yo urself at the present time, not 

as you wish to be in the future. 

Before each trait, please write a number indicating how accurately that trait 

describes you, using the fo llowing rating scale: 

Inaccurate Accurate 

Verv Moderatelv Uncertain Moderatelv Ver)l 

1 2 3 4 5 

1. Bashful 21. _ Moody 

2. Bold 22. _ Organ ized 

3. Careless 23 . _ Philosoph ical 

4. Cold 24. Practical 

5. _ Complex 25 . _ Quiet 

6. _ Cooperative 26. Relaxed 

7. Creative 27. Rude 

8. _ Deep 28. _ Shy 

9. _ Disorganized 29 . _ Sloppy 

10. Efficient 30. _ Sympathetic 

11. _ Energetic 3l. _ Systematic 

12. Envious 32. Talkative 

13. Extraverted 33. _ Temperamental 

14. Fretful 34. _ Touchy 

15 . Harsh 35. Uncreative 

16. _ Imaginative 36. Unenvious 

17. inefficient 37. Un-intellectua l 

18. Intell ectual 38. _ Unsympathetic 

19. Jealous 39. Warm 

20. K ind 40. Withdrawn 
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Appendix-G 

TEST APPLICATION FORM 

Nam c 0 f the app I ical1t_---'R.e~· .u"'-If.LJA-w.I1 ..... A-..!-....:S::..lH..L.J\'f-'.>~'J.-'Jt'-U-LA-+T_ 
N3mc of the SupervisorlProfessor . 1) 'I' A""j\ g \-<'" h1c\.1 _ 
u~stitutionN~oY\J hSbMIR ieS~cbDi~\;f.' QI.\cv:J-i-A24m 
Tcst :(J'ca/', a~lher, lillc, editioll, P"blis!"er): . 

. · L(Q :jt€.-w\ M;~'\i r\o:rke,:n s.er (,SCU\cJQ..Y J \9S.~ . 
v:-' () . 

Purpose: (Research, leach ill!;) bP-SeA£,C It . 

Rescar~hlteaching topic ~o:rJ; IIf s.l:I.d~ 1- Pe.1S6111LlQ~ra ~~-f~ e.-- oJ 8.~ t;1 
M.ScIM.phillPh.DIM.SlDiplomaiAnyother fb:12 ~'rrfkl:l' ~ S~ e-c--:~ 

. 0 c.c...u f' o..}l OIl ~ 

UNDERTAKING 

This is beteby specitied thilt the above l!lcotioned infonnation is correct. I applied 

fa I' the above mCl1tiol1~d scale after appropriate research and cons\I/t;!tiolls wiih 111)' 

superv isor/Professor. I JI11 COIlViIlC~d th,J[ thi s Tc'stlViJ~oslRc~ou rc\! iv1ntai:d- is 1'~I'y 

relevililt to my work. I :1.lso lInderstand thnt [ will h:1W to tl1/1ow the CJ1l}' rig~lt 5 

rcC]uirel11l:ll~ ul' the It!i t d,:vclopcrs ~Ild not viu/:ltc lhl! <.:thi~:; ul'r<.::;earch at ,IllY Illonlcnt. 

This work is. the intellectual property of the author. No part or this test may ho! 
: . I . • 

. reproduced 'or photocopied 01' disseminate or co republish without written permission 

from the :lUthor. I <1m also wider oblif;atiolJ t·o shnre Illy (bt:! alld research lilll~illgs lVitl , 

the TRC of NIP. 

Supervisor !Professor Studellt 

Fa flowing reqllirclIlefliS Iiave b~ell complc/cd jar rlil! rcsr/documen( riic. 
~) Recommendation by the supervisor! Professor 
b) PricelFee/charges, (uaJly) ___ _ 
c) Undertaking 

Recommendation of tile IRC Advisory COlllmittee 

Recollunendcd Not RecQllIll1cllIJcd 



Respectabl e Sir, 

National Institute of Psycology (NIP), Quaid- e ­
Azam University Islamabad Pakistan is a research orginization and i~ 

contributing in research nationally and internationally. I, Rehan3 
Shujaat , a Ph.D student vf this irJstitute is conductiWT the reseal·ell 
on topic "Comparative Study of Personality Profiles of Exectives in 
S~lected Occupations" i.e.,civil services occupational groups, police 

, service, foriegn service, accounts service, coustoms and 
e~ci se, district ma nagement etc. I intend to use 40 items Mini 
Markers a brief \'ersion of Goldberg ' s Big Five ~larkers considr.ring 

i its utility in studies in similar populations. Permission tc u s e t~~ 

test only for rese~rch purpose is requested please. 

> 

I shall be most grateful to you. 

> 

With 
regards 

> 

, Shujaat (Ph. D Student) 

> 

> 

> Share your holiday memories for free with windows LiveT Photos. Get 
started now. 

Gerard Saucier 

Associate ~ditor, JPSP:PPID 

Professor 

Departme n t of Psychology 

1227 University of Oregon 

Eugene OR 97405 USA 

(5H ) 346 4927 

! fa:'. 541-346-4911 (p u t my name on it cl~arly) 

gsaucier@uoregon.edu 
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,-..:.....-.. ,;,;~- .~~-. - ----.-.!.:. ..!.:---.::--- .. ~ .. ..:. ...:....:.....~---.- .. ,-- -, . . __ ._--_._ ..... _---_ ...... -. -.-_ .. - . - . 

i Repiyl ~~EaIIJ~arfdark as . Move to • Options. (~:: . 

Re : permission to use 40 items Mini Markers, (Big Five Markers) 
From: Gerard Saucier (gsaucier@uoregon.edu) 

Sent: January 1, 2009 10: 38 : 44 AM 

To: Rehana kazi (rehkazi@hotmail.com ) 

Dear Rehana Shujaat, 

i Of cou rse you a r e fre e to use the Mi ni - Ma r kers . As ~o t e~ G_ 

xrespondence 

s 

;Je folders 

I places 

I 

Ict list 

. dar 

http : //www . uoregon . edui-gs ausi er/gsau4 . htm 

they are in the public domain and s o f r '2e f () .~ anyone t o chco;)se 
\oIl thot.:t asking . 

If you do a transla t io n of the measur e into d:1 o ther language (perhaps 
Urdu?) r would be pleased to ge t a s opy of t he t ra n s l at i on . 

If you are interested in co llaborating with an international proje c ~ 

on the psychology of cultural differences , or know some o ne in 
Pakistan who is, please let me know. We have a project developing. 

All the:: best , 

Gerard Sau ci er 

On Thu , 1 .J"!1 .20 !") 9 09 :5 6 : 34 - CS(JO , Ee ha n a kozi <rehk.:lz.;"@;-:(" C:i ~·. -"il . :::-:· ! ':· 
't,ll-ote : 

:> 
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ApI,>endix-H 

PROCRASTINATION SCALE (URDU VERSION) 

v{J!::JiJ'~~.lJr.~{ C-Jifr:J'.:fJi _f-c-Lh~.::i~Jr~.::JJ/LJy(~t/-V!r:PJ':;" t!::.i ...t--0IrtJI 

lJ~(( '/)-iV1f-"""''''c-~~~ ft)! J!:,L'T'~y ri? ~V!~~-=-~ r.l.J~ i.LlJ~Ji -f-D::~Uvc-J.L( f...§,.p 

.-v.'~ 

u.,.:"~. u/...£4' . ...&0" J~~ .:-c~ J¢.) . 

ui~} ' ui~} ~)s.t< . ~} 
(r') (r-) ' ( r) ( I) 

. . -U11tff,~ .. J.h);fJj tt1jt"v:UJ1(r~j}/'u;V: . 1 

_Li.t<JtJ~.t<JlItIJ A.,tIv:~cL((? .r 

-L.b<J.f ft/),i;.l (L0J 'j e[ J!" J\t tf -?ru/'.;), (U(LC II" u"Ji . 1" 

-\.Ij(Oj;' ft)j~,J~"p-~ _ r" 

.Ur<J.f tt.f)nf't.f.?!,fL;,!~,~,fL.fc...,>('t;;~ _0 

- \.1ft j;' rd.fl-?',f ui( '( c.I'..t ., 
-Li.rlj/ rr./...j~ Lit' (;dj'rV .to 

.7-~''w~,fL./CL:,,;;)ui.. . /1 

.J/ tt.ft..Jif...t ~ LiJ"k,Iic...v\:?-.::.."""l.u./.u C~, _I 
- \ • I 

.VJf lt J!I<Ju jic..Jv:ltvJ rJ:....P-Lv: UJ(ru"..,..>. . 1' 

.J./ Ft!~~~i.jv~Jj ~/.J/(~LjJ;;';:.~_~.) ~I..t .11 

.LiJ1'Ji(.rri(.~ ~ c:...I iJ,l:c",?r'rrc/..,..>...t . Ir 

.Jf rr./Ji (,.J;~rr..tJ"/.~c..~tvjt'V:((~14Ji .'1" 

. vJfJ/c:!lru~( rUn;jI¥L~';;) , ..t .11" 

~t'~ i. . ../(,. ,)IVlb.J\ .c.LJf. j ,.m·-=-::I I,fL.f(,. ,)~fr ( . 10 

+u.!';-J~J/-~;,..;<J!( (u" ." 
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Appendix-J 

TEST APPLICATION FORl"! 

Name of the applicant . ~.kN A- SH U'X A/r-r 

Name of the SuperviscidPfofesso~ . 1')'1. ,4", iI 04 \Sa me! 1 
Institution NaJjO~1CtR \\1Shht:, e-J. P~Jclle'~1d I <dUa.:J.-i-A2An1 u.~IA.U~ C; IbJ .. 
Tes t :( year, aurher, tirle, edition, PublLrher): 

U-fdu yqsjoY' 1- J1. p'(OOQ,sbV\ahoYl Sc.a~e,(fo.hn'\CL~".J:J.co ll. 
~ n h . Y 

P\lrpose: (Reseor"h, teaching) . !( e..-s€...-I&-1C ./'.,,, . 

RCSe~hJt~I1~OPiC C~p(>J(lb\/e < <;,~hJ-' 1 P¢fsLW1£\t·~!; .rYf'l~ (r~ 
M:.SdM.phiIlPhDfM.SlDiplomaJAnyother Ph]) fuprJ\HY'~ wcrt l<'.ji"\?f. 4-\ . 

S~~c.Jio\ DCLL! rQh·tH.~ 

UNDERTAlIING 

T11is is hereby specitied that Ule above mentioned infoml~tion is correct. 1 applied 

for the above mentioned s~e !liter appropriate research and consultations with my 

supervisorlProfessor. I al1'l cOllvinced that this Test/VideosJResource Material is very 

relevant to my work. I also understand that I will have to follow the copy ligh:s 

·requiremellts of the test developers and .l1ot violate the ethics of research nt any momenr. 

Til ' s work is the intellectual property of the author. No part of this test may be 
; 

reproduced or photocopled or dissemil1 :lt~ or to republish without written permission 

from the author. I an1 also under obligation to share my data and research tindings with 

ili'T~ 

Supervisor {Professor Student 

Following requirements have been completed jar ihe (c.ITIdoclIlI1l!lIlelc. 
a) Recommend'ation by the supervisor/ Professor 
b) Price/Fee/charges, (if any) ___ _ 
c) Undertaking· 

Recommendation of the mc Advisory Committee 

Recommended Not Recommended 
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APPENDIX-J 

MANAGERIAL POTENTIAL SCALE (MP) OF CPI 

DIRECTIONS 

- This questionnaire conta ins a series of statements. Read each one, decide how 

you feel about it. If you agree with a statement or fee l that it is true about YO Ll , 

answer TRUE (T). If yo u di sagree with a statement, or fee l that it is not true 

about you, answer FALSE (F) by putting a cross (X) on relevant option. 

- Be sure to answer for every statement, even if you have to guess at some. 

- You are required to answer all the questions. 

- There is no right or wrong answer; yo ur own honest opll1lOn will be an 

appropriate answer. 

- Test information will remain confidential and would be used only for research 

purposes. 
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~ True False 
No. 

\. 1 have had very peculiar and strange experiences. T F 

2. In most ways, a poor person is better off than a rich one. T F 

3. I get very nervous if I think that someone is watching me. T F 

4. Most people would tell a li e if they cou ld ga in by it. T F 

5. I take a rather serious attitude towards ethical and moral issues. T F 

6. I have no dread of going into a room by myself where F 

other people have already gathered and are ta lking. 
T 

7. I get pretty discouraged sometimes. T F 

8. I don' t blame people, for trying to grab al hey can get I thi T F 
World. 

9. Most people will use somewhat unfair means to gain profit T F 

or an advantage rather than to lose it. 

10. I certainly feel useless at times. T F 

11. Teachers often expect too much work from their students . T F 

12. I often act on the spur of the moment without stopp ing to think. T F 

13. My way of doing things is apt to be misunderstood by others T F 

14. r have had more than my share of things to worry about. T F 

15. I am quite often not in on the gossip and talk of the group 1 T F 
belong to. 

16. I like to keep people guessing what I am go ing to do next. T F 

17. If given the chance I would make a good leader of people. T F 

18. Most people are honest chiefly through fear of be ing caught. T F 
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19. Most people inwardly disli ke putting themselves out to help T F 

other people. 

20. People seem naturally to turn to me when decisions have to be T F 
made. 

2 1. People don ' t need to worry about others if only they T F 

look-after themselves. 

22. The future is too uncertain for a person to make serious plans. T F 

23. 1 li ke to talk before groups of people. T F 

24. I am often bothered by useless thoughts which keep running F 

through m y mind. T 

25 . When prices are high you can ' t blame people for getting all T F 

they can while the getting is good. 

26. I usually fee l that life is worthwhile. T F 

27. I think most people would lie to get ahead. T F 

28 . It is hard fo r me to act natural when I am with new people. T F 

29 . I feel that I have often been punished without cause. T F 

30. r think I am usually a leader in my group. T F 

31. I enj oy planning things, and deciding what each person should T F 
do. 

32 . Success is a matter of will power. T F 

33 . I feel like giving up quickl y when things go wrong. T F 

34. It seems that people used to have more fun than they do now. T F 
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