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ABSTRACT 

s tudy r"a s cal'z'led o ut t o assess persona 1 

e h a l'8. c t e z'is t i os o f l eadel's in bussiness oz'ganizations. 

98 l"lxec utives fl'om fOUl' l'enowned ol'ganizations were 

in c luded in t he study, To lIleaSUl'e the ohaz'acteJ'istics 

of executivdS two qllestionn8.il·es~ '''el'e used~' one '''as a 

da t a s hee t, t o obtain demographic information and the 

o tJle l ' ,,,as a qLlesti onnail'e, oomprising of seven scales 

o f Bl'iti s h vel'sion o f' Calil'oz'nia Psychological 

Inven t or,v (CPI ) . Th ese scal es~ as indicated b ,v vari ous 

s tud i a s , meas/Jl'e ,1 sadez'ship tl'ai ts. The questionnaire s 

'''8 z' e used 

execu ti ves 

t o s ee if 

diff ez'ed 

the more sLlccessful busi n ess 

significantly in t e l'ln5 o f 

pel'svnalit .v pI'ofil e f r om the executi ves who are not so 

sl1ccessful in tel'ms of s uocess i n o rganizations. The 

o z' i tel'i a o f l ead el's hip Sl1ccess in ol'ganizati on was the 

!lumbe r o f p I'omo tions a ohi e ved and salary to whioh the 

employee had ascended, The 1'8S0 1 ts showed signifi can t 

diffa l'en o e sLlccessful and unsuccessful 

executives on six OLlt of seven soales i. e. Dominance 

( Do) , Cap a.c ity for status (es), Sooiability (So), 

Achievement via independence (Ai), Hanagerial Potential 

( Hp) and WOI'k orientation (Wo) soale, The diffel'enoe 

b e t r,Te en two was not significant on 

re s p onsibility (Re), 

,-' ' / 



Chapter I 

INTRODUCTION 



INTRODUCTION 

Leadership is a subject that has long excited interest among 

sc holars and layman alike. The term connotes imag es of powerful. 

dynamic persons who command victorious armies, direct corporate 

empires from atop gleaming skyscrapers , or shape the course of 

nation. Much of our course of conception of hi story is the story 

of military, political, religious and social leaders. The wide 

spread fascination with leadership may be because it tou c hes 

everyone's life. 

Historical Development 

Historically, the concept of leadership was derived from 

leadership in a religious sectarian setting or in groups of 

primary relationships. Sectarian followings inspired by 

prophetic figures have been at the genesis of many religious 

movements. The solitary , dramatic ~ersonality who mobilized and 

ins~ired masses to new goals and methods of religious salvation 

become a n im~ortan t prototype of leadersh i p. The conceptua l view 

was reinforced by research on historical and primitive 

governmental institutions, e.g., tribal c hi efs and leaders of 

small city , states, vested with absolute authority. Such studies 

also contributed the notion of status and hierarchy to the 

concept of l eader s hip. Power was vested in the states, as well 

as in the person of a ruler . The personalization of leadership 

was thus further reinforced. By the twentieth century several 

intellectual trends had already effected a change in this 

co nception of leadership. First the democratic revolution of the 

eighteenth and nineteenth centuries depersonalized the concept of 

autilority. 

The positivistic 

drastically modified the 

influ ence of the 

concept of political 

social sciences 

leadership. The 
traditional "hero" disappeared in the face of new views of 
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psychology. The prevailing instinct and trait psychology gave 

way before the critigues of Head, Cooley, Dewey and 

others(Sills,1968) and th e ir conceptions of a var i able human 

behavior molded by soc ial interaction. Leadership c ame t o b e 

viewed, not as a set of fixed traits and attributes, biologically 

peculiar to some individuals, but as a role that satisfies mutual 

expectations of leaders and followers. Building on this new, 

interactional emphasis, research 1n the social sciences added 

increasing sophisticat ion to the concep t 

Situational and group components were strongly 

of l eadership. 

emphasi~ed. The 

leadership role was found to vary with situations. 

Trends in the study of leadership parallel those 1n 

psychology regarding the sources of behavior, wh i c h range from 

t he b iological to the soc i al e nd s of the spectrum, with 

individual cognitive processes in between. Her ed itary and 

i nstinct conceptions emphu~ized biological determinants. Trait 

approuches 

recognition 

grew out of these 

of personality 

notions but moved more toward a 

adapted to the circumstances of 

leadership events. Situational approac hes moved f u r t her a l ong 

the scale toward social determinan t s, almost to the exclusion of 

individual differences in personality. Today's interest in 

perceptual attributional conceptions reflect a f undamen t al point 

that permeates psychology. The effect of all events , and other 

50 called situational factors , depends upon perceptions - and at 

times relatively transient ones. Therefore it is not so n ov el to 

assert that leadership is an "attribution " or "inferred state" 

(Sills, 1968) , 

EARLY CONCEPTIONS OF LEADERSHIP 

Ideas about leadership date back to an tiguity, as 

exemplified in the writings of Confucius, Plato and P lutarch. 

Pluta rch said in his biographies that l eadership resides not in 

histories bu t in lives(Lindzey & Aronson, 1985). The ancient 
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Egyptian attributed three qualities of divinity to their king. 

They said of him. Authoritative utterness is in thy mouth. 

perception in thy heart. and thy tongue is the shrine of justice. 

(Bass ,1981). An analysis of Greek concept of leadership. as 

exemplified by different leaders in Homer's Iliad identifiedj (1) 

justice and judgment; (2) Wisdom and counsel; (3) s hrewdness and 

cu nnin g and (4) valor and action. All these qualities were 

admired by the Greeks(Sarac hek.1968) . Thus the pattern of 

behavior regarded as acceptable in leaders differ from time to 

time and from one culture to another. 

Leadership is a universal hu man phenomenon. Citing various 

anthropological reports on primitive groups in Australia, Fiji, 

New Guinea. the Congo, and elsewhere. Smith and Krueger(1933) 

concluded that l eadership occurs un iversally among all people 

regardless of culture. Parenthood makes for ready-made pat~erns 

of leadership(Bass, 1981). Leadership i s one of the most observed 

and least understood phenomena on earth". 

HEARING OF LEADERSHIP 

The term "leadership" means different things to different 

people. Leading is the process of influencing ot hers to act to 

accomplish specified objectives, Leadership has never been 

precisely defined and it st ill carries extraneous connotations 

that create ambiguity of meaning (Janda, 196 1 ). Further confusion 

is caused by the us e of other imprecise terms suc h as power, 

authority, management, 

describe the same 

administration, control and supervision to 

phenomena. Researchers usually define 

leadership according to their individual perspective and aspect 

of t he p he n omenon of most interest to them. After the 

comprehensive review of the leadership literature, Stogdill 

(1974) concluded that there are almost as many definitions of 

lead e rship as there are persons who have attempted to define the 

concept. The Oxford English Dictionary (1933) notes the appearance 
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of the word "leader" in the 

1300. However , the word 

English language as early as the year 

leadership did not appear until the 

first half of the nineteenth c entury. Different definitions and 

c on c eption s of leade r s hip 

definitions of l eader s hip 

ha v e b ee n r evi e wed. Some r epresentative 

are; Leadership is the influential 

increment over and above mechanical compliance with the routine 

directives of the organization(Katz & Kahn,1978).Leadership is 

the behavior of an individual wh e n he i s directi ng the activities 

of a group toward a shared goal(Hemphill & Coons ,19S7).Leaders h ip 

is a particu!ar type of power relationship characterized by a 

group members's perception that another group member has t he 

right to prescribe behavior patterns for the former regarding his 

activity as a group members(Janda,19S0).Leadership is an 

interaction between persons in which one presents i n formatio n of 

a sort a nd in such a manner that the other becomes convinced that 

his outcomes wi!! be improved if he behaves in the manner 

suggested or desired(Jacobs,1970).Leadership is the initiation 

and maintenance 

Stogdill ,1 974).A 

of structure 

prec is e and 

in expectation and interaction( 

c omprehensive definition of 

leadership 

(1961)who 

is formulated 

states that 

interpersonal influence , 

through the communication 

specif ied goal or goals. 

by 

it 

Tannenbaum, 

consists of 

Weschler & Hassarik 

leadership is an 

exercised in a situation and directed 

process toward the attainment of a 

They point out that leadership always 

involves attempts by a person (leader) to affect or influence the 

behavior of a followers in a situation. 

Host definitions of leadership refl ect the assumption that 

it inv o l ves an influenc e process.In research the operationa l 

definition of leadership depends on the purpose of the researcher 

Campbell(1977) Karmel(1978). 

The person who occupies l eadership position must transmit 

feelings and exhortations to followers through commu nication. 

The successful leader i s the one who can appeal to cons tituents 
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in a meaningful way(W ex l ey, 1975) . There is no sing l e kind of 

skill that will make a man always a leader. Nor we can regard 

leadership as dependent on a distinct psychological traits. It 

is something within the individual. What makes for a good 

leaders hip in one situation may make for bad leadership in 

a nother. In this s e nse effect ive l eaders h ip 

s ituation . On a battle field a man of e nergy, 

i s function o f 

intelligence and 

q ui c k decision is n eed ed.I n religion peop l e may require a 

different set of qualities. In the sphere of organization yet a 

different set of qualities are expected and these to o may differ 

in different countries.There are certain characteristics which 

are essential for all leadership irrespective of the specific 

nature of t he s ituation s .Allport(1924) lists them as follows; The 

trait of ascendance, rapid and energet i c reactions, tenacity, a 

face to face mode of address, a fairly high emotional level, a 

restraint that gives t he impression of an unlimi ted reserve of 

power, a n air 

drive or the 

task. 

of inscrutability, participation wit h other and 

capaci ty to concentrate energy and a b il i ty on the 

RESEARCH OK LEADERSHIP TRAITS 

Over a hundred studies on l eader traits wer e cond ucted by 

Stogdill (1948) in the period from 1904 to 1948. In the majority 

of studies, the general approach was to compare leaders with non 

leaders to see what difference existed with respect to physical 

characteristics, personality a nd ability. A smaller number of 

studies compared s uccessful leader s with l ess successful leaders, 

or corre lated measure s of various traits with measures of 

leadership effectiveness. Success and l eadersh ip effectivenes s 

were s ometimes measur ed in terms of group performance and 

sometimes in terms of personal advancement up the authority 

hierarchy of the organization (i.e .successful leaders get 

promoted to higher levels of management and earn a large sa lary 

relative to persons of the same age). In his early review/ 
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Stogdill (1948) examined the r esults of 124 trait studies.A 

number of traits were found to differentiate repeatedly between 

leaders a nd non - leaders.Stogdill(1948) class ifi ed t he factors 

whi c h have been found to b e associated with l eaders h ip, under the 

general headings of capacity , achievement, responsibility, 

participation and statusj 

1. Capacity (intelligence, alertness, verbal facility, 

originality a nd judgment). 

2. Achievement (sc ho l arship, knowledge and athletic 

accomp l is hm ents). 

3. Responsibility (dependability, initiative, persistence , 

aggressiveness, self-confidence and desire to excel). 

4. Participation (activity, sociability , cooperation, 

adaptability, humor). 

5. Status (Socioeconomic position, popularity). 

6. Situation (Hental level, status , skil l s , needs a nd interests 

of followers, objective to be achieved etc). 

Stogdill (1974) reviewed 163 trait studies conducted during 

the period from 1949 to 1974. Mo re of the recent trait studies 

have dealt with managers and administrators. Stogdill suggested 

that the following trait profile is characteristic of successful 

l eaders. 

The l eader is characteri2ed 

responsibility and task completion, 

pursuit of goals, venturesomeness, 

by 

an 

a strong drive for 

vigor and persistence in 

originality in Problem 

solving , drive to exercise initiative in social situations, self

confidence and se nse of personal identity. willingness to accept 

consequences of decision and action, readiness to absorb 

interpersonal stress, willingness to tolerate frustration and 

delay. ability to influence other persons, behavior and capacity 

to structure social interaction systems to the purpose at "hand" 

(Stogdill, 1974, p.S1). 
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One e arly measure to assess manage rial potential is the 

performance in college as indicated by grades.Two research 

programs of the American Telephone and Te legraph Company found a 

definite relation ship between grades in college and salary level 

achieved.In a study of 10,000 ~anagers,(FlippoJ1984) 5 1 percent 

of those in th e top tenth of t heir college class were located in 

the top third o f the salary 

b e tween grades and salary 

levels in the 

lev e l was . 33 . 

company . Correlation 

Another study of 

ma nag e r s, relate job success to mea s urement s produced by a scale 

named Individual beckground Survey. The criteria of job success 

in the study in c luded the organization level of job held, salary, 

job titl e, number of promotions and general rating. 

The measurement scale consisted of ascertaining degree of 

possess ion of following traits: ( 1) fouourable attitude toward 

authority,(2) desir e to compet e ,(3 ) assertive motivation to take 

c harge and ma ke decisions (4) d es ir e to exercise power, (5) 

d esire for attention of ot he r s a nd a sense of responsibility. 

Research has indicated that high scores on these measures 

corre l ated with manageria l success . In one study of manag e r s it 

wa s fou nd that execut ives who had not been promoted scored lower 

t han those promoted two or three levels (F lippo,1984). 

TilE BACKGROUND OF CLASSIC STUDIES ON LEADERSHIP 

During the last few decade s hundr ed s of laboratory and field 

studies have been conducted to investigate the natur e of 

leadership in organizations. Most of early studies of leadership 

were attempts to id ent ify 

of successful leaders but 

leaders. Failure to find 

unique traits that are characteristics 

not of un s uccessful leaders or non 

measur es of p e rson al ity and aptitudes 

consistently associated with successful l eadership led t o a shift 

of atten tion from leader trait s to l eaders hip 

behavior(Luthans, 1985). 
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IOlia. Studies 

A series of studie s oarri ed out by Lippit and white(1933) in 

whi c h t hey observed t he impaot of t hree separ ate leadership 

styles. autooratic . de mocratic a nd laissez-fair.T he basic 

difference between three sty l es was the location of the deoision 

making fun ction in the g roup. Findings of these studies g e nerally 

s upported the effectiveness of a d emoc ratic leadership style. 

Ohio State Studies 

Many important studies carri e d out as Ohio State University 

during late 1940 a nd early 1950s attempted to identify meaningful 

and relatively ind e p e ndent c at egori es of l eadership behav i o r by 

analyzing the relationship among hundreds of specific acts 

performed by a variety of leaders. Result showed that leadership 

ac t s could be classified into a few categories or diDlens.ions, 

The two most important dim ensi on s were labe l l e d " con s ideration" 

and "initiat ing st ructur e " , Another i mport a nt l ead e r s hip 

dim ens i on that was investigated i ntensively during this pe riod i s 

the degree of subordinate participation and influence in decision 

makin g, A sizeabl e numbe r of studies tested t he hypothesis t hat 

leaders wh o allow extensive participation have more satisfied and 

productive s ubordina tes (Luthan s , 1985 ), 

Michigan Studies 

At about the time the Ohio State Studies were being 

conducted, researchers at the Unive rsity of Hi chigan became 

concerned about which leadership style, employee centered or 

production centered, was most like ly to re s ult in improved 

performance, Findings seemed to indicate that employee-centered 

leaders were more effective than production centered lead ers 

(White & Bednar>1986), 
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THEORIES OF LEADERSHTP 

Theories of leadership attempt to explai n either the factors 

involved in emerge n ce of l eaders h ip or the nature of leadership 

effect i veness in term s of t h e leader. The greatman approach, as 

well as trait theories of l eadership, focussed on the qu a lities 

of the individual an d how those q ualities influenced the 

individual 's effectiveness (Sanford , 1973) . Major theories of 

l ead ership are: 

1 . Gre at- Han Theor i es 

The Gr eat Han approach represented the earliest theo ry of 

leadership. The t he ory suggested that great leaders were born, 

not mad e. Su ch men and women were believed t o possess certain 

qualitie s that lead t h em to grea tn ess and no doubt wo uld have 

done so at any time in history or under any set of circumstan c~s. 

Greatman theories we re influenced by studies of such world 

leaders as Al exander the great , Joan of Arc. Hitler etc. Research 

studies produce little agreement on the gua1ities these and ot her 

outstanding leaders s hared. Some observers assumed that greatness 

passed through families from 

little evid e nce exists to 

o ne gen eration to a nother. How ever, 

s uggest that factors ot her t han 

political. economic, or social opportunities have been 

responsible fo r the success ion of i nflu ent i al leaders 

familie s (White & Bednar,1986). 

in the 

2. Trait Theori e s 

Eventually "great man" theory gave way to a more realistic 

traits approach t o leadership.In the first half o f the century a 

g rea t d ea l of attention in psychology was directed to the study 

of traits of l eader s hip. The trai t approac h is mainly concerned 

with identifying p ersonalit y traits of the l eader s held in 

common. In hundred s of studies s u ccessful l eaders were observed 
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by researchers, This research. however produoed 

confusing findings for example one analysis of 

trait studies found that fewer than 5 percent 

an array of 

more than 100 

of the trait 

thought to be important were common in four or more of the 

studies.Although l eaders appeared to have marginal advantages 

over non-leaders ~ n such traits as intelligence and certa in 

physical dimensions (height, t.1sight etc) ., there t.1ere no 

characteristics on whic h 

tra i t approach failed 

leaders were consistently superior. The 

to explain the source of e ff ective 

leadership for a number of reasons.First and foremost, 

inconsistent research findings suggest t hat successfu l leaders, 

unsuccessful leaders and even non - leaders, sometimes possess the 

same traits.Second,defining and measuring traits often present 

problems. Trait can be viewed different l y by different 

indiv id ua l s. Wh en the trait approach is applied to organizational 

leadership, t he result is ev e n cloudier. Stryker found that 75 

executives defined the trait dependability in twenty five 

differ ent ways. Heasuring traits can a l so present a problem,since 

many traits are Psychological in natur e and can not b e obse r ved 

directly (White & Bednar,1986). 

3. Environmental Theories 

Ha ny Bur l y t heorist adv anced t he view that the emergen ce of 

great leader is a result of time, place and circumstances.For 

Hegel the great man was an expression of t he needs of his times. 
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What the g r e at man did wa s automatically right to do because he 

f ulfilled what was needed . He actually couldn't help what he did, 

sin ce he was directed by hi s historical env i ronment . Humford(1959) 

describe t ha t the leaders that emerge depend on t he ab iliti es a nd 

skills requi red at the time to solve the social problems existing 

in times of s tress, change and adaptation . Leadership is an 

innate as well as acquired modal societary tendency of force. As 

such it is related to the organized and organizing phases of the 

social process. 

4. Psychoanalytic Theories 

Freud himself (1922) and many others psychoanalytically 

oriented writers such as Frank(1939)~ From(1941), Erikson(1964) 

and Levinson (1970) addressed the lead ership issue at length . 

Favourite interpretations see the leader as father figure, as 

source of lov e or fear, as embodiment of t he su perego , as th e 

emotional outlet for followers,frustrations and destructive 

aggression, as in · need to distribute love and affection fairly 

among followers, Wolman (1971). Psychoanalysis has had a marked 

influ e nc e on Psychohistorian trying to understand adult 

leaders in terms of their childhood deprivations, cu ltural, 

milieu,and relationship with parental authority , and the 

psychodynamic needs they fulfill among their fo llowers. 

Psyc hoan alytic theory was also used by Devries (1977) and Hummel 

(1975) to show how the interaction of leader personalities and 

situations is dramatized in times of crisis in an 
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organization(Yuki.1981). 

5. Interaction - Expectation Theories 

(a) Leader Role theory 

Homan s( 1950) developed a theory of the leadership role using 

three basic variables, action , interac tion, and sentiments. It 

is assumed that an in crease in the frequency of interaction Bnd 

participation in common activities is associated with an increase 

in sentiments of mutual liking and in clari ty of group norms. 

Le ade r s hip is defined in terms of the origination of i nterac tion . 

In Hemphill 's (1957) theory, leadership arises in situations in 

which component parts o f group tasks are dependently related to 

one another a nd to the solution o f a common problem among group 

members. His theory emerges from the diff e rentiation of structur e 

- in interaction which permits prediction of future interaction 

ac t ivity wi t h a n accuracy exceeding c han ce. Leadership a cts 

initiate structure- in - interaction, and l ead ership is the act of 

initiating such structure. 

(b) Role attainnent theory 

Stogdill (1959) develop e d and expectancy reinforcement 

theory of role attainment. As group members interact and engaged 

in mutual task performance, they reinforce the expectation that 

each will continue to act and interact in accord with his 

previous performance. Thus the individual's role is defined by 

mutually confirmed expectations re lative to the performance and 

12 



interactions he will be permitted to contribute to the group the 

l eaders hip potential of any given member is defined by the 

extent to which he initiates and maintains structure in 

interaction and expection. 

(c) Reinforcement change theory 

In a theory proposed by 

observed effort of one member 

Bass(1981) leadership is 

to change the motivation 

the 

and 

understanding of other members or to change their behaviour. If a 

member is successful, a change is observed in other members 

accepting leadership. Motivation is changed by changing the 

expectat ions of reward or punishment.As group is a co ll ection of 

individuals whose existence is rewarding to members or enables 

them to avoid punishment.Changes occur in the behaviour of group 

members in order to increase th e rewards for performance. 

Leaders acquire their position by virtue of their perceived 

ability to reinforce the behaviour of group members by granting 

or denying rewards or punishments. Leader are valued when they 

can enable a group to provide expected rewards. The congruence of 

leader status , esteem and ability can account for the 

success and effectiveness. 

(d) Path-Goal theory 

leader 's 

Ac cord ing to House (1971) the Path-Goal theory of leadership 

focuses on the kinds of behaviours a leaders would exerc ise to 

allow subordinates to achieve their goals. Specifica lly the 
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theory can states that leaders can increase their s ubordinates. 

motivation , satisfaction > and performance by giving rewards that 

depend on achieving particular g oal s. 

Path-goal theory proposes four specific types of leader 

behavior: di rec tive, supportive, achievement oriented and 

participative. This theory s ueeests that a leader may select 

from amo ng these four l eadership styles a style that most 

appropriately fits the si tuation (Bass,198 1) . 

6. Humanistic Theories 

The theories 

con ce rned with 

of Arguris,Blake, 

development of 

Likert and McG r egor are 

effective and cohesive 

organ izations(Bass,198 1 ) ,T hey beli e ve t ha t huma n being is by 

nature a motivated organism. The organization is by nature 

structu red and contro l led. It is the functio n of leadership to 

modify the organ ization 1n order to provide freedo m for 

individual s to realize their own motivational potential for 

fulfillment of their own need s and at the same t ime contribute 

toward the a c compli s hm e n t of organizational goa l s. 

7 . Exchange Theories 

One set of theories Homans, March & Simon, Thibaut & Kelley, 

and Gerge n (Bass,1981) is based on the assumption that social 

interaction represents a form of e x c ha nge in which group members 

make contributions at a cost to themse lves and receive returns 
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at a c os t to t he gro up o r their membe rs . Interaction continues 

bec au se me mb e r s f ind soc i a l exc ha nge mutual l y r e warding . Bl au 

(Bass.198 1 ) begins wit h t he fact that for most peop l e b eing 

e l evat e d to a positi on o f 

rewarding for member s to 

high s t a tu s in r e ward i ng ; it 

associate with their hi g h 

i s als o 

status 

lead ers . Jacobs (1971) formulated a social exc hange theory and 

buttressed it with a wide range of research find ings.The group 

prov id es status and esteem satisfaction s to leaders in exc h ange 

for their unique contributi on to goal a ttainment. Aut hority 

relationships i n forma l organizations def in e role expecta tion s 

that enable group members to perform t heir tasks a nd to interact 

without the use o f power. Leadership implies an equitable exc hang e 

relationship betwee n leader and fo l lowers . When ro l e obligation s 

are mutually acknowledged. eac h party can satisfy the 

e xp e cta t ion s of t he o ther on a n eq uitab le basis. 

8 . Behavioral Theories of Leadership 

Mawhinney and Ford ( 1977) reinterpreted Path - goal 

theo ry in ter ms of operant cond itioning.Scot t ( 1977) saw the n eed 

to replace conceiving of leadership as due t o influence or 

p e r s uasion wi th an analysis of the observable leader behavi ors 

that c hange the behavior of subordinates. Emphasized were 

r e info rcement and making r e ward s contingent on the subordinate 

tha t a leaders positive reward behavior will in crease a 

subordinate's performance. 
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9. Perceptual and cognitive theories 

These percept u a l a nd cogni tive theories inc l ud e at t r ibuti on 

t he or i es, s y stem a n a l ys i s, a nd ratio nal dedu ct i ve approac hes . 

(a) Attribution theory 

According to this theory each member of a group is seen to 

have his/her on theory of leadeers h ip. If we want to understand a 

leader 's behavior we must begin by going inside the l eader's head 

to find out what he/she is t hi nking about the s ituation in which 

he leads (Pfeffer,1977). We observe the behavior of l eaders and 

infer the causes of these behavior to be various personal traits 

or external constraints, if these causes match the observer naive 

assumption a~out what about leader should do when leadership is 

used to described the person observed (Colder, 1977). 

(b) System analysis 

Sensitivity to the larger environment and organization in 

which the leaders and their subordinate groups are embedded is 

dictated by a system point of view . Osborn and Hunt (1975) 

formulated an adaptive reactive model of leadership to 

incorporate macro - variables such as environmental constraint s or 

organizational demands as antecedents of leaders behavior.Bass 

and Valenzi(1974) used systems theory to construct a model of 

leader-follower re l ationships. Leaders and their follower can be 

conceived as open social systems. The systems are open to the 

outside environment and they are sensitive to the constraints 
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imposed on then by the outside . 

(power) and information from 

exports goods and services. 

The systems imports and energy 

the outside, tran sforms it, and 

(c) Rational-Deductive approach 

Some of the accepted facts about leadership were joined 

rationallY i n to prescribing what is most likely to succeed

direction or participation-by Vroom and Yotton (1974).Thp.y posed 

ten question:; which l eaders s honlct a sk themselves in deciding 

whether to be directive or participative in decision making with 

their subordinates and whether to do so one at a time with 

individual subordinates or with the whole group all at once. 

Essentially, they argued that supervisor ought to be directive 

when they are confident that they know what needs to b e done and 

when their subordinates doe not have this knowledge. Further more, 

Vroom and Yettan (197 4 ) s uggested t ha t in this situation a 

decision made by the supervisor will be accepted by 

subordinates . On the other hand, if the subordinates have more of 

the information than the superiors, if their acceptan ce and 

commitment are of paramount importance, and 

be trusted to concern themse l ves with 

if subordinates can 

the Organization's 

interests, the supervisor shou ld be participative. 

10. Situational Theories 

The situational approach came through the writings of 

Hemphil(1949), Sanford (1950) and Couldner(1950) among others. 
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Essentially the situational approach was an effort to define 

what was demanded of leaders in their situations. The situational 

approach emphasized the leader 's qualities that were appropriate 

relative to a group functioning in a particular situation. 

Hembphil (1949) expressed hi s point in asserti ng that there are 

no absolute leaders, sin ce successful l eadership must always take 

into account the s pecif ic r equir e ments imposed by the nature of 

the group whi c h is to be led. 

Acco rding t o He rsey and Balanchard (1982)t he situational 

leader s hip theory is con cerned with two kind s of managerial 

leadership behaviour. (1) task behaviour, the extent to whi c h 

managers organize and direct t he work of s ub ordinates (2) 

relationship behaviour, the extent to which managers develop and 

maintain a personal relationship with subordinates by providing 

Bocial and emotional support and by development two way 

communication channels.The theorists argue that managers can 

display eit he r high or low tas k behaviou r and high or low 

re l ationship behaviour result ing in four possible 

com bination s h igh task/high relationship, or l ow task/low 

relationship. According to this theory managers must c hoose 

one of these combination s in dealing with t heir subordinates 

( Lindzey & Aronson,1985). 

(a) Fielder's Leadership Theory 

Fielder's contingency model of leadership contained the 
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leadership between leadership style and the favourablen ess 

the situation . The founda tion of Fielder' s theory is 

o f 

three 

situational 

effectiveness. 

components which influen ce the leader's 

(1) The leader member relationship. This refers 

to the leader's personal relationship with members of his 

group,the degree of confidenc e, the loyalty to the leader. (2) 

The d egree of task structure. This refers to the degree of 

routineness in the group's assigned task. (3) The leader's 

position power.This is the formal authority which the leader's 

position holds. It includes the rewards and punishments 

associated with the positions and the support the leader receives 

from his own supervisors. These three components, combine in a 

number of ways to create specific organizational situation. 

Fie ld er's contingen cy theory has implications for placing 

individuals in leadership positions as well as for people given 

the opportunity to accept such roles. He is also imp l ying that 

effective leader mus t be flexible and must have accurate 

perceptions of the three situational components before deciding 

which sty l e is most appropriate(Fielder1954). 

(b) Contingency theory 

Fielder's theory has d ominated much of the research activity 

during 1970 and 1978. In contingency theory a leader's 

effectiveness is determined by the interaction between the 

leader's personal characteristics and some aspects of the 

situation. Leaders are c l assified as primarily person oriented 
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or task oriented. According to this theory, in extreme 

situat ions (highly favourable or highly unfavourable) the task 

oriented leader will be more effective. When the s ituation ; is 

moderately favourable, the person-oriented lead e r will be more 

effective. The theory has generated a great deal of research, 

much of which is supportive House & Singh; 

Pholmann, (Schultz & Schultz, 1990). 

Peters, Hartke and 

Modern leadership theory suggests that there is no one most 

effective leadership style. Each of the three general styles may 

be t he most effective or the least effective, depending upon 

certain important conditions or variables. Research indicates 

that there are a t least four important sets of variables that 

affect the effectiveness of leadership behaviour. The effects of 

(1) leaders' personal traits (2) general styles uses, (3) leaders 

orientations, and (4) their support and upward influence. 

(Fielder,1954). 

Fielder has developed a simplified theory of managerial 

leadership which attempts to integrate much of the fragmentary 

theory. His research indicates that the quality of relations 

prevailing between managers and their subordinates, the degree of 

task structure and managers power positions determine the general 

leadership style that is the most effective. Though Fielder's 

theory is a more practically useful theory of leaders h ip 

effectiveness, but much more research needs to be done. 
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The practica l objective of leader ship theory is to improve 

the practice of managerial leadership in one or a combination of 

two ways: it can be used to predict and identify individuals with 

leadership potential and it can be used as a basis for developing 

leadership ability in individuals. Although the identification 

of leadership potentia l is an important practical use of 

leadership theory, the goal of improving managerial leadership 

through the development of l eaders hip ability i s eq ually as 

important. There is no ons theory of managerial l eadership t hat 

describes and explains adequately leadership effect iveness. 

Research has provided tentative answers to some of the questions 

concerning the way leaders behave and the reasons why they are 

effective and ineffect ive (Sanford,1973). 

Lead ers hi p is the most extensively researc hed construct in 

the behavioral sciences and i s particularly import ant to the 

study of organizationa l behavior. Since hum an beings learned to 

use organization to help to overcome their individual limitations 

in accomplishing things, there has been much interest in the 

subject of managerial leadership. 

Organizations today grow large and complex very rapidly and 

they spend vast amount of mon ey, e n ergy and tim e searching for 

outstanding managers who can l ead the way to organizational 

success. Every day we see practice of management involving the 
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management of entire nations or it may be on smaller sca l e. But 

management of large, complex organizations often is tense , 

creative and exciting. Leadership is one of the requirements for· 

managerial success. To a large degree the effectiveness of any 

organization depends upon the quality of its manageria l 

leadership; wit hout leadership, organizations are nothing more 

t h an masses of individuals. Because of it s importance, 

researchers and managers have shown great interest in the subject 

of managerial lead ership. 

In Bach organization the staff usually consists of three 

management levels (i) Top management (ii) Middle management (iii) 

Bottom management; brief ly described below. 

Top Managellent 

"Top level" is defined as consisting of those positions 

suc h as Head of d ifferent section s 

Hanagers and Secretary etc. 

Middle Hanagement 

in an organization, General 

Middl e management in general includes these post: Personnel 

officers, Public relation officers , Managers of Public 

corporations and institutions, Executives. Accounting officers, 

senio r supervisor, Welfare officers, Junior officers e t c. The 

responsibility of middle management is to supervise direct and 

con trol t he performance of business within the scope of law, 
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policy, and regulations already established, to keep the 

financial and other records, incidents for the performance of 

work . It is n o t responsible for th e f o rmulation of administrative 

policy, yet it is directly concerned with progran planning and 

the direction of operation . 

Bottom Hanagement 

It includes all lower level staff in an organisation. 

Assessment of Leadership 

Assessing leaders is as old as man starting living in 

groups. But formal research on leadership started in early 30,s. 

In 1933 Smith and Kruegar surveyed the literature to leadership 

in general and Jankins in 1947 studied the development of 

leadership methodology . Over the years innume r able investigators 

have eillployed various methods to identify leaders from non 

leaders. 

The primary methods which have been emp loyed for the 

identification and study of the personal characteristics of 

leaders are following:-

1. Observation 

situations 

In this method 

and time saDpl~ng 

the behavior of 
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observed in situations which permits the emergence of leadership 

activities. The situation may be highly structured in advance . or 

the situation may be natural and uncontrolled. The period of 

observation may range from five second periods at definitely 

spaced intervals to an hour or more of continuous observations. 

The relative method of various time sampling methods have been 

evaluated by Arrington(1943),Chapplo nnd Donald (1946) have 

devised a method for recording the frequency and duration of 

observed social contacts by executives. 

II. Choice of associates (voting, Naming, Ranking, 

Sociometries) 

In this method a member of a group is asked to name the 

persons whom they would prefer as leaders , and in some cases, to 

describe the characteristics of each nominee which make him 

desirable as a leader. Sociometric is an extension of this 

method which involve the construction of "Sociogram" of chart 

showing graphically the preference relationship of each member to 

every other member of the group. A very large proportion of the 

research in leadership has made use of the Sociometric method. 

The principle theories of leadership are based on the sociometric 

method. 

III. Nomination by qualified observer 

In this method leaders are named by teachers, Club leaders 

or other adult observer who are regarded as being in a position 
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to identify the leaders in the group selected for study . Th e 

leaders are compared with the members of the control group. 

IV. Selection of persons occupying positions of leadership 

In this method leaders hip regarded as synonymous with 

holding office or some position of responsibility. The majority 

of studies used high school and college subjects, and define 

leadership as holding some office such as President of student 

body, captain of athletic or debating team and chairman of the 

club etc. 

V. Analysis of biographical and case history data . 

Ackerson and Brown ( 1942) base their stud ies on the analysis of 

case h is tor ies of delinquent children . Some studies are based on 

analysis of biographical data. 

VI. The Listing of traits considered essential to leadership . 

In this method 

persons, usually 

the author have asked 

business executives and 

different group 

members of 

of 

the 

professions, to list the trait s which they believe to be 

essential to leadership. 

2. BEHAVIORAL TESTS 

In the~e methods person~ are exposed 1n actual test 

situations demanding 

situation tests are 

a display of leadership . 

the In-Basket and 
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Discussion. The In Baske t test consists of letters, memos, and 

report s t ha t supposed ly have accumulated in the in - basket of a 

hypo thet i ca l manager. The cand i dat e has a l imited amount of t i me 

to indicate how to de a l with t he e ac h o f the managerial p r obl e ms 

contained in these materials. 

places candidates in a group 

The Leaderless Group Discussion 

situation where there is no 

designated leader . Candidates assume the roles of different 

managers try to make a group decision. Observer rate each 

candidate on qualities such as initiative, assertiveness, 

persuasiveness, dominance etc. 

I . A role playing situation . 

The candidate is required to deal with a "staged" personnel 

problem. An assistant examiner acted the role of the subordinate 

and th e examin e r r eco rded s pec ific asp e c t s of the c andidates 

p e rformance. 

II. A standardized panel interview 

The candidate is interviewed by three interviewers. Topics 

and questions related to supervisory and attitudes are introduced 

into the discussion and candidates responses are evaluated 

independently by each interviewer. Among these measures the 

leaderless group discussion was the most efficient predictor of 

leadership. 
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3. PERSONALITY TESTS 

Person a l ity tests hav e been wid e ly used i n studies of 

leaders h ip traits. These i nc l ude projective tests like TAT. I ts 

p r op on e nt s c laim tha t it i s abl e t o t a p d eep un de rlying motiv e s 

bette r 

showing 

than the other instrument s and 

that it can predic t management 

cite empirical studies 

a b ility. The Hiner 

senten o e o ompletion scale has been used for measurement of 

l ead ers hi p traits by Stogdill (1948) . 

A number of researchers have ad ministered several measures 

of personality to various groups of business exec u tives. Harr ell 

(1970) us ed management orientation s c ale of Strong Vocational 

Interest Blank (SYIB). the general activity and social interest 

s cale of the Guilford-Zimmerman Temperame nt Surve y (GZTS) etc . to 

me a s u re t he p o t enti a l for l ead ershi p. 

THE CALIFORNIA PSYCHOLOGICAL INVENTORY (CPI) 

California Psychological I nve n tory was developed by flarrison 

Gough (1951), was con struct ed a~ n test o n lin es of Minneso ta 

Hultiphasiu Personality Inventory 

psychiatric patients . CPI was first 

(HHPI ) developed 

published in (1957). 

for 

The 

orig inal profile of CPI (Gough. 1956) contains 18 of these folk 

measures where as the current form (Gough,19B?) contains 20 folk 

concepts. 

The CPI is divided into four classes of s c ales that address 
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"folk concepts" relevant to the understanding of interpersonal 

behavior in any env ironmental setting. Class I consists of 

measu res of interpersonal style and orientation; it includes 

seven scales. Dominance (Do), Capacity for status (Cs), 

Sociability (Sy), 

Independence (In), 

Social presence (Sp), Self-acceptance (Sa), 

and Empathy (Em). Class II consists of 

measures of normative orientations and values; it inoludes the 

following scales: Responsibility (Re), Socialization (So) , Self

oontrol (Sc), Good impression (Gi), Communality (em), and well 

being ( Wb), Formerly the scale, sense of well-being was included 

in class-I; it has more recently been placed in class - II. Class

III consists of measures of cognitive and intellectual 

functioning; it contains the following scales; Achievement via 

conformance 

Intellectual 

(Ac), Achievem ent 

efficiency (Ie). 

via indep enden ce (Ai), 

Finally class IV consists 

and 

of 

measures of Role and personal style, has three scales; 

Psychological mindedness (Py), Flexibility (Fx) and Femininity/ 

masculinity (Fm). 

In addition there are several spec ial scales and indexes 

that have been used with some frequency. Among these are 

Hanagement potential (Hp), Work orientation (Wo), Creative 

temperament (Ct), Leadership potential Index (LPI), Social 

uaturity index (SMI) and Police Effectiveness index (PPE) (Gough, 

1989). 

28 



Fi rs t form of booklet of CPI consisted of 480 items. In the 

revision of the CPl, the 12 repeated items plus s ix others 

referring to body functions or sexual practice were dropped, and 

29 others have been c hanged in wording so as to make them easier 

to understand, more upto date and less encrusted with sexist or 

other undesirable phraseology . The goal was to develop a booklet 

easier to read and more acceptable to respondents in oross 

cultural testing. Secondly, two new scales, Independence and 

Empathy have been added. The present version of the CPI (Gough, 

1987) c ontains 462 items an d 20 folk concepts scales. A third 

c hange is t he inclusion of three "structural " scales for use in 

assessing t he underlying theoretical dimensions of the matrix of 

measurement. 

t he author of CPI takes th i s inventory as a Harr i so n Gough 

meas ure of traits important to s ocial living, interac tion a nd 

seems to emphasize the need for having tests adjustment . He 

which are relevant to actual life situations even across cu l tures 

and takes CPI to be one which takes traits that are cross-

culturally relevant 

calls CPI traits 

and universally acclaimed". 

as folk concepts which 

He, 

are 

therefore, 

extensively 

applicable to normal human beings at home as well as abroad. To 

Gough, language and literature is the source of folk concepts 

that are operative in a society/culture. Sincs these fo l k 

concepts emerge from people's social interaction a nd social life . 

CPI scales have two instrumental purposes, namely (1) forecast 
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what people will say, a nd do in defined, consequential situations 

and (2) to identify individuals who will be described and talked 

about by others in predictable and informative ways. 

The cpr i s and open system, from which scales may be 

removed if and when they n o longer serve a ny useful purpose and 

some scales may b e added as appear t o b e d esirable . Over the 

years both additions and subtractions have been 

of the twenty folk scales were d eve loped by 

made . Thirteen 

the method of 

criter ion keying, in wh ich it ems were se lected with external 

cr iteria . Four scales we re deve loped by internal consistency 

method , speciallY Social presence , Self-acceptance, Self-control, 

and Fl ex ibility . The remaining t hre e scales, Good Impression, 

Communality and well being were developed by mixed strat egies, in 

which both internal consist ency and relationship to non test, 

criteria were considered (Gough,1987). 

USE OF CPI 

The CPI as assessment tool has been extensively used in 

individual counseling, job placement, eva luat ion, and se lection 

for acad em ic superior job performance 

Hiatt 1989); law enforcement personnel 

(Dyer, 1987; Hergrave & 

(Hogan, 1971; Jogan & 

Kurtines, 1975; Hill & Bohannon , 1990). Another maj or area has 

been the study of persons in different occupations; for instance 

teachers ( Gough, Durflinger, & Hill , 1988; Keg e l & Flam 1983 ; 

Police officers (Ge ttys & Flam , 1985; Hogan, 1971; Pugh 1985); 
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achi e vement (Alker & Wahl , 1972 ; college s (Gough & Lanning, 1986; 

med ica l schoo l ( Gough & Ha ll , 1975); dental sc hoo l (Goug h & Ki r k , 

1970); op t ometry sc hool (Kegel & Flam, 1974). Atten t ion has a l so 

be en give n t o s p ec ial aspec t s of pe rform ance , s uc h as g radu a tion 

versus d~ opout from high schoo l ( Gough, 1966; Irvine , 1979); 

interest and attainment in c er t ain fields such as Mathematics 

(Aiken,19SS ; Anspaohe r, 

cultural verification 

1960); Psychology (Gough, 1983); cross

of cpr c onfigurations for for e casting 

academic performance in Greek (Reapi, Gough, Lanning & Stefan is 

,1983) . 

cpr a l so has be en used to id entify pers onal and soc ial 

problems, for instance, studies of criminal and delinquent 

behavior (Laufer , J on s on & HoganI 981); drug abu s e (Burger & 

Co llins, 1982; Gold ste in , 1974;Kay , Lyon s & Ne wmanI9 78); CPI has 

often been used in c linical s e ttings, s ome times as a diag no s ti c 

instrument and othe r times in connection with planning or 

evaluating treatment programs. 

resource for depicting and 

approaches, and skills as well 

The CPI profile can be used as a 

recognizing management style, 

as interpersonal style and "best 

fit" for certain work environments, A number of personality 

studies have been conducted about managers and exeoutives , 

(Bamon and Egan; Gough 1984; Megargee, 1972). 

CPI has 

(Carhonell , 1984; 

also been used in 

Gough, 1990; Hogan, 

3 1 

studies of leadership 

1978; Hegargee 1969); 



athletics interests and performance (Johnson, 1972, Schendel, 

1965) . 

The CPI has be e n descri bed as one o f the be s t d eve loped a nd 

researched, 

(Anastasi, 

self - report Psyc hological inventories available 

1982). cpr has been use for the assessment of 

managerial leaders h ip a nd its rosults can contribute to a better 

understanding of the reasons behind employee performance problems 

in the work place. The inve n tory can also pin point issues, s u c h 

as d ominant leadership s tyl e of the organization ( Heyer & Davis. 

1981 ). 

Rationale for Selection of Scales for this study. 

In many countries the CPI has been used for the measur ement 

of organizational leaders h ip and manageria l potent ia l s. It i s a 

s elf - admini stering 

administration, it 

pape r and pencil t es t, des ign e d for group 

a l so can b e taken indiv idually or even by 

mail. Standardized testing conditions are n o t essential and no 

time limit is imposed . Interpersona l behavior can be forecast 

and rationalized either f r om a single scale, or (more often) from 

a small cluster of scales that will be reasonable from both 

conceptual a nd psychometric standpoin ts. However, best results 

regarding a persona li ty 

t est is administered. 

profil e are on ly pos s ible i f the wh o le 

As it is a lengthy and time con s um ing 

test consisting of 462 items, and 20 scales, se l ected scales have 

used by ma ny researc hers. Eac h scale of CPI can b e adminis tered 
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and i nterpreted independently. This has been made possible also 

because each sca l e was developed separate ly and was va lidated on 

separate criterion. In research settings usually few scales are 

selected, depending on the required information. For present 

study only seven scales were selected,which were consid e red 

relevant to gualities that are essential to leade or initiate. 

Dominance (Do), Capacity for s tatu s 

Responsibility (Re) and Ac h ievement 

(Cs) . Sociability (Sy), 

via independence (Ai).two 

scales were selected from special category of sca les . These are 

Man a gerial potential (Hp) and Work or ientation (Wo). 

The selected sca l es are briefly descr ibed as follows : 

1. Dom i nan ce (Do) . 

The Dominance Scale (Do) is used to identify strong, 

dominan t, influential and ascendant i ndiv idua ls who are able to 

take t he initiative and exercise . l eaders h ip. In recent years 

there has been a resurgence of research and theory on the need 

for dominance/power a nd its relationship to effective management 

a nd occupational suitabi lity. Several studies have shown that 

dominance is a desirable quality in manag e rs. Hedcof(1990) has 

reported that scores on Manifest Need Questionnair e (HNQDOH) are 

positively correlated with 

(1969) and(Hegarge9,197 2) 

ratings of management ability.Gough 

has reported two studies using hig h 

school students, nominated by 

and l east dominant students. 

their principal as most dominant 

The differences between the groups 
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were statistically significant on CPl, Do scale. Those rated · as 

mos t d om in ant were a l so high on d om in anc e sca l e . Raw l s and Rawl s 

(see Hegargee 1972) 

differentiated the 

successful executives. 

r e por t ed that Do sca le s i gnificantly 

most successful e xecutives from least 

Vingoe (1968) found Do scores correlated 

significantly with peer ratings and self ratings of dominance 

based on the trait d escription in the CPI . The Do soale was also 

used in two other studies by Altrocchi(1959) and Smelser(1961). 

It was noted in both studies that the high Do subjects behaved 

dominantly and the subjects Iowan Do, submissively. Overall the 

Do scale is one of the best-validated of the 20 CPl scales, Butt 

and Fisk (1968) in their broad comparison of dominance scales 

from a variety of personality inventories concluded that the CPI 

Do scale is the most appropriate for assessing leadership. 

2 . Capacity for Status ( Cs ) 

Status is defined as the. relative level of income, 

education, prestige and power attained in one's social cultural 

milieu. Capacity for status (Cs) scale is used to identify those 

qualities of ambition and self-assurance that underlie and lead 

to status. Many of the items on the Cs scale reflect social 

poise and self-confidence. Large number of studies · lSuggesting 

that leaders coming from a good socia-economic background have 

higher status. Evidence from a diversity of studies indicates 

that leaders are persons who tend to rate higher than average in 

popularity. Hollandar (1961) reviewed research which indicated 
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that persons perceived to have high s tat u s were more acceptable 

as authority figures and their idiosyncratic behavior received 

greater acceptance . 

Gough (1968) compared highly qualified high school students. 

with those who did not go to school, by using Cs scale of CPl . 

The results indi c ates that etudente who we nt on to college had 

significantly higher Cs scores than those who did not attend the 

co l lege. In general. the evidence collected by Gough s upports 

the validity of the Cs scale as a measure of potential status. 

3. Sociability (Sy) 

The Sociability (Sy) scale is used to differentiate people 

with an outgoing, sociable, participative temperament from those 

who s hun involvement and avoid social visibili t y. Hany of the 

items deal with enjoyment of social interactions. Number of 

studies shows that leader are mor e social than non leaders. 

Fairly high positive correlations between sociability and 

leadership are reported by Bon ney and Drake ( Bass,198 1 ). 

Several studies have used participation in extra cu r ricu lar 

activities and .joining the social societies as criteria. Gough 

(1969) compare Sy 

principals as most 

scores 

active in 

of students nominated by their 

extra curricular activities with 

those who participated the least. The differences were 

statistically significant. Hase and Goldberg (1967) found 
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significant correlations between Sy 

sociability. Hase and Goldberg' s 

scores and peer ratings of 

findings were replicated by 

Vingoe (1968) who obtained a Correlation of .42 between Sy scores 

and peer ratings of sociabi l ity. Vingoe also reported 

corr e lation of Self-rating and sociability. Sy is correlated 

consistently with the criterion in a variety of situations. 

4. Responsibility (Re) 

Responsibility (Re) scale is used to identify people who are 

conscientious, responsible, articulate about rules and order, and 

who believe that life should be governed by reason. Generally 

leaders perceive the i r responsibilities to be broader and more 

far reaching than other group members perceive their own 

responsibilities . Several studies have been conducted on 

Responsibility (Re) scale of CPl. Hase and Goldberg (1967) found 

Re correlated significantly with peer ratings of responsibility. 

Studies conducted by Goug h (1969) found that high school students 

nominated by their principals as the most responsible, had 

significantly higher Re scores than a group nominated as least 

responsible. Several s tudie s have tested the validity of the Re 

scale by examining the score of people in occupations in which 

responsibility and attention to duty are demanded. 

5. Achieve.ent via Independence (Ai) 

Achievement via Independence ( Ai) scale is used to predict 

achievement in setting where ind ependence of thought. creativity 
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and self - a c tualization is reward e d. McC lelland and Winter (see 

Bass , 1981 ) prov i ded st r ong evidence to support t he proposition 

t ha t n eed f or a chievement i s an i mpor t ant va lu e fo r e ff ec t ive 

leaders , particularly successful entrepreneu rs . A number o f 

studies suggest that managerial success was predicted by need for 

achievement . Meyer and Walder (1961) found that more successful 

executives wer e higher in their a o hievements . 

Host of the validational work on the Ai scale has been done 

in college settings . A number of studies have relat.ed Ai scores 

to grade point average (GPA). These studies have been conducted 

by BRrnette(1961), Goldberg and Hase (1967) , Gough(1969), 

compared high school graduates with high school dr op outs; they 

found significant differences between two groups. 

eta 1 (196 7 ) fo u nd a sma l l but significan t 

corr e l a ti on b e tween Ai a nd g r ades i n a n a ir tr a ffi c control 

training program. In military training programs Datel,Hall,and 

Rufe (1965) found soldiers who comp l eted an Army language 

training course had higher Ai scores than those who dropped out. 

Ai scale is one of the more thoroughly investigated CPI 

scales(cited in Megargee 1972). 

6. Hanagerial Potential (Hp) 

Managerial Potential (Mp) scale is designed to identify 

those who have talent for supervisory and managerial roles and 

who tend to seek out such positions. Included in the definition 
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of a good manager are behavioral effectiveness, se lf-confidence, 

cognitive clarity, and goal orientation . Hp is used to assess 

interest and talent for manage rial pursuits (Gough, 1984) . In 

man age me n t l eadership is the actu a l ability to direot or to 

s up e rvise others Zdep ( 1969) reported that subjeo ts with high 

scores on Hp scale exhibited more leadership than subject low on 

the scores. Several studies have been conducted in which the 

standard s ca les of 

performance. A study 

indicate that subjects 

higher on Hp scale. 

the CPl were related to managerial 

conducted by Grant and Patton (lB81), 

who rate higher as managers were also 

7 . Work Orientation (Wo) 

Work orientation (Wo) scale i s designed to measure sens e of 

decision to work, the strength of the work ethic and the 

likelihood of performing well even in routine work. Specifically 

seeking to identi fy persons who are industrious, conscientious, 

responsible, stable and persevering . Number of investigators have 

found leaders to rate high on this scale in industry 

(Gough,19BS). 

AIKS AND OBJBCTlVES OF THB STUDY 

The purpose of this study was to explore certain qualities 

of organizational leadership in Pakistan by using seven Beales 

of a well known personality test CPl, developed in USA but used 

in a number of other countries for similar researches. The 
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objectives included: 

(1) To see if the more 

d efined in terms of 

significantly in terms 

successful business executives (as ' 

salary and promotion) differed 

of personality profile from the 

executives who are 

criteria. 

not so successful in terms of the 

(2) To see if the non technical executives are different from 

technical executives in terms of personality profile. 

(3) To see if the personality profile of Pakistani executives is 

different from that of their American counterparts. 

(4) To see whet her the profile of young executives (below 40 

years) is different from those who are 

years). 
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older (above 40 
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Chapter - II 

HETHODOLOGY 

Pilot Study 

Seven CPI sca l es were selected to measu re t he organizational 

leadership. These scales consist of 243 items. of which 52 are 

common in more than one scale. Therefore total number of items 

was 191. Items of these scales were identified and a 

questionnaire form was prepared. 

Three tryout studies were carried out to Bee whether 

subjects comprehend items in real sense. 

First tryout 

In this study questionnaire (American version) was given to 

10 male M.A. Final year students at Quaid-i-Azam University , 

Islamabad. They were asked to translate the items 'into Urdu. 

Translated items were checked and compared with Urdu translation, 

by Ahmed (1986) in order to see whether the meaning of items were 

understood by the s ubj ec ts correctly or not . It was found that 

there were 15 to 20 items which wer e left unt ranslated and there 

were about 15 items which were translated incorrectly. It showed 

that some items posed comprehension/language problem . 

Second tryout . 

The questionnaire was administered to ten executives of 

medium sized firms . Questionnaire was administered according to 
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standard instructions as given in the manual (Gough,19B?). It was 

found that same items were left by executives because they could 

not understand the meaning. 

Findings of the study showed that there were some American 

slangs/phrases which were diffi cu l t to understand in Pakistan. 

Therefo r o it was d ec ided that Britis h ve rsion of the CPI may be 

used fo r this s tudy because it was simple and more comprehensible 

as compared to Ameri c an version. 

Third tryout 

The procedure outlined above was repeated with the British 

version of the CPl. First it was given to same students at Quaid

i-Azam University, Islamabad for Urdu translation. Then each 

translated item was checked a nd compared with original items . It 

was found t hat a ll the items were translated oorreotly. It 

s howed that items did not pose 

problem . 

any oompre hension/ language 

Then questionnaire was administered to 5 executives of a 

firm to verify the correct comprehension of items. Findings of 

this tryout showed that this questionnaire did not pose any 

comprehension/language problem. 
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Final study: 

S8.IIple 

The sample consisted of 78 middle and 20 top level 

management personnel, The sample was obtained fron four leading 

and renowned organizations of the country, namely:(a) Bata Shoe 

Compnny,(b) Pncknges,(c) Siemens and(d) Kohinoor Textile Hills 

Ltd. 

Organization A: This organization is a large international 

organization, One plant of this organization was sampled, This 

plant emp loys 5000 workers and of which 80 individuals are 

classified as "Hanager". 

Organization B: 

One plant was 

approximately 

This organization is 

sampled for this study, 

3,000 workers of which 

classified as "Hanager", 

a nationwide concern. 

This division employs 

45 individuals are 

Organization C: Thi.s is an internationally leading organization 

for this study only one division of this organization having 500 

workers Of which 30 are classified as "Hanager", 

Organization D: This is a large national organization and it 

emp loys 3000 workers in the unit which was included in the 

sample. This unit has 25 Hanagers, 
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All male executives were included in the study except those 

who were not available during the period o f data collection due 

t o leave or ot he r co mm itme nts. 

Table A 

The total number of executives and selected number from each 

organization 

Organization 

A 

B 

C 

o 

No of Executives 

80 

45 

30 

25 

43 

Sample 

35 

30 

20 
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The characteristics of the executives in terms of age, education. 

job experience and salary level are shown in table B to E. 

TABLE - B 

Age of executives with frequencies. 

Age Range 

(in years) 

24-29 

30-35 

36-40 

41-45 

46-50 

51-55 

56-59 

Frequencies 

(N = 98) 

16 

27 

17 

16 

11 

08 

03 

44 

Percentage 

14.28 

27.55 

17.34 

16.33 

11. 22 

8.16 

3.06 



TABLE - C 

Educa t ional l eve l of execut i ves. 

Edu c a t ion Frequ e ncies Pe r centage 

( N = 96 ) 

ACHA/CA 08 8 . 16 

H.Com. 0 5 5 . 10 

HBA/HPA 14 14.26 

MA/ M.Sc. 19 19.38 

Engineering B.E./H.Sc. 30 30 . 61 

B. Sc,B .Com/B . A. 14 14 . 28 

LL .B. 03 3.06 

F . A. 02 2 . 04 

Hatrio 03 3.06 
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TABLE - D 

J ob Experience 

Experience 

(in years) 

2 & below 

3 - 6 

7 - 10 

11 - 14 

15 - 18 

9 - 22 

23 - 26 

27 - 30 

31 - 34 

35 

Frequencies Percen tage 

( N = 98 ) 

05 5.10 

22 22.44 

10 10. 20 

11 11.22 

08 8 .18 

10 1.02 

06 8. 12 

20 20.40 

04 4 . 08 

02 2.04 
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TABLE - R 

Honthly Income 

Income 

(in rupees ) 

5,000 & 

6 , 000 -
10,000 -

14,000 -

18,000 -

22,000 -

26 , 000 -

bolow 

9,000 

13,000 

17,000 

21,000 

25 , 000 

29,000 

30 , 000 - 33,000 

34 , 00 0 - 37,000 

38 , 000 - 41, 000 

4 2 ,000 & above 

Instrument 

F r eq u e n cies Per c e ntage 

( N = 98 ) 

05 5.10 

35 35.71 

25 25.51 

17 17.34 

05 5.10 

02 2. 04 

01 1. 02 

03 5 . 10 

02 2 . 04 

02 2. 04 

01 1. 02 

To measure the organizational leadershi p two questionnaires 

were used. 

(i) Biograp hical Questionnaire 

A questionnair e was designed to collect demograp hic 

information like age, higher qualification, occupation, salary, 
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number of promotions, and job expe rience etc. (see Annexure A). 

(ii) A questionnaire comprised of Seven scales from British 

version of Californ ia Psychological Inventory (CPI) (Gough. 

1987). (see Annexure B). 

Procedure 

In the first instance t he heads of organizations were 

requested to identify s uccessful and unsuccessful executives on 

basis of parameters d ef in ed by th e researcher . Initial contact 

revealed re luctance by the administration to identify t he 

managers on basis of their performance . eff ici ency etc . So it 

was decided that all of them may be included for study and 

s ubsequ e ntly bifurcated on basis of a criteria. The criteria o f 

s uccessful executives was determined by t he number of promotions 

and salary increases to which the e mploy ee had ascend ed, relative 

t o others of his age and with same length of expe rience in the 

organization. The g roup called s uccessful executives consisted 

those subjects who got first promotion after four years or less. 

Unsucc essful executive were d escr ibed as those who got first 

promotion after ten year or more or got no promotion at a ll . 

Subjects were contacted in the re s p ect ive organi z ations with the 

permission of the head of the organization. First t he subjects 

wer e ensur ed of the confidentiality of responses. Two 

questionnaires were given to eac h s ubj ect. First they were given 

a data s heet to co llect biograp hi cal information about them. 
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Later CPI questionnaire was 

page J which were 

were 

given with instructions printed on 

also verbally exp l ained by the 

told to read the instructions· 

the first 

researcher . 

carefully,and 

Subj ects 

mark the opt ion either TRUE (T) or false (F) 

whichever is applicable in their case. Data was gathered 

individually a nd average test taking time was about 40 minutes. 
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Chapter - III 

RES U L T S 

The data was analyzed with the help of Statistical Packages 

for So c ial Sciences (SPSS). 

1. To study the reliability of eac h scale selected in the study 

internal consistency of ite~s was computed through Kuder 

Richardson re li ability formula (K-R 20). 2 . To study the 

relationship between the scales inter scale correlations 

were computed. 

3 . To see the significance of difference between successful 

business executives and unsuccessful business executives; 

technical vs non technical executives and senior vs junior 

executives in terms of age ; Hean and SO was computed. The 

significance of differen ce betwee n means was studied by 

applying t - test. 

4. To see the significance of difference between Pakistani and 

American business executives one way analysis of variance 

was computed 
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TABLE- I 

Kuder Riohardson reliability of selected CPI scales. 

Sc al e 8 b 

Dominance (Do ) .71 . 77 

Capacity for 

status(Cs ) .68 . 66 

Soc iability (Sy) .72 .69 

Re s ponsibility(Re) .70 .83 

Ac hi e veme nt via 

i nd e p e nd e n ce( Ai) . 56 .93 

Ma n ageria l 

potential (Hp) .75 ** 
Work or i en t ation (Wo) .75 ** 

(a) Bsed on Hegarge e ( 197 2); Gough(1984,1987). 

(b) Based on Ahmed (1986). 

( 0 ) Based on the present data . 

** Not available . 

. 70 

. 60 

. 6 2 

. 60 

. 82 

.71 

. 77 

Table above s hows the alpha c o e fficient and the Kuder 

Richardson reliability coefficients of CPI scales on American and 

Pakistani samples. 
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TABLE - 2 

cpr scale 

American sample . 

1 2 3 

Do 

cs .40** 

(.64) 

Sy .54** .56** 

( .73) (.68) 

Re .34** .26* 

(.42) ( . 55) 

Ai .1 7 .61** 

( .45) ( .71) 

Hp .40** .49** 

# # 

~o .40** .53** 

# # 

Intercorre lation matrices for Pakistani and 

4 5 6 7 

.21 

( . 38·) 

.33** .36** 

( . 44) ( .55) 

.31** .59** .58** 

# ( . 65) 

. 33** .64** .51** .67** 

# # # ( . 74) 

Feagures in parenthesis based on American sample (Gough , 1987). 

*P<. Ol. **P<. OOI. 

~ Not available on American sample. 

The above table shows that all the inter scale corre l ations 

are positively significant . 
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TABLE - 3 

Mean > SD and t - values of successful and 

unsucoessful executives. 

Scale 

Do 

Cs 

Sy 

Re 

Ai 

Hp 

Wo 

Successful 

Executives 

n ;:: 35 

Mean SD 

26.05 4.31 

15.31 3.13 

21. 51 3.86 

24.28 4.19 

19.97 3.90 

19.45 5 . 34 

26. 60 . 5.37 

The above table 

differences between 

Unsuccessful 

Executives 

n ;:: 49 

He an SD 

22 . 34 4.31 

12.46 3.58 

19.24 4.17 

23.51 3.89 

17 . 02 4.22 

17.35 4.50 

24.16 5.80 

3.89 

3.86 

2.56 

0.86 

3. 30 

1. 92 

1. 98 

shows that there 

0.000 

0.000 

0.01 

0.39 

0.001 

0.05 

0.05 

are 

successful and unsuccessfu l 

significant 

business 

executives on all th e scales except Responsibility(Re). 
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TABLE - 4 

Hean, SD and t - va l ues of tec hnical executives and non 

tec hn ica l executives . 

Techni c al Non Technical 

Executives Exe c utives 

n = 30 n :;: 60 

Scale Mean SD Hean l.=-SD t , f . , , 

Do 22.66 4.95 24.85 4.39 2.05 0.04* 

Cs 13.63 3.64 14 .25 3.35 0 . 78 0.44 

Sy 20.16 4 , 30 20 , 65 3 , 93 0.52 0.60 

Re 22.66 4.13 24.56 3.88 2.10 0.04* 

Ai 19.00 4 , 71 18.51 3.62 0.49 0,62 

Hp 17 . 53 5 . 11 19,13 4 , 55 1.45 0 . 15 

Wo 24.83 5.84 26.25 5.52 1. 10 0.27 

The results in above table shows that there is a significant 

difference on only two scales i . e Dominance(Do) and 

Responsibility(R e ) . Hean score s of non technical exe cutives are 

higher on Dominance(Do) and Responsibility(Re) scales as compared 

to technical executives. 
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TABLE - 5 

Mean, SD and t - values of Pakistani executives and American 

executives. 

Scale 

Do 

Cs 

Sy 

Re 

Ai 

Hp 

Wo 

Pakistani 

Executives 

n ~ 96 

Mean SD 

23.89 4.64 

13.67 3.67 

20 . 23 4.07 

23.85 3.97 

18.40 4.22 

18.37 4.78 

25.66 5.60 

24.84 

19.12 

22.98 

28.56 

24.70 

25.71 

34.15 

American 

Executives 

n ; 185 

Mean ;f} 

5.10 1.47 

3.69 140.27 

4.33 26.92 

4.35 79.70 

4.90 116.28 

4.42 116.90 

3.70 233 . 34 

Source of American data (Gough. 1987) 

0.22 

0.00 

0.00 

0.00 

0.00 

0.00 

0.00 

The above table s hows that there is a significant difference 

in profile of Pakistani business executives and American 

business executives, on six out of seven scales. Only on 

Dominance (Do) scale the difference of mean score is not 

significant. 

55 



TABLE - 6 

Hean, SD and t - values of executives with regard to age groups. 

Sca l e 

Do 

Cs 

Sy 

Re 

Ai 

Hp 

Wo 

Below 40 

years 

n = 60 

Hean SD 

22.95 4.72 

13.81 3.83 

19.89 4.29 

23.23 4.22 

18.66 4.24 

17.60 5.07 

25 . 18 5 . 86 

Above 40 

years 

n = 38 

Hean 

25.39 

13 . 44 

20.78 

24 . 84 

18. 00 

19 . 60 

28 . 44 

4.15 

3.46 

3 . 68 

3.35 

4 . 22 

4.05 

5 . 50 

p 

2.69 0.04* 

0.49 0.82 

1.11 0.26 

2.09 0.04* 

0.76 0.45 

2. 16 0.03* 

1.11 0 . 27 

The above table shows that there is a significant difference 

between mean s of the two age groups on three sca l es i.e Dominance 

(DoL Responsibility (Re) and Managerial potential (Hp). 
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Chapter IV 

DISCUSSION 

The purpose of the stud y was 

profile on leadership qualities of 

to assess the personality 

Pakistani executives. For 

thi s purpose a questionnaire consisting seven CPI scales was 

used. 

Reliability 

Reliability is one of the most important properties of a 

test. Therefore reliability was estimated from the present data. 

For this purpose Kud e r Richard son -technique of formula KR-20 was 

used for all the selected 

reliability (see table I) 

reliability coefficient was 

scales. The computed 

ranges from . 60 to .77. 

of Work orientation (Wo) 

index of 

Highest 

sca l e; a 

spec ific purpose scale based on i te ms drawn from other scales. 

The resu lts are comparabl e with t he American data, (in 

parenthesis) which ranges from .56 to .75. Dominance (Do) scale 

had h ig hest reliability coefficient of .77. Ahmed (1986) study 

also indicates high reliability coefficient of these scales. 

High reliability indices of all the scales indicate that items of 

scales are internally consist e nt. 

Interscale Correlations 

The seven CP I sca l es were inter correlated (see table 2) and 

it was found that all the correlations except two are significant 
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at P< .001 level of significanc e. and scales correlates with each 

ot her in pos i tive direction. The h ighest corre l at i on is . 69 

betwee n Work orien tation (Wo) vs Manage r ial potentia l ( Mp) sca l e . 

The two lowes t values are tho s e of .17, f or Ac hieveMent via 

Independence (Ai) vs Dominance (Do) and .21 for Responsibility 

(Re) vs Sociability (So). Pakistani data was compared with 

American data to see how c lose or other~ise they are vis-a-vis 

the two national samples. Intersca!e correlations on American 

data are cons i stently high on all the scales as compared to 

Pakistani data. The reason for this may be that the Pakistani 

sample (N = 98) is sma ll belongs to a restricted group of 

executives while the American sample is quite large (Gough,1987) 

and belongs to general population, 

belonging to different walks of life. 

which include people, 

Any organi z ation is expec t ed to c ompri s e of workers of 

diversified skills , abilities and personal qualities. These range 

from an outstanding a n enterprising individual to a steady worker 

who might not possess the qualities that bring him to the 

forefront. Keeping in view this assumption present study was 

carried out to see personality profiles of successful or 

otherwise executives. 

In order to determine the significan ce of difference between 

successful and unsuccessful executives t-test was computed; 

significant differe nce was found between two groups on Do, Cs, 
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Sy, Ai, Hp and Wo scale. No sign if i cant difference was found on 

Re scale . The Hean score of successfu l executives was high on the 

scale s as compared to unsuccessful executi ves. Do and Cs differed 

between two groups at p< , 000 level of significance which s hows 

that s uccessful executives tend to be more forc e ful, assertive, 

usually like to assume l e adership roles, have more initiative and 

would like to direct others rather than being passive followers. 

On Sy sca l e they differed at p < .01 level of significance, 

indicating that successful executives tend to be more 

parti c ipating and sociable as compared to the ot her group. Ai 

differed between the two groups at P< . 001 level of significance 

this reflects of the tend ency to be more independent minded, can 

be innovative and desirous of freedom in decision making. Scores 

on Hp and Wo diff ered b e tween the two groups at P<.05 level of 

significance. It indicates that the mor e successful executives 

have a talent for s upervisory a nd managerial ro l e s and h ave a 

sense of dedication to work . 

The resu lt s have s hown that there is a significant difference 

b etwee n successful and un s uccessful execu tives. The success on 

the basis of criteria already stated reveals that there is a 

significant difference between successfu l and unsuccessful 

business executives on all the sca l es except Re scale. This is 
U\\5t\u..~<-J.u.t ~e.i!.U.~"<"s 

suggestive of the fact tho:-l;".1, did not lack sense of duty , 

conscientious or organized approach but are wanting in ot her 

qualities like dominance, assertion, ambition and sociability 
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prerequisites of social effect iveness. This can be visibly seen 

in d i fference on Do , Cs, Sy and Ai scales. This supports the 

assumption that successfu l executives will hav e an elevated 

profile on such scales. Similar results were obtained in the 

studies of Rawls and Rawls (Hegargee.1972) and Harrell (1970). 

t-test was also computed to see the significance of 

differ ence between mean scores of technical executives and non 

technical executives. Th e tec hn ical executives include engineers 

belonging to different areas whereas non technical executives 

include designations of Managers who were responsible for 

administration. marketing. personnel management etc. Comparison 

between technical and non technical executives has revealed a 

significant difference (P<.04) on two scales mainly Do and Re. 

Non technical executives secured higher means on Do and Re, which 

indicates that they are dominant. responsible, conscientious 

types who exercise foresight and plan ahead. Difference between 

the two categories is in the expected direction as demanded by 

their nature of duties in the organizational set up. Dealing 

with individuals requires more personal thrust and "rule bound" 

approach than the skill in maintenance of machines/equipment. 

One way analysis of variance was computed to see the 

significance of difference between Pakistani executives and 

American executives. Cs, Sy , Re, Ai. Mp and Wo differed 

significantly (P<.OOO) between Pakistani executives and American 
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executives. Hean score of American e xecutives are high as 

comp a r ed to Pa k is t ani executives on a l l scales but n o s i gnific ant 

di ff erence i s f oun d on Do scale, The p r ofil e of Ame r i c an 

executives indic ate that th ey are more ambitious, ind ependent , 

friendly, take their duty seriously, have strong drive to do 

we ll , are s ociallY effective and possess more sense of dedication 

to work as compared to Pakistani executives. 

In comparative study of American and Pakistan norms it was 

observed that significant differences exist between means on all 

scales except Do. This indicates that Pakistani executives, 

techni c al and non t e chnical both inclusive, are less ambitious. 

independent and sociable. This could be a reflection of our 

socio cultural mili e u which as c ompared to American setup in more 

con t r o lling and l ess d e manding in terms of r e source fuln e s s, 

initiate and ambition. 

t - test was also computed to see the significance at 

difference between executives of two different age groups (see 

Table 6). Significant differences were found on means of Do. Re 

and Hp. Do differed between two groups at P< . 05. Executives 

belonging to age group of 

scale which means they 

above 40 years scored higher on Do 

are more domineering, assertive and 

inclined to express and defend their own opinions. This can be a 

result of their roles which demands such qualities as executives. 

Re differed between two groups at P<,04 level of statistical 
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significance t his s uggesti ng that senior executives are more 

orderly, se lf disciplined and conscientious; regulated by reasons 

and regulations. The two age group s differed at (P<.03) level of 

significance on Hp scales. 

above 40 years have higher 

Eexecutives be l onging to age group s 

means score on these sca les . Thi s 

suggests that senior execut ives have talent for supervisory and 

manage rial roles. They are goa l oriented, r esponsibl e, C Qn 

d irect cooperation from others, are ambitious, ,'. mature and 

clear in their thinking as compared to the younger lot. No 

s ignificant differ enc e was found between two groups on Cs, Sy , 

Ai, and Wo scale. On the whole profile of executives belonging 

age grou p above 40 years indicates t hat senior people are more 

dominant, responsible 

executives. Thi s is 

and consc ientious as compared to young 

s uggestive of the fact that there is a 

relationship between these scale and more responsible position 

and status in a ny organization . 

By and large this study indicated that there is a difference 

b e tween profiles of successful ( who possess leadership qualities) 

and un s uccessful executives in t e rms of some presonality traits 

like assertion, dominance, desire for excelling and achieving at 

the top . Sociability pattern of two groups al so differ. 

While this study offers an insight into the differences 

between the more successful a nd the less successful executives, 

i t does not mean that it was due to these personal qualities that 
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o~@ group was more successfu l than the other . However, this study 

paves way for future longitudinal studies aimed at looking into 

personality differences in selectees in thei r early carrier, and 

their later performance. Suc h studies will indicate if a 

particular personality profile is conducive to greaLer success in 

organization. Such inv~~tigation can Also help in determining the 

suitab ility of test for selection of executives in oreanizations . 
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ANNEXURE A 



DATA SHEET 

1. Organization 

2. Name ________________________________ Age 

3. Highest degree obtained _______________ _ Year _________ _ 

4. Design a t ion at the t i me of joini ng ( Date ) 

5. Presen t desi gnat ion (Da t c ) __________________ _ 

6 . ( a )Number of promotions _____________________________________ _ 

(b)Firs t Promoti on (Date) 

7. Start i ng Sa l ary 

8. Present Salary _________________________ _ 

9. Have you served any other organization Yes 

10 . Working experience outside this organization:-

Organization & Designation From 

B. 

b . 

c. 

11. Have you eve r taken up a part time job 

If y es. whe n 

12. ( a )Whe n di d you s tart working on 
full t ime basis : 

Yes 

No 

To 

No 

( b )What was y our firs t j ob for how _________________________ _ 

l ong : 



ANNEXURE B 



QUESTIONNAIRE 

DIRECTIONS 

This questionnaire contains a series of statements. Read each 
one, decide how you feel abou t it. 

If you agree with a statement, or feel that it is true about 
you, answer TRUE (T) . If you disagree with the statement, or 
feel that it is no t true about you, answer FALSE (F ) . 

Be sure to answer e ither TRUE or FALSE for every statement, 
even if you have to guess at some . 

Show your answer by putting a cross (x) on the appropriate 
option . 

There is no right or wrong answer, your own honest opinion 
will be an appropriate answer. 

Test information will remain confidential and would be used 
only for research purpose. 



T . F. 

T. F . 

T. F . 

T. F. 

T. F . 

T . F . 

T. F. 

T. F . 

T . F. 

T . F. 

T. F. 

T. F. 

T . F. 

T. F. 

T . F . 

T . F. 

T. F. 

T . F . 

T . F. 

T. F . 

1. 

2 • 

3. 

4. 

5. 

6 . 

7. 

B. 

9 . 

- 1' 

I enjoy social gatherings just to be with people. 

I looked up to my father as an ideal man. 

A person needs to "show off " a lit tle now and then . 

Our . thinking would be a lot better of if we would 
just forge t about words like "probably" 
"approximately" and "perhaps" . 

When in a group of people I usually do what others 
want rather than make suggestions. 

I like fairy tales. 

There's no use in doing things for people; you only 
find that you get no appreciation in the long run. 

I would like to be a journalist. 

I have had very peculiar and strange experiences. 

10 . My daily life is full of things that keep me 
interested . 

11 . When a person fiddles an income tax return it is 
just as bad as stea l ing money from the g overnment . 

12 . In most-ways a poor person is better off than a rich 
o ne. 

13. Clever, sarcastic 
uncomfortable. 

people make me feel very 

14. 

15 . 

It's 
places 

a good t h ing to know people in the right 
so you can get small favours done . 

I doubt whether I would make a good leader. 

16. When I was going to school I played truant quite 
often. 

17 . I have very few fears compared to my friends. 

18 . I get v ery nervous if I think that someone is 
watching me . 

19. For most questions t here is just one right answer 
once a person is able to g et a ll the facts. 

20 . It's no use worrying my head about public affairs; 
I can't do a nyth ing about the m anyhow . 



T. F . 

T. F. 

T. F. 

T . F . 

T . F. 

T. F . 

T . F. 

T . F. 

T. F . 

T . F. 

T. F. 

T . F . 

T. F . 

T . F. 

T. F. 

T . F . 

T. F. 

T. F. 

T . F . 

T. F. 

T. F. 

-'2 . 

2 1 . As a c hild I used t o be a ble to go t o my pare nts 
with my problems. 

22. Wome n shou ld not be allowed to roam a bout 
le i surely alone just for fu n . 

23. Most people would tell lie if t h ey could g ain b y it. 

2 4 . When some one doe s me a wrong I feel I should pay 
him back if I can just for the principle of the 
thing. 

25 . I seem to be about as capable and smart as most 
o t h e rs a round me . 

26 . Every family owes it to the city to keep its 
pavements cleared .. t , ~ , -• . 

, . ' .--. " . 

27. I think I would enjoy having authority over other 
people. 

28 . I find it hard to keep my mind on a task or job . 

29 . Some o f my family h a ve qui c k tempe rs. 

30. The trouble with many p e ople is that they don' t take 
t h i ngs ser i ously enough . 

31. I liked school. 

32. I think Akbar was a g reater Ki ng tha n Bab a r . 

33. It i s always a good thing to be frank . 

34 . I am embarrassed by dirty jokes . 

35. I used to keep a diary. 

36 . May b e some minority groups do get rough treatment, 
but it's no business of mine . 

37. It is very hard for me to tell anyone about myself. 

38. We ought to worry about our own country and let the 
rest of the world take care of itself . 

39 . When I get bored I like to stir up some 
excitement. 

40 . I am afraid of deep water. 

41. I usually feel nervous and ill at ease at a 
formal party or soical gathering. 



T. F. 

T. F. 

T . F . 

T. F . 

T. F. 

T. F . 

T. F. 

T. F. 

T. F. 

T. F . 

T. F . 

T. F. 

T. F. 

T. F. 

T. F. 

T . F . 

T. F. 

T. F. 

T. F. 

T. F. 

42. I have at one time or another in my life tried 
my h and at writing poetry . 

43. As l o ng as People vote at elections t hey have done 
their duty as citizens. 

44. People often expect too much of me . 

45. I would do almost anything for a dare . 

46 . with things going as they are, it's pretty hard to 
keep up hope of amounting to something. 

47. I take a rather serious attitude towards ethical 
and moral issues. 

48. People today have fargoten how to feel properly 
ashamed of themselves. 

49 . I like to be the center of attention. 

50. I like to listen to classical music on the radio. 

51. I am fascinated by fire. 

52. I can be friendly with people who do things which 
I consider wrong. 

53. I have no dread of goi ng into a room by myself 
where other people have already gathered and are 
talking. 

54. I get pretty discouraged sometimes. 

55. When in a group of people I have trouble thinking 
of the right things to talk about . 

56. It is 
cannot 
really 

annoying to listen to a 
seem to make up his mind as 
believes. 

lecturer who 
to what he/ she 

57. I don't blame people for trying to grab all they 
can get in this world. 

58 . I was a slow learner at school. 

59. I like poetry. 

60. I am likely not to speak to people until they 
speak to me. 

61. I do not dread seeing a doctor about a sickness 
or injury . 



T . F . 

T . F. 

T . F. 

T . F. 

T . F . 

T. F. 

T. F. 

T. F . 

T. F. 

T. F. 

T . F . 

T. F. 

T . F . 

T. F. 

T. F. 

T. F. 

T . F. 

T . F. 

T. F. 

T. F. 

T . F . 
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62. It t a kes a lot of a r gume n t to convince most p eople 
of the t r uth. 

63. I th i nk I wo uld l ike to drive a racing car. 

64. 

65. 

sometimes without any reason or even when 
are going wron g I fee l exc i tedly h a p p y 
o f t he wo rld ll

• 

I fall in and out of love rather easily. 

things 
" o n top 

66. It make s me uncomfortable t o take a turn doing an 
act at a party even when othe rs are doing the same 
sort of thing. 

67. I wake up fresh and rested most mornings. 

68. It is hard for me to sit stil l and relax. 

69 . I seldom or never have dizzy spells. 

70. It is a l l right to g e t around t h e law if you 
don't a c tually break it . 

71. I enjoy hearing lecture s on world affairs . 

72 . Parents are much too ea s y on the i r c hildren 
n owa d ays. 

73 . Most people will use somewh at unfair mean s to gain 
prof i t o r a n a d vantage rath er t h a n t o l ose i t. 

74 . I have a tendency to give up eas ily when I meet 
di f ficult problems . 

75. I would like to wear expensive clothes. 

76. I have strange and peculiar t h oughts. 

77 . I like tall women. 

78. I frequently notice my hand s h akes when I try to 
do something. 

79. I wou ld li ke to hear a great singer on the stage. 

80. Every citizen should take the time to find out 
about national affairs, even if it means giving up 
some personal pleasures. 

81 . I l ike parties and social gatherings. 

82 . My pare nts ha v e ofte n dis a pproved of my friends. 


