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(1972). In most of these studies students were asked to list the

personality characteristics they feel differentiate between men and

women. Items from such list are then presented to other students, who

are requested to indicate which items would likely apply to a person

about whom they know nothing except that he is a male. The students

performed the same task for a hypothetical female as well. Results show

that a general agreement exists between male and female subjects about

what typical men and womenare like. Furthermore, the masculine traits

were rated as socially more desirable than the feminine ones, and a

greater number of male traits were positively valued than are female

traits

Men are viewed as being aggressive, independent,

objective, dominant, competitive, logical, self confident, and ambitious;

while women are generally assumed to lack these “masculine” traits

Conversely, women are viewed as being tactful, gentle, sensitive to

others, neat, quiet, and able to express tender feelings, while men are

generally assumed to lack these “feminine” characteristics. Studies of

Ruble (1983); Wemer and La Russa (1985) show that the same

stereotypes persisted during 1980s

The essential difference between male and female
ne

stereotypic model is that male is inherently powerful, aggressive,

dominant and competent whereas female model is inherently powerless,

nurturant and dependent. No substantial research evidence supports or 
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dominant and competent whereas female model is inherently powerless,

nurturant and dependent. No substantial research evidence supports or 



contradicts the stereotypic concept of girls being more fragile than

boys. There may be some differences in developmental/behavioral

variables but one gender is not necessarily “superior” whereas the

other “inferior” constantly. It is a common observation supported by

developmental studies (Hurlock, 1981) that females generally mature

earlier as compared to males. Some of the well documented facts

demonstrate that more male fetuses abort as compared to females,

and there are more malestill births and birth defects (Parsons, 1980;

Mussenetal. (1975)

Cross-cultural research however indicates that degree of

stereotyping is not invariant. Zammuner (1987) reports that Dutch

children differentiate between the sexes less than doItalian. This finding

suggests that learning to stereotype is mediated by a numberofcultural

and familial factors. It is also probably mediated by a desire to sort people

into social roles; stereotyping then becomes a way of rationalizing our

biases (Hoffman and Hurst, 1990)

Miller (1975) found that among kindergarten girls, working

mothers daughters had less traditional role concepts than the daughters

of housewives; they more often aspired to be justlike their mother than

did their class-mates; and they tended to be generally more aggressive

nd resourceful

Gender roles and gender stereotypes influence one

another in both directions. While stereotypes help in setting our 



expectations about tasks men and women should perform, seeing people

in these traditional occupations everyday reinforces our belief that gender

stereotypes are valid. It's all because of its circular nature. As we don't

routinely see men and womenoutsidetraditional gender roles, we have

few opportunities to invalidate our assumptions. Thus, when we do see

people performing cross-gender tasks (a male nurse, a female

executive), we conclude that they must be exceptionsto the rules

Numerous researchers have conducted extensive studies

in this regard, some of which are presented below

Powell (1990) after a comprehensive review of the

researchliterature to determine the level of support executives received

concludesthat, there is little reason to believe that either women or men

make superior managers, or that women and men are different type of

asd managers. Instead, there are likely to be excellent, average and poor

managerial performers within each sex

Stuart (1993) conducted a study about how male and

female managementstyles differ in the workplace. He concluded that. the

new mythology sees the female management Style as the most

appropriate and effective in the modern corporation /ess hierarchical than

the male, more intuitive and open to change, more participative, and

aboveall, more likely to encourage employeesat every level to flourish

Similarly, Metcalfe (1993), senior lecturer in organizational

psychology at the University of Leeds, acknowedges that, the most 



from the 130 executives employed by a medium sized utilities firm. They

found the more successful executives were significantly higher on

Dominance(Do), Capacity for Status(Cs), Sociabilin{Sy), Social Presence

(Sp), Self-Acceptance(Sa), Intellectual Effeciency(\e), Psychological

Mindedness{Py) and Flexibilin{Fx) and significantly lower on /-emininity

(Fe) and Se/f-Comtrol Sc)

In a broad study involving executives from 13 firms,

Mahoney,et al. (1961) identified 75 more effective and 75 less effective

managers, excluding those in the middie. They compared those groups

on a battery of tests which included 13 of the 18 CPI scales (Socialization

(So),Communalin({Cm),Achievement via Conformance(Ac), Achievement via

Independence(Ai) and Psychological Mindedness (Py) were deleted). Of the

13 scales used, significant differences were obtained on only two Do

(P<.01) and Wb (P<.02) scales. CPI, as the most frequently and

extensively used personality assessment device, reveals that it is

particularly useful in the areas of career development and personnel

selection (Mc Allister, 1988)

Medcof (1990) reported that Dominance is a desirable

Quality in managers

Hollander (1961) reviewed several researches on CPI and

concluded that persons perceived to have high status were more

acceptable as authority figures. The Capacity for Status scale of CPI

explains the same construct 



Meyer and Walder (1992) found that on Achievement via

Independence scale of CPI, the more successful executives scored higher

as compared to less successful executives

CPI has been used in Pakistan for assessment of

personality characteristics for normal population as well as for

psychopathological cases, delinquents, criminals, etc. Ashfaq (1987), for

instance, used four scales of CPI to explore the differences between

personality profile of female patients suffering from conversion reaction

and other forms of psychoneurosis. The data revealed that female

patients suffering from conversion reaction were significantly low on

Sociability and Responsibilitytraits as compared to other neurotic patients.

Altaf (1998), found that twelve out of eighteen scales of CPI

significantly differentiated between delinquents and non-delinquents. He

found that delinquents were significantly lower on Dominance, Capacityfor

Satus, Self-Acceptance, Responsibility, Socialization, Good Impression,

Communality, Achievement via Conformance, Psychological Mindedness and

llexibility. Similarly, Tariq (1991) found significant differences between

professional and non-professional criminals on Socialization scale of CPI

Shujaat (1992) used seven scales of CPI to investigate

differences in personality characteristics of successful and unsuccessful

executives. The data demonstrate that successful executives were

Significantly higher than their unsuccessful counterparts on Dominance.

Capacity for Status, Sociability, Achievement via Independence, \ fanagerial 



Potential and Work Orientation scales. However, the two groups did not

reveal any significant difference on Responsibility scale

Shujaat, Zehra and Anila (1996) used CPI to examine the

personality characteristics of business executives through selected

scales (viz, Dominance, Capacity for Status, Sociability, Responsibility,

Achievement via Independence, Managerial Potential, and Work Orientation)

The study explored the differences among the personality traits of

successful and unsuccessful executives; technical and non-technical

executives, younger and older executives. The data revealed that

successful non-technical and older executives showed more leadership

traits as Compared to the other groups

In view of its effectiveness as a personality test, Ahmad

(1986) translated and adapted CPI to be used extensively in Pakistan

The overall psychometric evaluation lends reasonably sufficient credence

to further use of the CPI in Pakistan and to research on predictive and

Classificatory issues. This study also shows the Urdu version to be

sufficiently similar to the English version.

Sex-rale Discrimination

Pakistani womenlive in a culture that is many centuries

old. The current institutions. beliefs, attitudes and customs have been

shaped by a long history during which the Indian sub continent was 
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conquered by Muslim rulers and later on the colonial rule by the British

in the Indian sub continent in the late seventeenth century to 1947

While the recognition of the difference between the Muslims and

Hindus wayoflife constituted a bases for a struggle for independence,

there exist among Muslims several customs,traditions and beliefs that

had deeply influenced by Hindu tradition that had existed in the sub

continent pnor to the advent of Islam

Negative images about the role and status of womenin

our society also reflect the influence of Hindu culture. which relegates

its women to a very inferior position. In the Hindu religion goddess Kali is

a dark monster with bloodstained tongue, crossed eyes, and fang teeth

Her wild dancing brings death on the worid though when she submits to

her husband her energy is harnessed and she does good deeds. It can

be noticed that women are viewed as positive through their service to

men. Similarly, a view of gender reflected by the yin and yang in Chinese

religion. The yin, which is the feminine side, represents darkness and

evil, whereas yang, the masculine side, is omamented with all the divine

qualities of nature

In the Jewishreligion, further evidence of the position of

women can be found in the traditional prayer for men, “Blessedart thou.

O' Lord our God, King of the Universe. that | was not bom a woman”. In

addition, Orthodox Jews seat women apart from men during the religious 



services. The New Testament expands upon the relationship between

men and women

_..A man is the image andglory of God: but the womanis the

glory of the man. For the man és not of the woman; but the woman for the

man. Let your women keepsilence in the churches: for it is not permitted un to

them to speak; but they are commandedto be under obedience... Andif they

will learn anything, let them ask their husbands at home: for it is a shame for

womento speak in the church. (I Corinthians 11-14).

The mass media highlights natural qualities of women in a

more unfavorable way and portrays them as emotional and hence

inefficient, she is easily swayed by extraneous forces and is therefore,

not dependable; and she is ignorant and thus not in a position to be

consulted. All these humiliated remarks are passed down from one

generation to another. The prejudices of convention have prevailed for so

long that they havesolidified and taken the shape of societal norms

Muslim religious scholars also discourage and strongly

disapprove females who work outside of their homes. According to

Maulana Maududi (1979) even though men and womenare equipotential

with respect to their physical and mental abilities, they have not been

entrusted with equal responsibilities. He further describes that woman !s

the passive partner in the system of nature. The supenority of man is not

due to any merit in masculinity as opposed to any demerit in femininity, it

is rather due to the physical strength which plays a crucial role for 



possessing qualites of dominance, power, and authority. Thus man and

woman Nave distinct Gomains___man being the provider and the

organizer of life in general and woman being the organizer of the house

chuidren. It follows from these separate roles, according to Maududi

at even though Islam does not allow any distinction between men and

women in the acquisition of knowledge and cultural training, ft does

ecognize a difference in the type of education meant for men and

vomen, respectively

In Pakistan there was a serious sex role segregation but

muning the last two decades a significant change has occurred in the

Bitituce of the society towards women. Serious efforts have been made

py the government institutions to raise the status of women. The

onsttution of Pakistan does not permit any discrimination against

fomen merely on the basis of sex. Consequently an increasing number

women Guring the past twenty years has begun to enter nontraditional

cUpabONS Such as law, medicine, banking and engineering that were

vce the near exclusive domain of men. There is much evidence that

yO cistinctons between what man should do and what women should

D have largely disappear. Even in a patriarchal society of Pakistan

mere man used to be considered as a born executive whether or not he

uid reach the level of proficiency and a woman was never thought to

cel tim. The scenario has greatly changed, now there are women

m@ersts, lawyers, junsts, architects, engineers, bankers and an 
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industnal sector. Although their number is still small but women are in

administrative positions in private and government services in research

organizations, and in politics as well

With all such progress even today peoplestill assume that

women in general have less desirable traits than men by the yardstick of

their culture. Womenare believed to be dependent, passive, unassertive

and emotional, whereas men are seen as dominant aggressive, seif-

reliant, and in control of themselves Consequently, women are

considered better suited to be nurses than hospital administrators and

men are considered better suited to jobs in administration than in child

care or elementary education

Main objectives of the study

The present study was designed to investigate if any

differences exist between personality characteristics of male and female

executives. Furthermore, gender differences in perceptions of executives

as revealed byrating of their subordinates were also explored

Due to nonavailability of standardized personality tests fory

Pakistani population it was decided to use two foreign made personality

tests, viz, California Psychological Inventory (CPI) and Purdue Rating

Scale for assessment of personality characteristics of executives

indigenous test, Work Management Scale. was also

designed to measure stereotyped work related attitude of the executives 
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Before beginning the main study a pilot study was

conducted to see if these tests can be used effectively in our cultural

context

Hypotheses

Onthe basis of studies cited earlier (pp 7-12) following

hypotheses were formulated

Scores on California Psychological Inventory (CPI) will

demonstrate significant gender differences between personality

characteristics of male and female executives

Executives whoare in the same profession asthat of their parents

wil show significantly different personality characteristics as

compared to those who haveopted for a different profession

Female executives will have less stereotyped attitude towards

work-managementthan the male executives

Female subordinates will rate the male executives more positively

as compared to male subordinates

Male subordinates will rate the female executive less positively as

compared to female subordinates 
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in personality characteristics and stereotyped work related attitude as

well as work performanceof the executives.

Main Study

Sample 1

Sample 1 consisted of a group of 70 top executives (35

male and 35 female) selected at random from the following districts of

N.W.F.P.

i. Swat

2. Chitral.

3. Peshawar.

4. Charsadda.

5. Mardan.

6. Kohat.

Te Hangu.

8. Dera Ismail Khan.

9. Haripur.

10. Abbottabad.

11. Manshera.

Out of a total of 70 administrators 22 were doctors (31.4%);

26 were educationists (37.2%) and the remaining 22 were selected from

business and industrial organizations (31.4%). The subjects were divided

in to two groups in terms of their similarity and dissimilarity with their  
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parental occupation. Group | consisted of 34 subjects (17 male and 17

female) whose oneor both parents were in the same profession as that

of their wards. Group II comprised of 36 subjects (18 male and 18

female) who entered a profession different from that of their parents. Age

range of the sample was 35 to 55 years with a Mean age of 45.14 for

male executives and 42.42 for female executives.

Sample 2

It included a randomly selected group of 430 subjects (215

men and 215 women) who were subordinates of the executives at the

time of study. Each executive was rated by five of their same sex

subordinates (70 x 5 = 350 subordinates) while ten male and ten female

executives whose subordinates included both men and women, were

also rated by four of the opposite sex subordinates, (20x4= 80

subordinates). Criteria of selection for subjects comprising sample 2 were

as follows:

i. Age range: 39-50 years.

e Minimum education: B.A / B.Sc.

3. Work experience under present administrator: at least one year

4. Neither a close friend nor a relative of the boss.

 



  

Instruments

1: Personal Data Sheet

It was designed to collect demographic information, i.e.,

age, occupation, basic pay scale, academic qualification of the

administrators, education and occupation of parents

ies California Psychological Inventory

Harrison Gough presented the complete set of 18 scales of

CPI in 1957. Due to conceptual similarity scales are arranged in clusters

or classes (Gough, 1987).

ClusterI

| Dominance (Do). \t is used to identify strong, dominant, influential

and ascendantindividuals who are able to take the initiative and

exercise leadership.

ll Capacity for Status (Cs): It attempts to appraise those

qualities of ambition and self-assurance that underlie, and

lead to, status (rather than measuring actual or achieved

status)

 



   

II

Vi

Sociability (Sy): \t differentiates people with an outgoing

sociable, participative temperament from those who shun

involvement and avoid socialvisibility.

Social Presence (Sp): \|t assesses poise, self-confidence, verve, and

spontaneity in social interactions and is closely related to

"Sociability” scale.

Self-Acceptance (Sa): \t identifies individuals who would

manifest a comfortable and imperturbable sense of

personal worth, and who would be seen as secure and

sure of themselves whether active or inactive in social

behavior.

Sense of Well-Being (Wb); \t discriminates individuals feigning

neurosis from normals and psychiatric patients responding truth

fully.

Cluster II

ClusterIl, like cluster |, includes six scales, Gough grouped

these six measures together because these assess some aspects

of intrapersonalstructuring of values. The scales are:  



 

  

Vill

X\|

Xll

Responsibility (Re): \t identifies people who are conscientious

responsible, dependable articulate about rules and order, and who

believe thatlife should be governed by reason.

Socialization (So): This scale measures the degree of social

maturity, integrity and rectitude the individual has attained

Self-Control (Sc): \t is designed to assess the adequacy of self-

regulation, self-control, and the degree of freedom from impulsivity

and self-centeredness.

Tolerance (To): This scale is designed to identify the permissive,

accepting, and nonjudgmental social beliefs and attitudes

Good Impression (Gi): \t is a validity scale used to identify people

who are able to create favorable impressions and who are

concerned about how others react to them

Communality (Cm): \t's another validity scale designed to detect

random answering.  



 

ClusterIII

Xlll

XIV

KV

Third cluster of scales are ones designed to assess

achievement potential and intellectual efficiency. It consists of

three scales:

Achievement via Conformance (Ac): The basic theme of the scale

measures strong need for achievement coupled with a deeply

internalized appreciation of structure and organization

Achievement via Independence (Ai): \t is used to predict achievement

in settings where independence of thought, creativity and self-

actualization is rewarded.

Intellectual Efficiency (le): This scale is designed to measure

personality traits that coincides with a high level of intellectual

ability and the degree to which persons makeefficient use of the

intelligence they do possess.

Cluster IV

Thefinal cluster of scales comprisesleft overs that did not

fit into the first three classes. Loosely designated as assessing

intellectual and interest modes. Cluster IV includes  



  

XVI Psychological Mindedness (Py): This scale measures the degree to
which the individualis interested in, and responsive to, the inner

needs, motives, and experience of other.

XVII Flexibility (Fx): This scale is used to identify people who are

flexible, adaptable and even somewhat Changeable in their

thinking, behavior, and temperament.

XVIIl_ Femininity (Fe): This scale is used to assess the extent to Which

individuals endorse beliefs, values, and occupations that are

traditionally held either by males or by females.

The test consists of 480 true/false statements andis

designedboth for individual and group administration. The philosophical

orientation of the CPI is based on an appreciation of enduring, commonly

discussed personality variables that are relevant throughout different

cultures. Thus, it uses such familiar common sense terms as dominance,

tolerance, and self-control, which Gough has referred to as “folk

concepts”. So the test has "functional validity” or in other words it has

cross-cultural relevance, is readily understood by people and have a high

degree of power in predicting behavior. Furthermore, cross-cultural

Studies on validity have been performed in France,Israel, Italy, Japan,

Poland, Switzerland, and Taiwan. It has been translated in several

languages, including Urdu, French, German, Greek, Italian, Africans

Australian, English, Chinese (Four dialects), Czech, Dutch, Hebrew, 
 



   

Hindi, Japanese, Korean, Norwegian, Polish, Portuguese, Sinhalese

Spanish, Swedish and Turkish (Megargee, 1977).

3: Work ManagementScale for Executives

It is an indigenous scale designed by the

investigator to measure stereotyped attitude towards work, especially

those aspects that deal with the meaning that an individual attaches to

his/her role at the work place, and the degree to which an individual

takes interest in co-workers, office work and desires to contribute to

job. Gender role stereotypes are beliefs regarding the characteristics

that are generally perceived to be true of men and women have a

significant effect in promoting differences amongst sexes. Through

processof identification with parents of the same sex and other role

models projected through the media they act ascritical building blocks

of social development. These concepts, once formed often help in

process of self socialization and also provide a framework for

interpreting what they see and of predicting future behavior. Differential

attributions of success and failure by one self and others can also be

explained by genderrelated preconceived notions (Hassan, 1996)

Before devising Work ManagementScale for Executive,

the researcher reviewed literature concerning personality inventories

designed to assess the strength of social desirability for various

sociogenic motives. Edwards Personal Preference Schedule (Edwards,  



 

1957) seemed to be quite relevant to the present need. The original

inventory consists of 210 pairs of statements designed to elicit

responsesrevealing preference for certain human motives by a forced-

choice technique. The present author selected 29 statements from

EPPS to measure the strength of socially desirable need for

Achievement, Dominance and Affiliation. However the format of the

statements was changed and the respondent had to express his/her

opinion on a five point scale. The responses range from “always” to

"never'. To avoid responseset bias, 16 items of the questionnaire are

keyed in opposite direction and are scored in reversed order.

Internal consistency method was determined by item-sum

correlation for the test. The validity criterion was total score on the

scale. Similarly, reliability of the scale was determined by inter item

consistency (Table 6), Anastasi (1982).

4. Purdue Rating Scale for Administrators and Executives

The scale was originally developed by Remmers and

Hobson (1951). Initially it was planned and constructed to satisfy a felt

need for a meansto appraise administrative and executive effectiveness

In view of the authors, administrative and executive effectivenessIs the

product of working relationship between the administrators and the group

he directs. The scale is composed of 36 items. The responses to the  
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items are measured on a five-point scale ranging from “always” to

"never.

Three factors or general characteristics of good

administration in this rating scale are:

4. Social responsibility for subordinates and Society

It represents the responsibilities of an executive to the

people in his immediate and larger society and measures how much

he/she is public spirited and considerate to his employees

2. Administrative achievement

It is used to measure the abilities of an administrator

related to his job or duties.

3. Democratic Orientation

It is used to measure the attitude of an administrator

towards his/her subordinates based on the concept of equality and

absenceofclass feelings.

fferent

Remmers and Hobson (1951) have formulated dif

definitions of administrators derived from their assigned roles and powers

in organization.  
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An administrator in business and industrial organization is any

person abovethe foremanorclerical workerlevel. Any executive or junior

executive such as department head, division manager, sales manager

director or president of an organization is an administrator.

An administrator in higher educational institutions is any person

above that of instructor or professor, deans, department heads and

research director are properly called administrators. Registrars, business

managers, etc, if they direct the work of subordinates are also

administrators.

An administrator in the public schoolsis any person in a supervisory

Capacity; Principal and head teacherare includedinit.

An administrator in the hospital is any person in a supervisory

Capacity; Head or incharge of various department/wards, registrar and

senior medical officers are includedin it.

 



 

 

PROCEDURE

The main aim of the study was to assess the

personality characteristics of male and female executives of N.W.F.P

Prior meetings were arranged with each executive to motivate him/her to

participate in the present research. Objectives of the study were briefly

explained to them. Each of the subject was contacted again according to

the time and venue scheduled. The subjects were ensured about the

confidentiality of their responses. A personal data sheet was used to

collect demographic information about them. Later, California

Psychological Inventory was given with printed instructions, which were

also verbally explained by the researcher. Subjects were told to read the

statements carefully, and express their opinion by marking either srue (T)

orfalse (F) whicheveris applicable in their case. It hardly took forty to fifty

minutes in completing the questionnaire. After an interval of ten minutes,

they were requested to perform on an indigenous Work-Management

Scale. The instructions were printed on thefirst page of the scale, but to

ascertain that the subjects have followed the directions the researcher

read out the instructions and explained the procedure with an example.

The executives hardly took ten to fifteen minutesin completing their task

Each subject wastested individually.

For further study, with the help and support of the executive

concernedstaff meetings were arranged. The administrator being rated  



  

was not present in these meetings. In a tension free environment the

raters were motivated to record their ratings honestly on Purdue Rating

Scale which was administeredin a groupsituation

Instructions

“This questionnaire contains statements about the work of

your boss and his/her relationship with colleagues. Read each statement

carefully. In front of each statement, five choices are given, namely, always,

usually, sometimes, seldom, and never. You are requested to choose a box most

appropriate to your ownopinionforthe statement about the person in question”

The subjects were then further instructed as, "give your opinion for each

item and don't leave any of them blank as your opinion on each item is

considered valuable and helpful for the present study. Please do not discuss

amongst yourselves and be sure that you will remain anonymous". After the

instructions, the investigator read out a sample statement and

demonstrated how to record their choices.

The subjects were then asked to take any one of the

envelopes, all of which were alike, containing Purdue Rating Scale

inside. There was no time limit and the raters usually took aboutfifteen to

twenty minutes to complete thetest.

 



Scoring

California Psychological Inventory (CPI)

A set of eighteen hand scoring stencils were used for scoring the test

Work ManagementScale

Four hand scoring stencils were used for scoring Work

Management Scale. Sum of points earned by a subject on the scale

represents his/her score. The minimum and the maximum possible

scores on this scale are 32 and 160, respectively. The higher the score

the more favorable the attitude. The lower the score the more

unfavorable the attitude.

Purdue Rating Scale

While scoring the responses to PRSdifferent ratings were

assignedto the following options:

Never : 1

Seldom 2

Sometimes : 3

Usually : 4

Always : 5  



 

The minimum and the maximum possible score range for

the three factors were asfollows:

4 Social responsibility 13-65

2 Administrative achievement 18-90

3 Democratic orientation 5-25

Reliability and validity of the instruments

Reliability of CPI

To determine the reliability of the CPI KR-20 was

computed. Coefficient of correlation for 18 scales of CPI ranges from .41

to .88 with a medianof .65 (table 1).

Validity of CPI

Validity of the scale was determined by inter scale

correlation method. Cluster-wise inter correlation matrices for 18 scales

of CPI are shown in table 2-5.

Reliability of Work ManagementScale

Inter - item correlation technique was used for determining

the reliability of the scale. Positive significant correlations exist between

all of the items of the scale (table 6).  
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Validity of Work ManagementScale

Validity of the scale was determined by item-sum

correlation method. The correlations range from 24 to 66 and are

statistically significant (p< -O5) for all the items except for items 1, 2, 5

15, and 30. (Table 6).

Reliability of Purdue Rating Scale

The reliability of PRS was determined by computing alpha

coefficient (table 7). Alpha coefficients for all the three factors, viz; Social

responsibility, Administrative achievement and Democratic orientation, range

from .87 to .97 with a median of .92. The overall internal consistency of

the scale (alpha coefficient) is .98. Positive significant correlation (P<

.001) exist betweenall the items of the scale (table 8)

Validity of Purdue Rating Scale

Item-sum correlation method was used for determining the

validity of the scale. The correlations range from .66 to 66 and are

statistically significant (P< .001) forall items of the scale (table 8)
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Table 1

Kuder Richardsonreliability coefficients of CPI scales.

  

 

Scales KR 20

Do 684

x 768
Sy .471

Sp .873

Sa .884

Wb .812

Re 412

So 20

Sc 719

To .699

Gi 156

orm 618

AC 412

Ai .507

6 615

Py 498

Fx .871

Fe .476

 

Forall the scales of CPI p < .01  



Table 2

Intercorrelation among CPI scales: ClusterI

 

Scales II Il

 

| Dominace .68* 1"

| Capacity .85*

for Status

Ill Sociability

IV. Social Presence

V_ Self-Acceptance

VI Well-Being

 ‘P<Ot

41"

61*

.54*

88*

82°

60°

Vi

03

10

1.0

 



Table 3

Intercorrelation among CPI scales: ClusterII

 

 

Scales VIII IX X XI XII

Vil Responsibility .16 .06 65" 59** -.06

VIIl Socialization .07 oO” 32** 21°

IX Self-Control 13 05 -.14

X Tolerance 67** -.17

Xl Good Impression 18

XIl_ Communality 1.0

 

"P<. 01

 



Table 4

Intercorrelation among CPI scales: ClusterIII

 

Scales XIV XV

 

Xill Achievement .46* 06

via Conformance

XIV. Achievementvia 44°

Independence

XV Intellectual Efficiency 1.0

 

*P<. 01

 



 

Table 5

Intercorrelation among CPI scales: Cluster IV

 

 

  

 

Scales XVII

XVI Psychological- 20°
Mindedness

XVII Flexibility

XVII Femininity

**P< 01 * PZL-05

XVIII

771**

|
|
|
|

|
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Table 7

Reliability coefficients of Purdue Rating Scale

 

 

Factors Alpha

Social responsibility 94

Administrative achievement . 97

' Democratic orientation nor

 

 



N
y

 
 

 
 

9
s
"

ces*

S
6
S
°

B
I
”

$as°

cect’

179°

 
 

 
 

 
 
 

Ler"

C19"

tss°

I
s
s
°

o
8
s
*

C
2
7
"

8
L
S
°

8
1
7
°

279°

6
5
9
°

cls"

9
S
0
°

2
9
7
°

9
C
%
°

L
2
g
°

7
1
9
°

 
  

s
t
3
*

91S"

€
0
s
°

6
9
5
°

4
9
9
°

€
8
s
°

9
€
S
°

6
7
9
°

7
1
S
°

6
4
5
°

€
l
9
°

6
0
5
°

6
0
7
°

6
1
S
°

1
9
9
°

s
a
q
n
0

A
y
q
d
i
q

s
o
q
e

w
e
e
n

 
 

 

769

69°
766

919°
@C9

‘

6
t$*

6
9

1
9

1
c
9

6°
£69"

6f
7
6
9

1
9
9
°

7
0
9
°

$
9
5

9°
6
9
5

$
¢

469"
195

io"
€4

279°
C99

L
O
L

LOS°
149°

BBG"
G
e
e

£
€
9
°

9
0
9
°

€
7
9
°

OO!°
102°

€

9
0
9
°

9
7
9
°

6
9
9
°

3
7
9
°

S
8
S
°

B
0
9

9
2
9
°

S$8S°
O
8
S
°

6
6
9
°

8
1
9
°

1
2
9
°

§
8
S
°

8
6
7
°

6
1
9
°

8

9
1
S
°

8
6
5
°

B
E
S
*

O
£
9
°

9
1
9
°

F
7
9
°

L
L
S
°

$
9
%
°

196°
929°

 

6
2
9
°

7
2
9
°

7
9
S
°

9
7
9
°

$
5
S
°

Lz9°

1ZS°
9
2
S
°

8
6
7
°

Les’
2
9
7
°

{0¢

0
8
s
"

¢

6
4
5
°

8
5
°

S
I
S
’

009"
S
a
o

L
S
"

€
S
9
°

¢c6S°
6
6
9
°

669°
765°

SL4S°
8
8
S
°

196°
709°

11S°
1
6
°

 

0
9
5
°

€
9
S
°

7
6
7
°

O19"
G
I
S
"

L
E
C
"

O
L
S
*

L
7
G
"

196°
219°

BLS

6
1
9
°

6
9
5
°

8
1
9
°

$99°
Z
I
9
°

L
I
S
"

7
8
S
"

€
7
S
°

9
9
9
°

986°
b
L
S
*

7
6
5
°

S
0
9
"

S
E
S
°

195°
789°

9
7
9
°

0
9
9
°

 

O
f
S
"

S
E
7
°

6
7
S
"

L97°
9
7
9
°

B
E
T
"

9
0
°

S6"°
6
B
L
*

L6t°

785°
BTS"

689°
9S"

7
9
S
°

€
6
S
°

6
0
S
°

I%7S°
1
0
S
°

6
9
5

G
6
S
°

995°
O9S"

LLS*
COS*

S6%

t
t

c
f

\t
6
2

8

 

~
)

 
 

its

 

i
t
v

 
 

 

o
w

 

c£9°

O
I
L

L
6
S
°

t1g9°

 

or
«

 

T
Z
"

9
6
9
°

tte"

"
1
9
°

9
z
L
°

z
1
9
°

0
6
9
°

"
8
9
°

s
o
c
’

0
2
9
°

8
9
9
°

7
0
9
°

e
L
9
"

0
s
9
°

6
£
9
°

9
c
s
°

0
1
9
°

8
8
5
°

109°

s
t
9
°

288
Q
I
T
A

FUO}
Re

e
2
2
0
9
3
2
8
9
0
7

B
a
z
a
z
e
o
d

(
1
9
0
0
"
>
4
)

2OF
>IT)

;
=
)

G
0
4
)

8
3
G
8
2

S
P
U
R
T
I
T
T
J
A
0
9

V
O
P
I
E
L
e
2
4
0
9

a
y
y

199°

"99°

10s°

SyL°

gos°

9
5
9
°

0
8
9
°

z
S
L
°

979°

£0L°

665°

6ES°

€
s
9
°

ses°

199°

$
9
9
°

769°

899°

819"

oz

 
 

s3h8

T
I
Z
*

£
1
9
"

“
1
9
°

6
6
S
"

9
8
9
°

Z

9
8
7
°

9
6
9
°

9
1
5
°

zE5°

L
Y
9
°

€
2
9
°

"
O
n

L
E
Z

9

T
9
9
"

8
9
9
°

I
p
s
’

p
i
e
r
v
e
c
c
g

"
2
L
*

8
0
L
"

O
S
S
"

S
C
L

H
H
G
*

z
6
g
°

"
S
9
°

T
Z
L
"

O
S
S
*

6
4
9
°

T6n*
€
S
9
°

7
1
9
°

9
2
9
°

9
n
S
*

6
9
°

B
¢
n
°

QO6S-

 
 

Z
E
9
"

2
6
5
°

I
L
S
"

2
1
9
°

y
e
t

U
E
C

"
1
9
"

T
1
9
"

E
9
9
"

S
e
s
s

g
u
s
*

C
I
s
:

6
6
9
°

0
”
9
°

6
9
5
°

429°
E
G
n
*

9
6
6
°

2
1
9
°

1
2
9
°

9
6
9
°

S
a
s
:
g
o
s

z
o
s
:

8
9
S
"

6
0
5
°

6
0
S
°
g
S
:

9
6
9
°

9
4
5
°

S
9
S
*

2
6
S
"

B
E
E
’

2
2
9
°

0
5
°

Seg:

1
9
°

9
6
¢
°

“
U
S
"

6
5
€
°

1
0
9
°

198°
6
5
°

O
r
"

129°
599°

z
9
9
°

209°
"
6
6
9
°

867°
179°

 

6l
et

oat
oot

o
s
t

 

weM
P
A
T
D

f
i
c
i
e
n
t
wa)

tiacbaratdainsinas
n
t

6
9
L
°

s
o
e

a£
8
9
°

s
e
s
’

0
1
9
°

8
0
9
°

"
0
9
°

9
8
9
°

7
8
S
"

2
9
5
4

d
a
r
n

3
0
4

Tee

1
6

%
0
Z

c
E
9

6
8
2
°

9
6
9
°

$69°

£
1
9
"

O
1
9
"

9
7
9
°

€
4
9
°

2
9
9
°

Q
O
L
*

“
f
s

0
2
9
°

8
7
9
°

8
4
9
°

 
 

76S"

409°

619°

 

B
I

 
 

18S"
1fy°

O
B
b
"

B
u
c
’

Bro"
$
9

3
°

F
T
s
e
w

“
L
0
g
°

O96"
c%Z"

125°

2
"

O
1
9
"

C
6
2
"

6
0
9
° 

 

e
p

m
s
s
m
r
s
a
n
n
y

 
 

  

 

~

 
 

 
 



   

 

Table 10

Mean scores, SD and t-values of group | and
administrators on CPI

group Il comprising male and female

  

 

 

 

' Male Adm. Female Adm
' Scales GP4 GP-lI t GP-| GP-iI t

mire —— (n=17) (n=18)

e odo 32.05 29.72 355" 29.5 270 217°
(1.2) (2.35) (2.98) (3.62)

Cs 21.5 18.5 6.5*** 22.0 147 100°
(1.97) (2.0) (1.7) (2.3)

Sy 29.4 26.6 ra 28.0 221 84°
(.97) (1.1) (1.6) (1.5)

Sp 33.0 36.8 5.4*** 33.0 27.1 60°
(2.5) (1.5) (2.1) (2.3)

Sa 20.4 19.5 1.6 20.0 13.9 897°
i (1.6) (1.4) (2.0) (1.8)
- W 32.0 33.0 13 36.0 340 202

(1.7) (2.5) (1.4) (1.6)
me 31.0 27.0 is 32.0 30.1 3.06"

(2.5) (1.7) (2.0) (1.5)
So 35.9 34.0 2.56* 39.0 35.0 47

(1.5) (1.6) (3.0) (1.6)
r Sc 36.0 27.7 103 38.0 399 193
: (2.0) (2.6) (1.9) (1.7)
' To 19.7 14.4 G4 26.0 240 2.73

(1.4) (1.9) (1.7) (1.8)
Gi 28.0 _ 24.0 7.5** 33.0 276 83"

(1.3) (1.7) (1.9) (1.8)
Cm 20.0 20.0 0 23.0 200 45%

(1.5) (1.6) (1.2) (2.4)
p 6c 27.7 32.0 6.7" 28.0 260 36"

(2.0) (1.7) (1.6) (1.6)
Al 18.5 19.4 1.57 16.0 180 32°

(1.8) (1.6) (1.8) (1.7) .
le 38.4 37.6 54 36.0 aa 3.6

2.0 1.6 (1.5) (1.2)
Py ne or 2.45* 12.0 139 44”

1.4 1.6 (1.4) (1.0)
Fx ie S 1.07 4.0 6 . 4.3°°

(.79 73 (1.1) (1.9) -
re i17 122 1.02 17.0 189 37%

(1.4) (1.6) (1.6) a)

ne deviations are given in parenthesis
5; * p< .01: *** p < 001  



 

Table 11

lean scores, SD, and tvalues of male and female administrators on Work-

Management Scale for administrators

 

 

Groups Mean SD t

Male administrators 124.714 10.214

(n=35)

4 aare=

Female administrators 137.914 12.099

| (n=35)

 

df=68, *** p < 0001

 



  

    

  
  

    

  

     

Table 12

Mean scores and t-values of the ratings assigned to male

executives by same and opposite sex subordinates on Purdue

 

 

 
 

Rating Scale
.

|
Mean Score

| Scales Male raters Female raters t

Social Responsibility 44.46 50.84 347"

Administrative Achievement
71.54 75.84 2.36°

Democratic Orientation 11.78 15.11 4.75°** :

df= 18, *p<.05; ** p<.01; *** p<.001



 

    

 

Table 13

Mean scores and t-values of the ratings assigned to female

executives by same and opposite sex subordinates on Purdue Rating

Scale 
 

Mean Score

Scales Male raters Female raters t

 

Administrative Achievement 63.2 74.8 3.90°°* 
Social Responsibility 45.2 52.64 2.61"

Democratic Orientation 11.71 14.64 sor

 

: df=18- *o< 02, ***<01



Table 14

Two way ANOVA of the ratings assigned to male and female

executives by same and opposite sex subordinates on Social

responsibility factor of Purdue Rating Scale

 

 

Sources of variance Ss df MS

Among groups 496.419 3 156.473

Between same sex 477 1 477

Between opposite sex 16.129 1 16.129

Interaction same x opp: sex a8 1 3.29

Within groups 1096.212 36 30.45

39Total 1592.631

  

*p<.05, *p<.01

5.13°

15.66"

529

108

   

      

  

  

  
  
   

 

    



Table 15

Two way ANOVA of the ratings assigned to male and

female executives by same and opposite sex subordinates

on Administrative achievement factor of Purdue Rating Scale

  

   

 

 

| Among groups

 Total

 

*p<.05, *p<.01.

 

Sources of variance Ss df MS

985.199 3 328.39

Between same sex 632.01 1 632.01

Between opposite sex 219.961 1 219.961

Interaction same x opp:sex 133.228 1 133.228

Within groups 1047.06 36 29.085

2032.259 39

 

   

  

11.20”

 

21.420

ioe”

458°



 

 

Table 16

Two way ANOVA of the ratings assigned to male and

female executives by same and opposite sex subordinates

on Democratic orientation factor of Purdue Rating Scale

 

 

Sources of Variance SS. df Ms

Among groups 99.086 3 33 02

Between same sex 97.96 1 97.96

Between opposite sex 126 1 126

Interaction same x opp: sex a“ 1 4

Within groups 106.61 36 2.96

Total 205.696

 

 

33.09*"

245

135

  

  

     

  

  

  
  
  

   



   
  
  

  
   

      

  
     

Table 17

Comparison between ratings assigned to male and female

executives by their subordinates on Purdue Rating Scale (N=350)

 

SCALES Male Adm. Female Adm.

(n=35) (n=35)

 

  Social 45.30 3.49 47.49 406 2.43*
responsibility

achievement

Democratic- 13.69 1.31 14.16 0.93 1.72

orientation

 

Administrative- 71.91 345 72.88 3.65 1.09

*D<.02. 



Table 18

| executives on Purdue Rating Scale
Gender differences in ratings assigned to highly educated"

  

SCALES

Social

Male adm: Female adm:

(n=15)

  

M

  

responsibility

Administrative-

achievement

Democratic-

orientation

  *Ph.D/ M.Phil /M.R.C.P.,

“ Values within parenthesis represent SD

47.29

(3.15)

76.64

(3.87)

14.29

(85)

164

171

n.s

n.s

  

   

  

  
    
  
   

  
  

 

  
  

 

    

 



  
   

  

 

  

      

  

  

    

 

   

| Table 19

Gender differences in ratings on Purdue Rating Scale

Executives having post graduate qualifications
 

  Scales Male Adm. Female Adm.

(n=11) (n=12)

M M t p

 

Social 45.29 48.31 .154 n.s

responsibility (3.79)* (4.02)

achievement (4.00) (4.37)

Democratic- 13.85 14.26 078 ns

orientation (1.61) (.67)

 

Administrative- 71.96 73.41 062 ns

“values within parenthesis represent SD 



   

   
   
   
          

     

  
  

 

   

Table 20

| Gender differences in ratings on Purdue Rating Scale

Executives having graduate qualifications

  
 

  
 

Scales Male adm: Female adm:

(n=15) (n=8)

M M t p

Social 45.8 46.5 034 ns
responsibility (3.34)* (5.23)

Administrative- 72.1 70.97 .035 ns .
achievement (3.75) (3.86)

Democratic- 13.76 13.75 .001 ns
orientation (1.04) (1.23)

“values within parenthesis represent SD

  



 

 

 

Table 21

One way ANOVA of the ratings assigned to

executives (varying in educational qualifications) on :

responsibility factor of Purdue Rating Scale (N=35)

male

Social

 

Sources of Variance SS df MS

 

Among groups 11.03 z 5.51

Within groups

 

0.41 n.s

   
  

   

  

   

   

 



  
  

   

  

 

    

Table 22

One way ANOVAof the ratings assigned to female executives

(varying in educational qualifications) on Social responsibility factor

of Purdue Rating Scale (N=35)
 

Sources of Variance SS df MS F p

 

Among groups 16.6 2 8.3 .040 ns

Within groups

  



 
 

Table 23

f the ratings assigned to male executives

One way ANOVA ©

(varying in educational qua

ating Scale (N=35)

lifications) on Administrative achievement

factor of Purdue R

 

  
   

 

 

Sources of Variance
SS

df MS
F 9

Among groups
2.75

2 4.375 096 n.s

Within groups
456.67

32
14.27

459.43
34

Total

  

  
  

  

     



  
  

 

  

 

  
   

 

  
   

Table 24

One way ANOVA of the ratings assigned to female

executives (varying in educational qualifications) on

Administrative achievement factor of Purdue Rating Scale

 

 

(N=35)

Sources of variance Ss df MS F p

Among groups 37.89 2 18.94 1.41 ns

Within groups

   



 

Table 25

One way ANOVA of the ratings assignad to male

executives (varying in educational qualifications) on

Democratic orientation factor of Purdue Rating Scale (N=35)

   

    

  

 

  
Among groups 112 2 0.56

Within groups

Sources of variance SS df MS F

 

 

n.s

   

   



   

 

  

  

  
  

   

Table 26

One way ANOVA of the ratings assigned to female

executives (varying in educational qualifications) on

Democratic orientation factor of Purdue Rating Scale (N=35)

 

Sources of variance Ss df MS F p

 

Among groups 1.75 2 875 966 ns

Within groups

  



     

 

   
    

   

    

Fig-1: Personality profile of male and female administrators
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Personality profile of group I andFig-2: a
female administrators
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Fig-3: Afean scores of male andfemale administrators on

Work Management Scale
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Fig — 4: Meanscores of male and female administrators on
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Fig—3: Meanscores on Purdue Rating Scale ofmale
~ administrators varying in educational qualifications
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Fig — 6: Meanscores on Purdue Rating Scale of female

administrators varying in educational

qualifications
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Meanscores of male and female administrators on

Social responsibility factor of PRS, evaluated by male
and female subordinates :

 
Male sub: Female sub: Male sub. Female sub.

Male Administrators
Fermale Administrators
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Fig — 8: Meanscores of male and female administrator on

Administrative achievement factor of PRS. evaluated

by male and female subordinates
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RESULTS

The main objective of the present study wastoinvestigate

ff any difference exists between personality characteristics of male and

female executives. Tables1-8 represent the reliability and validity of the

tests used in research. Table | shows the Kuder Richardson reliability

coefficients of California Psychological Inventory (CPI) scales on the

present sample. The computed index of reliability ranges from 412 to

884 with a median of .646 which indicates that items of the scale are

internally consistent.

Tables2-5 show cluster- wiseinter correlation for 18 scales

of CPI. The tables reveal positive significant correlation (P<. 01 and .05)

among CPI scales.

Table 6 presents high reliability and validity of Work

Management Scale by showing positive significant (Pp < .001) inter item

correlation and statistically significant (p < .05) !tem-sum correlation

amongall the items exceptfor items 1, 2, 5, 15 and 30.

Table 7 showsthereliability of Purdue Rating Scale. The

computed alpha poetiicienta for the scale range from 87 to .97 with a

median of .92. The overall internal consistencyof the scale 's 98.

Table 8 presents interitem and item sum correlations for

Purdue Rating Scale. Positive significant correlations (P<. 001) exist

betweenalll the items of the scale and item—sum correlations range from



 

 

66 to .86 and arestatistically significant (p < .001) forall the items of .

scale which assures the validity of the scale.

Tables 9-10 show scores of subjects on CPI. Table 9

presents the comparative scores of male and female executives on

different scales of CPI. The results indicate that male executives have

scored higher on cluster I and III of CPI, which indicates that male

executives are better in their interpersonal relationships, intellectual

stance and achievementability. It is also worth to note that there is a

marginal or no difference between the mean scores of male and female

executives on Jntellectual Efficiency scale of CPI. On the other hand,

female executives have scored higher than male executives on cluster Il

and IV of CPI, which measureintrapersonal controls, value styles, beliefs

and conceptualinterests.

Secondly, the investigator desired to find out the effect of

professional similarity/dissimilarity among parents and children on the

personality characteristics of the executives. Forthis purpose group I and

group Il of both male and female executives were compared. It is

explicitly shown in table 10 that group I of both male and female

executives have scored higher than their corresponding group II on most

of the scales of cluster I and II of CPI. However, male executives (both

group I andII) do not reveal anysignificant difference on Self-Acceptance,

Well-Being, and Communality. On the other hand, male executives

    

  
  
  
  
  
  
  
  
  

        

    



 

  

comprising group II have scored higher on Social Presence as compared

to groupI. Among the female eRe, the difference between group |

and Il is non significant on Well-Being and Self-Controlscale.

Scales of Cluster NI reveal that group II of male administrators

has earned significantly higher scores on Achievement via Conformance

scale whereasthe difference between the two groups on Achievement via

Independence and /ntellectual I-fficiency scale of cluster III is negligible. On

the other hand, group I of female administrators has scored significantly

higher on Achievement via Conformance scale, while group II has scored

higher on Achievement via Independence and Intellectual Efficiency scale

Moreover, the scales of cluster IV reveal insignificant differences on

Flexibility and Femininity scale among both groups of male

administrators, whereas group II has obtained significantly higher scores

on Psychological Mindedness scale. Group II of female administrators, on

the other hand, has scored significantly higher on Flexibility and

Femininity scales but lower on Psychological Mindedness.

Table 11 presents the score of executives on Work

Managemant Scale. Tne table shows that mean score of female

administrators is significantly higher than male administrators (p<.0001)

Tables 12-26 present data obtained from Purdue Rating

Scale, Table 12 showsthat in a co-working situation male administrators

are rated more positively by their female subordinates on all the three

   

 

  
  
  
  
  
  
  
  
     

       

  

 

   



 

  

scales Of Purdue Rating Scale, i.e, Social responsibility, Administrative

achievement, and Democratic orientation. The results reveal that female

subordinates have rated their male executives more positively as

compared to their male colleagues.

Table 13 reveals that for female administrators the mean

ratings assigned by their female subordinates are significantly higher

than the ratings oF their male subordinates on all the three scales. ie

Social responsibility, Administrative achievement and Democraticorientation

in other words, male subordinates have rated their female executives

less positively as compared totheir female colleagues.

The overall ratings of same and opposite sex subordinates

of male and female executives were analyzed by two way ANOVA

(tables 14-16) . The results revealed significant genderdifferences.

Table 17 shows that when executives are rated by

subordinates of the same genderthere is negligible difference between

the mean scores of rating for Administrative achievement and Democratic

orientation of both male and female administrators. However, female

administrators are rated significantly higher than male administrators on

Social responsibility factor of Purdue Rating scale. Moreover, the impact of

educational qualification of the executives on the ratings assigned by

their subordinates (tables 18-26) reveal insignificant difference between

male and female executives. These findings suggest that it 's neither

educational qualification nor the work proficiencyofthe executives, which

 

   

    

  
  
  
  
  
  

 

  

    

  

  

   

    



  

affect the ratings of the subordinates, but it may be rather the rater’s

sender, which affects the matter.

 



 
CHAPTER IV

 

 



 
 

DISCUSSION

The present study was designed to examine the effect of

gender stratification in the society of N.W.F.P. Five hypotheses were

formulated in this context and are discussed below.

Hypothesis 1: Genderdifferencesin personality characteristics

The results revealed significant differences among

personality characteristics of male and female executives(table 9). Male

executives have scored higher than female executives on all the

scales, except Well- Being , of cluster | and Ill of California

Psychological Inventory (CPI). It indicates that by and large male

administrators may be characterized as dominant, independent,

imaginative, assertive, capable to take initiative, sociable, self-

accepting and competent to respondto their environment in a manner

designed to achieve their goals. They prove themselves more efficient

whenleft to regulate their own behavior, are achievement-oriented and

value creativity and originality. They usually feel restricted within 4

highly organized environment andtheir ability to produce and function

'S significantly impaired if directed to work within prescribed rules and

structure. Female administrators, on the other hand, seem to be more

comfortable as participants rather than organizers. Despite proven

Sfficiency in high leadership positions they still feel uncomfortable in

  

     

   

 

  
  

       

  

  

  
  



 
 

such a role and usually demonstrate a democratic and Participative

style of decision making. They may sometimes appear reckless and

impulsive and likely to adhere to the beliefs of others. Rigid in their out

look, they often feel others should conform to set, predefined standards

of behavior. Though they can adequately cope with their problems yet

they are prone to feelings of insecurity and depression. They prefer

conformity and conventionality which demonstrates an implicit desire to

make their work environment safer and morepredictable.

It is further revealed that on cluster Il and IV of CPI

female executives have earned higher scores than the male executives

suggesting that female administrators arelikely to be more dependable

and honour their commitments and can give up their own personal

satisfactions for the sake of the group to which they belong. They are

capable to create good impression and people perceive them as

trusting and highly concernedtofulfill their social responsibilities . They

often show tolerance, adaptability, generosity and helpfulness.

Our data further reveals that male executives, as compared to

females appear to be conscientious, independent and reasonable

Generally, they are not comfortable in taking responsibility for the

behavior of others, are hasty in making decisions and are usually

individualistic and self- seeking. Their impulsiveness May sometimes

cause tension in group activities, and they often regret having acted in

  

     

  
  
  

  
  
  
  

       

  

  



 
 

nappropriate ways. They may be described as confident, independent

sggressive and ambitious.

These findings suggest the likelihood of the influence of

suture, which offers totally different socialization processes for men and

women, in general. Males are socially extraverted and feel relatively

comfortable in most social situations. From the very beginning of their

ves, they are accepted as ones who will deal with the world outside of

their homes, and so are encouragedto participate in the social activities

They are allowed to be the master of their own fate and aretrained as

eaders rather than followers. They are assertive, aggressive and forceful

because they are brought up with the ambitionoffulfilling all their desires

(right or wrong) and are honoured and pampered bytheir parents and

other family members. They are confident and grow up with the sense of

aristocracy and feel superior. Men have generally been raised to be

achievement oriented, while women have been raised to be people

oriented and to play the traditional homemaker role. A woman has

always been expected to develop a capacity for warmth, compassion

sensitivity and caring.

Tung (1996) reported that females are significantly higher

than males on fear of success and fear of appearing incompetent

motives. He further arguedthatit is the fear of a numberof things which

restrain them from the achievement situations reflecting upon the

socialization practices commonly used with females In india . They have

   

   

      

  

  

  

  

 

  
  
   

    



 

aways been considered to be more incompetent than males despite their

-ompetencies. Thus to avoid situations which would in some way reflect

their incompetence, they tend to avoid all achievementsituations One

ould be congruent with Tung's report of different social expectation for

men and womenpersisting in Pakistan (N.W.F.P).

Darley and Fazio (1980) illustrate how the behavior is

generally influenced through a self fulfilling prophecy, or the tendencyto

behave in a way that confirms other people's expectations. They further

explain that if people expecta little girl to be quiet, passive and gentle

she may come to act that way. Perhaps in no area does sex-role typing
   

  
  

    

   
   

  

  

play a more important part than in self-evaluation. Children evaluate

themselves in terms of what they believe significant people in their lives

think of them. Whenparents, teachers, or peers regardgirls as inferior to

boys and the roles and achievements of girls as less important than

those of boys, then boys tend to overestimate themselves while girls tend

to underestimate themselves. These tendencies lay the foundations for

masculine superiority complexes andfeminineinferiority complexes

In the world of work Deaux (1976) argues, expectations of

athers influence self-perceptions of people regarding their own SUCCESS

or failure. Studies have shown the tendencyof people to attribute men's

and women's successto different factors. Feldman et al(1974) askec

People to read the life history of a male and female physicien and

“scribe the main contributing factors in their success. The researchers



 

shysician

ond differences in the relationships between sex of the subject and

qncit description of contributing factors in successof the male and female

5. However, both sexes thought that effort was substantially

more important than ability in explaining the success of the female

snysician. In contrast, both sexes thought that effort and ability were

aimost equally important in explaining the success of the male physician

Yarkin et al (1982) extended the attribution research and

wound that people avoid an ability explanation whenever they are

explaining the success of a group that is commonly believed to be

sferior. In their research, students read about a highly successful banker

sho was either male or female, black or white, and were asked to judge

the importance of four factors, viz, ability, effort, task difficulty and Juck in

determining the banker's success. Responses were similar when
VOI

judgments were made about the white female, black male, and black

female; effort and luck were judged to be important contributing factors. In

contrast, the white male's success was explained by his highability.

Similarly, the unsuccessful performance of women and

men are explained in terms of sex-differentiating attributions. Numerous

studies, (Brown and Ethaugh, 1975; Feather and Simon, 1975; Cash,

1977; Deaux, 1979: Gitelson, 1982; Eccles and Stipek, 1984) have

demonstrated that women's lack of ability emerges aS a popular

®xplanation, whereas people rarely mention men's lack of ability as an

planation for an unsuccessful performance andattribute bad luck or task

  
   

 

  

 

  
  

     

  

  

  

  

 

  

 

    



 

    

  

      

  

             

  

jifculty for it. Nicholls (1975) reported that neither of these attributions

for successful and unsuccessful performancesgives credit to an intemal

stable factor that might make women feel positive about themselves

When women's SUCCESS will be attributed to ‘ability’ they will take credit

for this SUCCESS (becauseit is internal), and they will also count on their

ability to continue on other tasksin the future (becauseit is stable), when

women down play their ability following success,it seemslikely that self-

confidence will be reduced.

Another possible explanation can be in terms of the

availability of opportunities to each sex. Men have often more

opportunities than womento developtheir talents andto acquire special

skills and knowledge. If a family has only enough income to send one

child to college, in all likelihood it will be the son. Girls are raised within

the four walls of their homes and as they scarcely go out so their

exposure to external world is very little. They are willing to change and

adapt their lives to a certain extentin their attempts to achievestatus, but

have definite sense of awkwardness in social situations. They have

marked lack of confidence in their social skills and as a result they act in

self-defeating ways, frequently perceive themselves as underachievers

and are withdrawn.

To sum up, the findings of the present study too

demonstrate marked differences in the personality characteristics of male

and female executives highlighting male as dominant, ambitious, out-
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going, aggressive and female as intelligent, creative, tolerant and

responsible, and so ourfirst hypothesis is confirmed.

Hypothesis 2: Effect of professional similarity/ dissimilarity of

executives with their parents on personalitytraits

As thesocial or cultural influence is the basic reality of

society which directs or persuadsthe attitude and behavior of the people

so do the primary group which is a universal humanrelationship. Merrill

(1983) stated that in all societies, the individual comes in contact with

primary group earliest, and it exerts the most powerfulinfluence on him

The result (table 10) confirmed the view that the executives, both male

and female who havejoined the profession of their parents have the

characteristics most commonly attributed to the model of executives

prevalent in the N.W.F.P culture. Executives who belongedto this group

are comparatively more domineering and assertive in the way that they

are clear and direct in expressing their needs; aggressive and more

forceful in the mannerthat they would take chargeofa situation and can

effectively do so since they have excellent abilities to plan and are self-

confident when directing others. Theystrive to achieve status in society

and are seeking to achieve status, which is defined by Gough (1969) as

Squal to the "relative level of income, education, prestige, and power

tained in social cultural milieu" by willing to go through @ fairly high

degree of discomfort and personal changein order to achieve their goals

 

    

   

  
  
  
  
  
  
  
  

   

    

  
  



 

 

  

   

    
  
  
  
  
    
   
    

  

  

 

   

Jung (1954) stated that the psychic birth of most persons

occurs within the setting and atmosphereof the family. Early patterns of

feelings and emotions toward various dimensions of reality largely

determine later attempts at self-direction and search for identity and

status in life. Children who grow with watching one or both of his/her

parent in executive position try to adapt their behavior through imitation

and identification. Craig (1979) stated that the parent’s behavior affects

the child's behavior in at least three ways. First the parents serve as

model for the child to identify with and imitate. Second, most parents

have specific expectations about the way they want their children to

respond and behave. Finally, parents control the rewards and discipline

the child receives. Bandura et al (1963) demonstrated that studies

involving a relatively powerful adult, a relatively powerless adult, and a

child reveal that the child is morelikely to imitate the powerful adult. Miller

(1975) found that among kindergarten girls, working mother's daughters

had less traditional role concepts than the daughters of housewives; they

more often aspiredto be justlike their mothers than did their class-mates,

and they tended to be generally more aggressive and resourceful.

The present data reveals that, the executives of group |

seem to be socially outgoing and comfortable in large groups of

People(table-10). In their relationships with others, they emphasize

“operation rather than manipulation and are likely to be kind

*PPreciative, patient, cautious and are concernedwith properetiquette



 

 

The internal-external personality metaphor has been given

considerable attention by Rotter (1954, 1966) and Lefcourt (1966, 1972)

introverts are more resistant to social influence, less conforming, and

more independent than are extroverts. Extroverts are more likely to utilize

available information in the situation that is relevant to their decisions and

goals. In an experimental study by Seeman and Evans (1962) exiernals

used previously learned information to a greater extent than did iernals

when they were both called upon to make decisions whereincorporation

of that prior knowedge would be advantageous. Among tuberculosis

patients ( matched for hospital experience and socioeconomic class),

internals possessed more objective information about their illness than

did externals.

Other personality characteristics such as self-control and

tolerance are learned social behaviors. According to Bandura (1969)

nurturance, or affectionate care and attention are learned similarly as

aggression is learned in a family. Children tend to imitate the warm,

rewarding, affectionate model instead of the cold, punitive, distant one

Bandura and Walters (1959) found that parents whophysically punish @

child for aggression are'modeling and fostering the very behavior they

are trying to eliminate. Parents do foster aggression in other ways, for

example, bytelling their son to "be a man", alwaysfight back and use his

'S'S, parents are explicitly training and encouraging him to be aggressive

       

  
  
  
  
  
  

  

 

  
  

   

  
    



 

toward other people. Such parents not only condone aggressive

behavior; they demand and reward it.

Achievement motive among group I and group Il

executives (table 10) also differs to some extent in the way that both

groups of male executives are able to achieve on their own self-direction

but at times they still need external verification in order to feel

comfortable. VWwomen executives are similar to male executives in this

respect but they only differ in the degree of intensity. Group II of female

executives are more creative, insightful, foresighted, logical and versatile

than group | of female administrators. Generally, male executives are

task oriented, practical and emotionally self-sufficient with few

dependency needs. Female executives are generally practical and self-

sufficient but not to an exaggerated extent, they can dealeffectively in

autonomy and have an average need for dependency and affiliation

According to Meclelland (1955), De Charms and Moeller (1962) within

any given society at any time, some groups consider achievement

motivation to be more important than other groups do. Numerous

investigators have outlined the personality differences between high

achieving and low-achieving persons. The high-achieving person 'S

academically oriented, is independent yet compliant with authority, has

high Self-esteem, can delay gratification of wishes, and hasa relatively

"igh, yet well controlled level of anxiety (Sontag, et al, 1958, Taylor

'%4). Parents play a significant role in the development of these

  

  

  

  
  
  
  

 

  
  
  
  

        

  



 

characteristics in a child. Generally, the parents Of high-achieving

students have lofty expectations and Standards for their Children They

tend to be more involved with their children than are parents of low
achievers and they demonstrate warmth and approval when their

children are successful. However, whentheir children are not achieving

the parents are often rejecting and hostile. Parents of high-achieversalso

appear to be more competitive themselves. They are often described by

their children as being overprotective and pushing for success (Haggard

1957; Rosen and Andrade, 1959).

Atkinson and Feather (1966) described two kinds of

achievement motive, viz., the drive to succeed and the drive to avoid

failure. The two kinds of drives resulted in somewhatdifferent patterns

The fear of failure, for instance, involves much more anxiety and often

underlies the choosing of either very easy tasks or tasks that are so

difficult that no one could be expected to succeed in them. This kind of

motivation tends to result in high success on rote memory task, on speed

of performance in familiar tasks, and on single solution, convergent-

thinking types problems. By contrast, the more positive drive toward

Success, becauseit entails less anxiety, tends to allow for more creativity,

Nore productive thinking, more expansive original solutions, and higher

Performance on certain kinds of intellectual tasks.

The last three scales, measuring the intellectual and

Merest modes of CPI, reveal quite different pattem of development in

    
  

   

  
  
   
    
  

     

   
  



 

group | and group ll executives (table 10). Male ©xecutives of group jj

appear significantly better than the executives Comprising group | on Py
psychological mindedness. SO group Il of male administrators are more

capable of figuring other people out, i.e., to accurately perceive the inner

needs and motives of other, while they are at Par with the executives of

group | on other two scales, Flexibility (Fx) and Femininity (Fe). The

reason may be their identification with male parental model. GroupI! of

female executives is shown significantly better than female executives of

group | on all the three scales, which means that they are more

nterested in and responsive to the inner needs, motives, and

experiences of others; they also display high degree of flexibility in their

thinking and social behavior and have more feminine interests. The

feason may be one as Pikunas (1972) proposed that the individual's

sense of self-identity is largely a result of early identifications with otherof

WS or her sex parents. Mothers of group Il executives are either

nMousewives or working on non administrative positions, that is why

“ldren influenced by them have the characteristics most commonly

aurbuted as feminine. According to Rosenburg and Smith (1972) a

umber of studies on adolescents focus on gender-role concepts show

“at children of employed mothers are less stereotyped.

The aforementioned factors demonstrate that parental

*cupation does effect the socialization of their children which is revealed

  
  

  
   

  

  

   

      

  
  



 
 

ny the personality traits of the individuals includedin the present study

These findings confirm our second hypothesis.

Hypothesis 3: Attitude of executives toward work

The results (table 11) show significant differences among

male and female executives in their ability to manage work. Female

executives are more work oriented and have less stereotyped attitude

towards herrole in the workplace. The reason may be the women who

have adopted the non-traditional roles in N.W.F.P society are considered

to be suffering from masculinity complex which is a repressed desire ofa

woman to be a man and act out as a male through escape from their

traditional feminine role. The discrimination against these women is so

strong that they have to work almost twice as hard as mento prove their

yorth and to be taken seriously. Khan (1988), reported that the working

women of NWFP,urban population, are more satisfied with the work they

are doing outside home and express a sense of fulfillment and

satisfaction on making positive contribution to the society. The findings

thus confirm our third hypothesis,viz., female executives will have less

stereotyped attitude towards work-management than the male

executives.

 

  

 

  

         

  

  

  



 

 

 

Hypotheses 4 and 5: Male and female executivesrated by

their subordinates

The results (table 12 and 13) indicate significant

differences in the ratings for male and female executives by their same

and opposite sex raters. Male executives are rated higher on all the

scales of Purdue Rating Scale by their female subordinates while female

executives are rated lower by their male subordinates on all scales of

Purdue Rating Scale. In view of the present author, if discrimination

begins early enough and is consistently applied in many spheres of a

person's life, then that is the only social reality available on which to base

one's self-identity and from which to derive a sense of self-worth. Many

studies have documented the general acceptance by women of the

stereotype of inferiority. Goldberg (1968) demonstrated that six articles

on subjects ranging from education to law were read by college women

Nothing was said about the authorship of the articles, but for each subject

half the articles were supposedly by a male author and half by a female

author. The articles were consistently rated as more authoritative and

more interestingly written when attributed to male authors than when

attributed to female authors. Crandall (1969) studied groups consisting of

male and female subjects of three age groups (7-12 years, 12-12 yom

and 18-26 years), and showed that females consistently had lower

expectations of their task achievement and academic success than did

men
their matched male counterparts. Perceived differences between

  

              

  

  

   

  

    



 

 

  

  

  

        

  

 

  

  

  
   

  
  

and women are consistently unfavorable to women.In a Study of 884

managers and administrators of both sexes (Rosen & Jerdee. 1978)

women were seen less favorably in terms of knowedge,aptitude. skills

motivation, interests and temperament demanded in most managerial

jobs.

One can say, the social attitude that preserve and justify

the status quo, are the more abstract meansof controlling thoughts. The

attitude concerning women's competence and commitment to work

continue to influence employmentdecisions and has also adverseeffects

on the prospects of their promotions. Governmentis also playing partial

role in this regard. According to facts and figures collected by Khaliq

(1990) from different government departments, there are 2189 seats for

college teachers in N.W.F.P. Out of which 1781 seats are for male

teachers and only 408 seats are for female teachers. Grade-wise

classification of these seats show that for grade 17, the seats alloted to

male teachers are 1260 and only 289 seats are allocated for female

teachers. In grade 18 there are 445 seats for male teachers and 102

posts are for female teachers. Again, in grade 19 male/female seats are

74 and 17, respectively. In grade 20 there are 2 seats for male teachers

and not a single seat is for a female teacher. Same is the condition of

women in the profession of medicine, where there are 2730 posts for

doctors on the whole, out of which 2387 seats are for male doctors and

9 . e

only 343 seats are for female doctors. To elaborate,In grade 17 there ar
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4786 seats for male doctors and 265 seats for lady doctors. in Qrade 18

the seats limit for male and female doctors are 527 and 65, respectively

in grade 19 the seats for male doctors are 67 and 13 seatsare for female

doctors. Again, no postis for a lady doctorin grade 20 and 7 seats are

for male doctors in the same grade. So, women of N.W-FPis not only

constrained by the social taboos to work out side of their home but the

discriminatory attitude of the governmentalso restrains the opportunities

for making use oftheir talents.

As shown in tables 17-26, there is a negligible difference

between the ratings for the administrators by their same sex

subordinates. The only difference appears (table 17) where female

administrators are rated higher by their female subordinates on the social

responsibility scale, than male administrators rated by their male

subordinates. It may be because womenare generally perceived to be

gentle and sensitive to others. Statistical analysis clearly depicts (tables

18-26) that educational qualification of the executives yielded no

difference in the ratings of the raters which consistently confirm that the

only influencing factor is the genderof the rater and the one to be rated

The perceived gender discrimination in evaluating the performance of

administrators leads to the conclusion thatit may be due to the very few

Prevailing co-workingsituations in N.W.F.P. Men and womenare notfully

aware Of each other's capacities so their judgement would depend less

their
on their actual experiences with one another, and more Oe



  

»

stereotypes. It is expected that a better change may occur with the

passage Of time wnen more competent women will comeforward to work

with the male citizens of N.W.F.P, for the national progress. Men and

women in the same profession may differ with respect to some

characteristics, such asin their level of self-confidence and achievement

motive but certainly the differences exist within the people of each sex

too. It may be realized that the biases involved in the sex-role

stereotypes might be damaging for properutilization of human resources

Human abilities can not be properly actualized without removing

psychological barriers causing discrimination among sexes. Besides, the

mprovementinliteracy rate of the population will increase accepiance of

female talent and capabilities. The findings thus support our fourth anc

fifth hypotheses, which state, "Eemale subordinates will rate the male

executives more positively as compared to male subordinates” and "Male

executives will rate the female executives less positively as compared to

female subordinates".

arch study have
To conclude,the results of the present rese

confirmed all of the five hypotheses.

 

  

  

  

            

  

   



 
CHAPTER V

  



 

significant gender differences between personality characteristics of male

oes act as an influencing agent in the personality traits of the

subordinates.

T

ad female executives of N.W.F.P andto ascertain if parental occupation

Following are the main findings of the present research

  

   

  
  

  

    

          

Some general conclusions and suggestions

The main purpose of the present study was to find
ou

vecutives. The effect of genderstratification in the society of NWFP

as further studied by evaluations of these executives by them

Male executives excel in the personality traits related to interpersonal

effectiveness, intellectual stance and achievementability than female

executives.

Female executives surpassed male executives in the attnbutes

associated with intrapersonal controls, value styles beliefs and

conceptualinterests.

f j : i tinDut G
Professional likeness among parents and children have contnbutec

: é

Positively in the development of leadership qualities essential for

P . sesure fessor

administrative and supervisory abilities, whereas prove



 

  dissimilarity among parents and offsprings Provoke qualities required

for socially charismatic, persuasive and popular personalities

Q
a
. Female executives are more liberal than male executives in ther

attitude related to work management.

e Female subordinates have rated their male boss as a more effective

administrator whereas male subordinates have rated their female

boss more negatively.

On the basis of abovefindings, the following suggestions are offered for

improvement of general condition of our society.

a) The existing situation demands that attitude of the society towards

women must be changed. Efforts should be made to modify sex

stereotypes, which result in negative attitudes towards women and

their capabilities especially as leaders/executives.

0) As acorollary to above one, programs may be managed to modify the

prevalent attitude and beliefs of masses about the appropriate role

and worth of a female.

   

  

  

  

  
  

       

  



 

  

 

  

  

     

  

  

 

  

  

 

  

  
  

   

~) Women should get opportunity of self-understandingto strive for self-

actualization. She must be encouragedto gettraining in anyfield in

which she has interest and aptitude and can make a contribution

toward the national development.

Day care centres may be established for children of working mothers

to provide them optimal work environment.

e) The prevalent social norms of our society that identify house hold

chores as the sole responsibility of women needs to be changed

f) The government must ensure that women are accorded with their

rightful place in society and given the respect, care, and opportunities

provided by the constitution of Pakistan as well as our religion. The

centuries old belief system of negative attitude towards female child

must be changed by taking some practical steps, ©-9., abolishing the

dowry system to reduce the financial burden and replacing it with the

women's legal share in father's property. Similarly , Islamic system of

prompt dowry (Mahr) in accordance with the financial status of the

husband need to be established legally and socially while the

deferred dowry maybeleft on the mutual acceptance of both parties



 

  

  

  
  

The inclusion of housewives in a similar study would extend

xnowedge regarding gendertraits in termsof
women working inside

and outside of their houses.

») Other predictor variables, e.g., individual's 1.Q, achievement mot
: motive

birth order, attitude towards job, fear of success maybe includedU in

the future research.

 



 

APPLIED SIGNIFICANCE

Times have changed The world has dramatically altered

We constantly experience pressuresofsorts: of a changing international

scenario, new economic challenges,rising expectations and population

explosion of alarming proportions. To respond tothecrisis. one must be

sincere and consciously aware of the role and duties to be Paid. It would

be hard to deny that the gap between the developed and the developing

countries could be bridged, among other things, by according due

recognition to the role of womenin society. The World Bank recognizes

the significance of the gender issue and hasallocated large resources to

give women a better and stronger position in their families and societies

Researches unambiguously show that genderinequalities slow economic

growth and lead to further social deterioration in the poorest countries in

‘he world. Governments can not claim economic growth and poverty

reduction as their objectives, while ignoring roughly half of their

Population.

Poverty reduction begins at ground zero, in each single

Neusehold, with the upgrading of the social status of the women In the

family, Village and community and a better understanding of her crucial

‘Ole for the well-being of the entire society. The woman thus has to be

m heore than a mere decorative appendage at home. We need not tread t

    

  

  

  
  
  

   

   

  
  



   

      

  

 

  

game course of western society. We must evolve our own work culture

by steadfastly clinging to age-old values. Butin the Process, we need to

aurse NO inhibitions in conceding that, off the beach and way from the

oub, the western women today is more productive work-wise. Her zest

for work iS to be envied, her permissiveness censured.

Like some men,not all, some womentooaregifted by God

a some way or other. Surely, we can ill afford to wastefifty percent of

human ingenuity at time when technological innovation and economic

growth are determined more by the quality of human resources rather

| than by natural resourcesor capital or unskilled labor.
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APPENDIX A

PERSONAL DATA SHEET

Qocupation..........-+++- Parent's Occupation (Father)

(Mother)

REG3c: Posted at........0.....0c... As

ACADEMIC QUALIFICATIONS:

Division/Grade Any Distinction  
Matriculation

 



     APPENDIX B

WORK MANAGEMENT SCALE

FOR

EXECUTIVES 
Raw SCOFPeS.........cc.ccceeeeeeeeeeees
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seis READ THE INSTRUCTIONS CAREFULLY BEFORE
ASWERING THE QUESTIONS:

yTRUCTIONS

The questionnaire consists On a number of simple

questions, related to the nature of your job andits environment. This is

| nota test for your judgement but we wantto get information for our own

eke. so work quickly and give the first answer that comes to your mind.

‘isnecessary that you should finish this entire questionnaire quickly. To

#9 $0, you cannot spend muchtime on any one question, as there are no

ight or wrong answers.

following is a sample sentence:

MY PARENTS ENCOURAGEME. ...... AUSRN

For each question decide which ONE of the following

words

) ‘ways, Usually, Sometime, Rarely, or Never". Should be put in the

“ee of the blank to make the sentence most correct for you. Thencircle

) "e letter on the right that stands for the word you have chosen.

"A"stands for Always "S" stands for Sometimes.

"U"stands for Usually "R" stands for Rarely.

"N" stands for Never.  
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Thus, if you believe that your parents "ALWAYS"

encourage you, you should puta circle around the "A" on the right of the

ayestion in the following manner.

My parents............ encourage me. Ay SRN

in selecting your answer, considerthe five options asif they were points

on the samestraightline, thus:

 

 
YOU DON'T RECALL USUALLY RARELY you pont
THAT IT WAS EVER OCCURS ABOUT RECALL THAT
ABSENT 50% OF THE it EVER EXISTED

| TIME. | |

ALWAYS SOMETIMES NEVER

Note that the word "Never" is not on the exact end of the

ine. That is because we do not mean by the word "Never" that it is

™possible for the condition to exist: we are interested in what you

femember quickly at this moment-—-——---not in whether the sentences are

Possible or impossible. Use “Never” whene you do not think quickly of any

ume when the Condition existed.

Note, too, that the word "Always"is also not on the exact

en ; ,1d Of the line. Use "Always" where you do not think quickly of any time -

“en the condition did NOT exist.
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se “Sometimes” where the condition occurs about 50
se

f it occurs much more of less than 50 per cent of the -

 

 

sgcent of the time.|

) see vse "Usually" or "Rarely", as the case may be.

44" AIWAYS, "U" USUALLY, "S" SOMETIMES,

"R" RARELY, "N" NEVER.

SCORE

MyStaff cooperates with me......... AUSRN

lam satisfied with my job......... AUSRN

| feel thatit is hard to get work done

out of people other than my own sex.................. AUSRN

. * |__mishto be at a job other than this one......... AUSRN

_* |__feel myself incapable forthis job............. AUS RN

_ +——agree with the statement that females

%essintelligent than males... AUSRN

peslourish if both men and
wome i iti
: n follow their own traditional roles of
®adwinner and housewives

m
e
a
t
a
l

|
fee] threatened to think about; others| E Who may SUrpass mein their
“vements.

tee. AUSRN   
 



 

 
 

  
   

      

. —
aS

' wank fOr
aus

f ' 3 VW

Aus

‘ hasi an he nn oe frre
eel bad ¢ 9 people's ;

,a11cos
‘ vt ¢ —_— .

wt ; j wart t eC v'¢
Al RN

a mn he a deassons

y c 3

a 7 © © &

tor hannvhersel
AUSHWN

* ‘ Ws rnanric r or ene © ‘yh make

Ay na j jemands a serious Chorce ae

f ‘ NV ~ =a elooar.m a

‘ } tf a 0 » 4 e uf ac e232 us

a11:cosh
AU S “mM

ras ¢
Avance hey ¢ Goer

venen i n advance about dong @

‘
— _ ba rer ou: Stewie '

; : Wy x aia ce 2 t € | : oe

* eo fk

mtot xd down
ms SHWN

’ . > . ve it ‘ J a *

“, sh than Oe

think | am moreinterested in work han &™

“a Ie cwr< f

ae
;

** ive r=" 4 j ur ’

e neaicier it if «

 



 

smear | have a suggestion that ought to be made at
7 we

» meeting, |_ stand up and make it

 

as a matter of course
AUSRN

e open suggestions AUSRN

seen that a woman who follows

9 career can seldom expect to have a

sanefaciory home life AUSRN

pecial jobto do, | organize

-arefully before goingto start AUSRN

a ___feel good about the people whom

ow personally owe their successes more

to ability and hard work AUSRN

aaree that men and women are

OaeacAally different in their make up and

 
Susted to fill different roles AUSRN

‘ ~ + sr . ~ — * ary

aking plans which concemother peop

prefer to keep them in dark unt

"we‘net ¢
a DOssiD e moment AUSRN 

 

iSCORES£S
ae

 



 

 
  

“nary emergencies of everyday ife

orefer to take orders anc be nets

~. ‘a - a * > # :

ve orders and de esponsiDie AUSRWN

natters., | ike to keep an

. .
j AUSRWN

pry al strength, | _ - rear

> aman car
‘ = ™ =

AUSRN

have a pretty defrvte

AUSRN

active chancefor leaderstup Comes

: __ let t Sip AUSRN

n official problem, __ee

else is in as a good poston

as AUSRN

foe tT ‘

wt

 
  



 

SCORES

 

t myself as an excellent
os )

AUSRN

r myself as an excellent

AUSRN

 

  



 

 

APPENDIX C

RATING SCALE FOR ADMINISTRATORS AND

-

>er

ons: Among the five categones (Always, Usually, Sometimes

mever) choose a DOXx most appropriate to your Own opinion for the

mous the person in question and put a ( ¥ ) mark

Always Usually Sometimes_ Seldom Never

ssesses general 1

t ( ¢ r

cy “hte ~~ rh Ss

at) *yedct

mor yity >

' fut inewd calm

bm ste self A\ ;

dnote ‘

orrearnac +
E oO wi r c

ufR “ -~ .
si nen x

‘ CHems

‘
oun eG st ~

erence

‘we “Pra |  



 

Always Usually Sometimes Seldom Never

ot ofViO
f

vats Sa Vv(dencs 4

ar

ryt wet Baty
i

an Patt anal

oe?6 4 goais

‘ wwt ¢ aru iatolh
| yand acequaicly
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& alert to re- 41

rmgze or devise

eat POPs 7a movations

toe nt an ’
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<r » , ~ +_« HS 3 3 if ter

Sather wheos of¥ wuos

  

   



 

Always Usually Sometimes Seldom Never
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15cinpeoy> :

personnel as

.
f

Selacis equipment 16

wtsery

Makes effective 1/7

effort to obtain

huvie for

pod ~ rv ‘set-improvementof

supordinates

* rye hari 187? 5 ara 1

. a .

vrercomes additional 19

Ssponsibilities

ha e eng =‘ se ero © = Q © ” N Oo

~ —_
S work

Pert neti
Pors¢ny
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Promotes public 34

eaons

Anemopts to onent 35

hee WOK ft ine

Team work: conforms36

to the purposes and

plans of the organi-

Zabon which ne serves

Always Usually Sometimes § ees

  



 

APPENDIX D

ST OF ITEMS RELATED TO FACTORSOF

PURDUE RATING SCALE

sacToR 1: SOCIAL RESPONSIBILITY / FAIRNESS TO

ww

ls emotionally poised and calm

Welcomes differences in viewpoint

Uses democratic procedures where possibile

Employs as capable personnel as possibie

Makes effective effort to obtain funds for selfimprovemert

of subordinates

‘A Compliments and thanks his subordinates appropriately

and sincerely

Recognizes and rewards meritorious achievement of hes

subordinates

$ honest and dependable in dealings with suboranates

ry

xsplays unwarranted favouritism to some suborGnates

'S pust and considerate in discharging subordinates

‘Mhgeneral morale of his staff  



 
 

Promotes public relations

Attempts to orient his work to the welfare of society al

roeage

ADMINISTRATIVE ACHIEVEMENT

Possesses general knowedge

Possesses specific knowledgein his own field

Has adequate self-confidence

Welds staff into unit with clearly recognized goals

inspires subordinates to independent creative work

Makes plans carefully and adequately

Is alert to recognize or devise useful innovations

Understands the objectives and interrelationships of his

entre staff

Does a good job of systematizing and coordinating units of

Has knowledgeof pertinent details of his subordinates

wore

uipment wisely+.

Yveicomes additional responsibilities

i ‘ ‘
“Sets emergencies in his work competently  



 
 

cts his work as expeditiously as possible
> taleLore.

rk of his organization gets done on timeThe essential WO

nt work of his organization is doneaerma
The anporic

possesses insight into the problems encountered by his

subordinates

arto % DEMOCRA TIC ORIENTATION

WN

ncemed with own personal problems

$ available to counsel and assist his subordinates

Appropriate ideas and work of subordinates to improve his

Own stancing

Does everything possible, consistent with a subordinates

abetty to advance him

' Teamwork conforms to the purposes and plans of the

ogaruzation, which he servesge

 



   
APPENDIX E

tIEF VIEW OF THE NWep. ‘
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Bajour, and Buner. Its capital was at different times at Purushapura

(Peshawar) and Pushkalavati (few miles north of Peshawar).

The Province's Population

The N.W.F.P is invariably thought of as the land of

Pakhtuns, from which follows the proposition that politics in the area were

the singular expression of that ethnic group. These assumption are

accurate for the tribal area, but the province did not have a homogeneous

population. According to the latest, fourth, decennial population census of

Pakistan conducted in March 4981, the population of N.W.F.P_ is

41061000, which is 13.1%of the total population of Pakistan.

The 99.48% population of the province is Muslim. The

mother tongue of 68.3%is Pushto language, 18.1% speak Hindko, 4.0%

speak Siraki and less than 14% speak Urdu but majority of them

understand Urdu. English is also spoken among literate of them.

Theliteracy ratio for Pakistan in 1981 was 26.2%for those

wWno are 10 years and above. For NWFP, literacy ratio was 16.7%is

much higher in males, i.e, 25.9% comparing with females, i.e., 6.5%.

There are 3.1% graduates, 4.26% postgraduates, 0.3% engineers, 0.2%

MBBS! BDS doctors, 0.87% diploma holders, 562% intermediates,

22 88% matriculates, 26.92% middle and 28.42% are of primary level.

The labour force of the NWFPis 74%. Un-employmentrate

of which 2% for males 6.5% for females. 60%of the labour

farce helono to agricultural, animal husbandry, forestry, fisheries, and
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stained a vita e in the Pakhtun's lives as a measure of wheter «

pers was actinglike a true Pakhtun

The Pathans way of life is also govemed by casa

‘omary law) and “shariat", (Muslim law). Rawej is more in use tar

© sManat and is generally preferred. Marriage end infeiesce
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the most extreme divergences from the shariat,

4y British writer. Lumsden, B.H, who deseribes it as

he Yusufzai was the division of the inheritance into

jants of each wife rather than merely equal

The Hujra

uty center, represents a gentler and

he Pathan character, It exists in practically every

age

©

Som He settied area and in tribal territory, and is considered a

prestige. Traditionally used as a male social

3 serves as a focus for community action

SAE OSES Sxecstive, judicial, and legislative functions. and
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   women of upper class families have no Say in thes lives. inteligent anc

aggressive wih in the limits prescribed by custom. these

the substantial domestic affairs of their men and play a maior oar

arranging marriages and family alliances. The women

practical means of implementing the demands of “meimes

hospitality), so important a part of Pukhtunweli. The women are as

fanatically devoted to Pukhtunwali as their men, and are frequently ar

mportant factor in urging the obligations of “badal” (revenge) on their tary

or reluctant males

The wivesof the ordinary tribesmen do most of the work coolang

washing and sewing, etc
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