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Abstract
Commitment persona is good forecaster of various job correlated behaviors. Present study aspires to see the impact of personality traits on job commitment at Bank ALFALAH of Pakistan. A total of 150 officers were chosen. They were divided into two groups male and female equally. For data analysis SPSS was used. Pearson coefficient of correlation was functional for alliance among variables and T-test was carrying out to evaluate two groups. It was found that personality traits like companionability, directness to knowledge and meticulousness are absolutely while cordiality and neuroticism are negatively correlated with job commitment. Female were low on traits companionability, openness to experience, meticulousness and high in agreeableness and neuroticism. Same circumstances arises when both groups was compared for job commitment. Level of job commitment was towering in male than female employees at Bank ALFALAH Narowal. The result of current study has so many insinuations, if bank have to grow it should focus on personality traits of its employees to understand them and build up them superior.
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Section 1
Chapter 1:INTRODUCTION
Very minute work has been done in the field of human resource development with respect to personality traits and their upshot on job commitment. A batter understanding of association between personality traits and job commitment is essential for HR managers, as it can assist them to appoint employees, those who are more favorable for position vacant and to start advance programs for precise to that personality type because commitment only work best when commitment features are relate in best way. Managers have to choose physical limitations and factors to motivate employees. Banking sector in Pakistan budding quickly and have contest to a great level, so this division need much attentiveness for employees commitment, than ever before. The current study will examine the impact of personality traits on job commitment, and it will also measure up difference stuck between male and female employees of this sector at Narowal. 
1.1 Background of the Project
Naylor, Pritchard, and Ilgen’s (1980) identify the motivated behavior as it capitalizes on projected affect. Dispositional theorists have agreement on, that individual have moderately established distinctiveness that have effect on their behavior and attitude Davis-Blake & Pfeffer, 1989()
. Researchers also agree that individuals are also different with respect to level of commitment  and perceptions of factors, which make their commitment to job, all individuals are not motivated by identical factors Furnham, 2005()
. While many researchers believed that these are situational factors like pay, workplace environment and reward policy that change the employee’s behavior at some specific situation in the field Furnham, 1992()
.

Human resources are alike to natural assets as they’re habitually shrouded deep and one has to reveal them and it desires apt environment to make them expensive. As researchers in earlier period wrap up that, dignitary that are lofty on ingenuousness to familiarity with trait of Big Five Modal of personality, are imaginative and probing and goaded for new ideas McCrae, 1996()
. Same as, personage who are gregarious person, are social, buoyant and leading Watson & Clark, 1997()
. 
  
Locke, 1976(Gellatly (1996)

 Reported that effort to empirically connect persona with motivational variable have conflicting outcome. The aspiration to outshine and take rewards has been acknowledged as a basic inspiration of extraverts (Gray, 1987; Lucas et al., 2000; Stewart, 1996). The majority work on job commitment is concerned with situational predictors )
 whilst overlook individual dissimilarity Staw & Ross, 1985()
. Although a lot of work done on personality with all perspectives, but yet there is need to work more on it to make exact declaration on its functionAustin & Klein, 1996()
.
    
So it’s valuable to check it over again in Pakistan, because there are incompatible consequences in preceding research on our projected variables.
1.2 Introduction of the Organization 
Bank ALFALAH become into being as public limited company on. It is a public limited company. It commenced its operations on and working as bank as per banking companies ordinance 1962.It is listed on Islamabad, Karachi and Lahore stock exchanges.  Bank also steps forward in Islamic and agricultural banking. It is working under banking license number BL-7 and February 23, 1992 and 0709045-5 as national tax number. It is founded on June 21, 1997 at Karachi .It’s key people are H.H Sheikh Hamdan Bin Mubarak Al Nahayan (Chairman).
1.2.1 Vision Statement: 
            To be the bank of first preference in the state.

1.2.2 Mission Statement: 
             To be the most important private sector bank in Pakistan with global presence, distributing quality services through ground-breaking technology and effectual person resource management in a contemporary and progressive organizational culture of meritocracy, keep up high moral and proficient principles, while provided that improved value to all our venture possessor and causative to humanity.  

1.2.3 Core Values: 
             Bank have following core principles
· Fervent about accomplishment, customers and delighting them with quality of service.

·  An idiosyncratic speculation, carry exceptional presentation, return and worth.

· A consummate observance, supremacy and dealing ethics.

· Considerate for our grassroots and help them to produce.   

· Devotion towards communal progress and development in excellence of life.
1.2.4 PACRA Rating: 
            Bank ALFALAH has A1+ rating in short term and AA rating in long term. These ratings are provided by Pakistan Credit Rating Agency Limited and are defined as are given bellow,
· A1+ is obligation supported by the highest capacity for timely repayment.
· AA is defined as very low expectations of credit risk.

1.2.5 Major Share Holders:
 (As on Dec 31, 2013) are given bellow 
	Shareholding Entity
	Sharing % age

	Fauji Fertilizer Company Ltd
	43.15

	Fauji Fertilizer bin Qasim Ltd
	21.57

	Fauji Foundation
	07.19

	National Bank of Pakistan/ National Investment Trust
	06.21


1.2.6 Branch Network: 
Bank ALFALAH has its branches and ATM in all provinces of Pakistan and AJK . [image: image3.png]i
i




 The Bank is currently operating through 648 branches (as on December 30, 2014) including 480 Conventional, 17 Islamic Banking and 11 Overseas /International branches. There are ATM networks and branches in all (North, Central, South) regions.
1.2.7 Financial Reports: 
Reports can be visualize at link given below
http://www.bankalfalah.com.pk/financial_report.php
I prefer banking sector for my research because here we can see actual running in all facets like fiscal, communal, industrial and human resources growth under one covering. For my study rationale I choose this meticulous bank due to its easy approach and connection with employees. IT will help me to collect data easily and in my time and cost budget. 
1.3 Research Objective:
General Objective: The goal of existing study is to assess the effect of employee’s personality on job commitment. 

Specific Objectives:
1. To study personality traits of employees in Bank ALFALAH.
2. To measure overall job commitment of employees in Bank ALFALAH.
3. To find out relationship between personalities traits and job commitment of employees in Bank ALFALAH.
4. To give suggestions for improvement.  
1.4
Significance 
 The purpose of Human recourse development is to make employees an efficient and effective worker. Although promotion, reward, pay play a significant role to motivate them but there is need to recognize motivation in light of personality traits because all individuals are not same. Although previously much work done on this aspect but results are not conclusive. Motivation theories mostly tested in other cultures that are totally different from Pakistani culture. So there is strong need to check it again in our country. This study is vital as it will throw light on this overlooked aspect of HRD which though implicit, still reflect on a lot in the professional career. It will help human resource management in banking sector to take in account personality in hiring decisions as a cost effective tool.
          CHAPTER 2 :LITERATURE REVIEW
Human personality and its association with other social, economic and personal variables is area of interest for organizational psychology researchers(Grandey, 2015). Personality has been considered as an important factor in the job related studies specifically for predicting the job performance. It is a behavior which differentiates one person from another (Beer & Brooks, 2011) and provides acumen whether a person will do some specific job, in comparison to others (Sackett et al., 2002). Moreover, the traits, relevant to personality, are considered to be stable and steady throughout the work life in a personality behaviour model (Denissen et al., 2011; Gerber et al., 2011; Myers, 1998). Hogan and Shelton (2006) pointed out that the personality theories examine the variances and similarities in a person. The similarities can be used to predict one’s performance and behavior, as they provide the collective attributes of human nature. Whereas, the variances provide the measures of individual’s performance and are used to describe human performances and behaviors. Blickle, 1996Norman (1963)

 are organizer of big five model of personality. Big five model based upon five type of personality traits, openness to experience, extroversion, conscientiousness, neuroticism and agreeableness (Tupes and Christal (1992)

 and ).  People who are high on openness to experience ,they will be unprejudiced and will favor diversityLounsbury, Sundstrom, Loveland, & Gibson, 2003()
. This aspect has formerly called intellect, culture, and openness, and the majority of people who have openness to experience personality trait,  possibly occupy all these factors Mount, Barrick, & Strauss, 1994()
. Researchers in past conclude that, individual that are high on openness to experience trait, are inspired and snooping and aggravated for new thoughts McCrae, 1996()
. The other trait is extroversion, this term was first time used by Eysenck, 1981(Jung (1923)

. People who are high on extroversion scale will be looking for sensation and need continuous encouragement)
. The ambition to surpass and take valuables has been acknowledged as a basic inspiration of extraverts (Gray, 1987; Lucas et al., 2000; Stewart, 1996). Same as, individual who are extrovert, are social, optimistic and leading Watson & Clark, 1997()
. Organizational psychologist recognized neuroticism as absence of emotional constancy(Goldberg, 1993).Outgoing human beings are foremost, optimistic and gregarious whilst people who have neuroticism mannerism are poor in alteration in pressure state of affairs Watson & Clark, 1997()
. Agreeableness deal with social interaction(Albrecht, Bakker, Gruman, Macey, & Saks, 2015). People with this personality traits try to manage interpersonal relations(Phipps, Prieto, & Deis, 2015). Conscientiousness is defined as tendency which expresses self-discipline, willingness for accomplishment, dependability and organized and planed work behavior(Naik, 2015). Dispositional theorists have accord on, that person have reasonably recognized uniqueness that have outcome on their performance and approach Davis-Blake & Pfeffer, 1989()
.Researchers also agree that persons are also dissimilar with admiration to stage of inspiration and insight of issues, which stimulate them, all persons are not aggravated by indistinguishable factorsFurnham, 2005()
. At the same time as many researchers supposed that these are situational issues like pay, place of work surroundings and recompense policy that alter the employee’s performance at a number of exact circumstances in the fieldFurnham, 1992()
. The bulk work on incentive is fretful with situational predictorsLocke, 1976()
 At the same time as fail to notice entity distinction Staw & Ross, 1985()
. With reference to research on personality, some scholars captured that personality is the effective tool that predicts job performance (Ozer & Benet-Martinez, 2006; Schulman, 2011). The technique is mostly adopted at the time of personnel selection procedure (Barrick & Mount 2000).  There is accord in the most researchers that traits is dissimilar amid personage and have diverse consequence on job commitment. There are differences among the scholars (Cohen & Kirchmeyer, 1995; Dunham, Grube, & Castañdeda, 1994; Hackett et al., 1994; Iverson & Roy, 1994; Jaros et al., 1993) regarding the definition of organizational commitment. However, majority of the research scholars’ were of the view that the commitment is the combination of two distinctive but interrelated factors. The expert of the behavioral sciences named these factors as behavioral and attitudinal commitment(Nurul Jannah, 2014).Organizational commitment is considered to be an individual’s affirmative alignment toward the organization(Qing & Hongwei, 2013).Attitudinal commitment (also identified as effective organizational commitment) develops the employees’ loyalty with the organization (Porter et al., 1974). Employee’s affiliation with job is regarded as job commitment. Generally there are three dimensions of commitment, named as continuance commitment, normative commitment and affective commitment (Wong, Wong, & Ngo, 2012).Meyer & Allen (1997) indicated that these types are independent and are demonstrated by different individuals at different levels of management in job. Similarly, porter (1974) explained that job commitment is the extent to which employees accept the goals and values of organization and are desirous to remain in the organization. Committed personnel of an organization demonstrate positive intentions to serve their organization and they think very less about quitting the organization(Ab Talib, Don, Daud, & Raman, 2015). Latest studies illustrate that personality effects the environments in which individuals are living (Lin et al., 2015)and plays a significant role to select the situation in which individuals decide to stay in(Chun, Shin, Choi, & Kim, 2013). According to Phipps, Prieto, and Deis (2015)the preference for organizational environments, the cycle of individuals one choose to interact with and the kind of activities one enjoys strongly relies on one's personality. Agreeableness trait oriented peoples try to establish healthy relationship with others and hence they increase their commitment towards organization. Erdheim, J, Wang, M. & Zickar, M. (2006) argue that extroversion have positive association with all three types of commitment. In same study they prove that agreeableness and openness to experience are also predictor of all three types of commitments. (Voigt & Hirst, 2015).  Earlier research support that  conscientiousness and agreeableness have an  inverse relationship with job commitment(Ziegler, Schlett, Casel, & Diehl, 2015) but in same decade other researchers like Michel and Bowling (2013) reported that strong positive association between these two variables. Hence results are contradictory and need further investigation. So it’s valuable to verify it once more in Pakistan.
CHAPTER 3 RESEARCH METHODOLOGY
 3.1
  Data Collection Sources:
Primary data was composed with self-administered survey and for secondary data available sources like Google scholar and HEC online library.     
3.2     Data Collection Tool:
A prearranged, self-administered questionnaire was worn. It help researcher to decrease biasness and complete data much dependable. Seven point Likert scale was worn for retort items. That has options strappingly vary to strongly agree counting neutral item.
3.3    Subjects/Participants
Employees officer grade 3(OG3)0, of Bank Alfalah, at Narowal was my population.
· Officer grade 3, employee was unit of analysis for this research. 

· Sample size was 150 respondents. 75 in each group (MALE, FEMALE).
·  For this purpose an area and list frame was used. 
· Non- probability convenience sampling method was used. As a student I have two main limitations time and money so this way was well-organized and cost efficient as well as it assist me to have a uniform sample. 
 3.4 Data Processing & Analysis:
The questionnaires completed by the respondents were analyzed and the qualitative data was then quantified for the rationale of analysis. Frequency distribution used for qualitative data. Mean and Pearson coefficient of correlation was used for data analysis. Data analysis was done with SPSS software version 19.
2 CHAPTER 4 DATA ANALYSIS
This cross-sectional exploratory survey involved 150 respondents to who questionnaires were distributed. Out of 150 questionnaires, 75 questionnaires were filled by male (50%) and 705 questionnaires (50%) were filled by female respondents as shown in table 4.1.

Table 4.1: Frequency Table for Gender 
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	75
	50
	50
	50

	
	Female
	75
	50
	50
	100.0

	
	Total
	150
	100.0
	100.0
	


Analysis of descriptive statistics reveal that extroversions mean score was 3.46±.66 and for openness to experience it was 3.49 ±.70 while for agreeableness and conscientiousness it was noted 3.90±.67, 3.43±.67 respectively. For neuroticism it was 3.40±.59. It was further analyzed for all three types of commitment and it was 3.35±.64 for affective commitment. For normative commitment it was3.48±.61. Continuous commitments mean score was 3.39±.64. Most of the respondent was high on agreeableness score and normative commitment score. There was much diversity in openness to experience responses, affective and continuous commitment responses, as standard deviation is high in these three constructs. Results can be visualized in a glance at table 4.2, given bellow.      

Table 4.2: Descriptive Statistics
	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Extroversion
	1.33
	4.67
	3.46
	.66

	Openness
	1.50
	4.90
	3.49
	.70

	Agreeableness
	1.50
	4.70
	3.91
	.67

	Conscientiousness
	1.60
	4.83
	3.43
	.65

	Neuroticism
	1.70
	4.85
	3.40
	.59

	Affective

Normative

Continuous
	1.67

1.83

1.55
	4.77

4.67

4.68
	3.35
3.48

3.39
	.64
.61

.64

	
	
	
	
	


Pearson coefficient of correlation was calculated to check association between personality traits and commitment. Big five modal of personality was used for personality traits. It was find that extroversion have positive association(r=.768) with affective commitment. In same fashion it was positively associated with continuous commitment(r=.758) and normative commitment(r=.679).Results reveal that openness to experience trait has high positive relationship (r=.709) with affective commitment. It also demonstrates that openness to experience and normative commitment has strong positive (.675) association. Continuous commitment and openness to experience was also have strong association(r=.701).  Correlation analysis shows that there is negative correlation between neuroticism and all three types of commitments. It was noted(r=-7.44,-.668,-.337) for affective, continuous and normative commitment respectively. It was further analyzed to find out association among agreeableness and all three types of commitment, results were strongly positive, as it was (r=.773,.710, .637) for affective, continuous and normative commitment respectively. Near about same positive relation can be visualized in case of conscientiousness association with job commitment as results are strong and in positive direction. It was (r=.715) for affective commitment, for continuous commitment it was (r=.674) and for normative commitment it was find (r=.804).      Results are summarized in table 4.3, given bellow. 
Table 4.3: Correlations
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                                                   **. Correlation is significant at the 0.01 level (2-tailed).
To compare personality traits of two groups (male, female), mean were observed. It was noted that extroversion mean score (3.51) was high as compare to mean score (3.41) for female group. It was further compared for openness to experience trait and it was find that mean score (3.46) for female group was very much low as compare to mean score (4.50) for male group. It was also noted that male have high score (3.53) as compare to mean score (3.37) on agreeableness trait in female. Results reveal that male and female has no difference among groups on mean score of conscientiousness. Both groups have same score (3.48). But there was a major difference in mean score for neuroticism trait, as female show much neuroticism (mean=4.36) as compare to mean score (3.48) of male group. Results are presented in table 4.4. 

Table 4.4: Comparison of Mean 

	Gender
	Mean
	Std. Deviation
	Std. Error Mean

	Female
	Extroversion
	3.41
	.66
	.0756

	
	Openness
	3.46
	.73
	.0727

	
	Agreeableness
	3.37
	.65
	.0756

	
	Conscientiousness
	3.48
	.64
	.0741

	
	Neuroticism
	4.36
	.65
	.0655

	Male
	Extroversion
	3.51
	.67
	.0778

	
	Openness
	4.50
	.69
	.0796

	
	Agreeableness
	3.53
	.65
	.0756

	
	Conscientiousness
	3.48
	.61
	.0742

	
	Neuroticism
	3.37
	.62
	.0713


2.1 Summary:
The current study aims to explore relationship between personality traits and job commitment. Sample size was 150 officer grade 3 (OG3) from Bank Alfalah of Pakistan at Narowal. There were 75 male and 75 female respondents, categorized in two groups. Descriptive analysis shows that most respondents were high on personality traits extroversion, openness to experience, Conscientiousness and job commitment but they were little bit low on personality traits agreeableness and neuroticism. Descriptive analysis provides us a snapshot to understand various personality traits along with our dependent variable job commitment. It provides help to accomplish our first objective to study the personality traits of employees at Bank Alfalah Narowal Overall job commitment is also surveyed in this research and it was find that level of job commitment was high in bank employees hence it lend a hand us toward our second objective. To find our relationship between personality traits and job commitment, Pearson coefficient of correlation(r) was make use of and it was found that that extroversion has strong positive association with job commitment. Same as Openness to experience trait have highly positive relationship with job commitment while there was negative correlation between neuroticism and all three types of commitment. A moderately positive correlation was found between conscientiousness and job commitment. So we can say that personality traits like extroversion, openness to experience and conscientiousness, agreeableness are positively while neuroticism is negatively correlated with job commitment and we can predict job commitment behavior with personality traits (BFI).  Further analysis was conducted to check differences between male and female with respect to personality traits and job commitment.  The mean score for extroversion was low in female was significantly low than male. Male and female have same score on conscientiousness scale .Female was also low on trait openness to experience than males. Level of neuroticism was high in female than male respondents. Hence female are low on traits extroversion, openness to experience, agreeableness and high in neuroticism. 
CHAPTER 5:

CONCLUSION, RECOMMENDATION & LIMITATIONS
2.2  Conclusion:
 Current study examines the impact of personality traits on job commitment. It was finding that Personality traits are good predictor of work related behavior and there are significant differences between male and female employees at Bank Alfalah of Pakistan. Male employees are batter in traits like extroversion, openness to experience and conscientiousness than female employees while female are high on traits agreeableness and neuroticism. Level of job commitment was also high in male employees. Study is positive contribution in human resource management discipline with respect to Pakistan. 
2.3 Recommendations:
The results of study suggest several implications in human resource management decision-making in banking sector. Personality traits have great relationship with job commitment; we can use it at time of hiring to identify personal position best fit. We can also test personality of employees already in organization and can start development plans to overcome their personality traits that are hindering employees efficiency as well as organizational effectiveness.

2.4 Limitations and suggestions:

Previous researches demonstrate relationship between personality traits and job related behaviors. Current study is also reliable with preceding researches. But this study has limited scope and only explore banking sector in very small area of country. Due to  sample size and non-probability sampling it’s very hard to generalize its results. Current study involve only one bank of Pakistan in future  research should be conducted in whole country and should also include all public and private banks. Sample size should be large and if possible some batter sampling methodology like random sampling should be used to generalize results. Research also suggest that to better understand personality a longitudinal research design should be adopted as  my research’s major limitation is its cross sectional design due to time and budget constraints.  
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Appendix:
Appendix A:

IMPACT OF PERSONALITY TRAITS ON EMPLOYEE COMMITMENT; A COMPARATIVE STUDY OF MALE AND FEMALE EMPLOYEES AT BANK ALFALAH NAROWAL.
I am a student, enrolled in MBA program at Virtual University of Pakistan.  I am currently working on my Project. For that purpose, I am undertaking a research study on: “IMPACT OF PERSONALITY TRAITS ON JOB COMMITMENT; A COMPARATIVE STUDY OF MALE AND FEMALE EMPLOYEES AT BANK ALFALAH NAROWAL”
If you are interested then please cooperate in completing my research by participating in this survey. Your response is requested for all sections of the questionnaire, and it is desired that you should answer to the best of your knowledge regarding the given scale. It will take only a little time.

I assure you that the data collected from this study will be presented in aggregate form, whereby the confidentiality of participants will be assured at all times. No identifying information will be presented in the report.  Thank you in advance for your co-operation.


Gender:  Male            Female 
Officer Grade:    
            
Note Before: Please read each item carefully and decide to what extent it is characteristic of your feelings and behavior.

	Sr. No.
	Questions
	Strongly Disagree 


	Moderately Disagree
	Mildly Disagree
	Neutral


	Mildly Agree
	Moderately Agree 
	Strongly Agree

	
	Section: 1 This section will measure personality traits as described in Big five model of personality.


	   1
	2
	   3
	4
	5
	6
	7

	
	Extroversion 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	1
	I see myself as someone who is talkative.

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	2
	I see myself as someone who is reserved.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3
	I see myself as someone who is full of energy.      
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4
	I see myself as someone who generates a lot of enthusiasm.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	5
	I see myself as someone who tends to be quiet.               
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	6
	I see myself as someone who has an assertive personality.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	7
	I see myself as someone who is some time shy and inhibited.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	8
	I see myself as someone who is outgoing sociable.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	Sr. No.
	Questions
	Strongly Disagree 


	Moderately Disagree
	Mildly Disagree
	Neutral


	Mildly Agree
	Moderately Agree 
	Strongly Agree

	
	Openness to Experience 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	1
	I see myself as someone who is original, come up with new ideas.  
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	2
	I see myself as someone who is curious about different things.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3
	I see myself as someone who is ingenious, a deep thinker.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4
	I see myself as someone who has an active imagination.   
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	5
	I see myself as someone who is inventive.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	6
	I see myself as someone who values artistic, aesthetic experiences.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	7
	I see myself as someone who prefers work that is routine.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	8
	I see myself as someone who likes to reflect, play with ideas.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	9
	I see myself as someone who has few artistic interests
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	10
	I see myself as someone who is sophisticated in art, music or literature. 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	
	Agreeableness
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	1
	I see myself as someone who tends to find fault with others.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	2
	I see myself as someone who is helpful and un selfish with others.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3
	I see myself as someone who starts quarrels with others.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4
	I see myself as someone who has a forgiving nature.      
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	5
	I see myself as someone who is generally trusting.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	6
	I see myself as someone who can be cold and aloof.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	7
	I see myself as someone who is considerate and kind to everyone.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	
	
	
	
	
	
	
	
	

	8
	I see myself as someone who is some time rude to others.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	9
	I see myself as someone who like to cooperate with others. 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	
	Conscientiousness
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	1
	I see myself as someone who does a thorough job.

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	2
	I see myself as someone who can be somewhat careless.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3
	I see myself as someone who is a reliable worker.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4
	I see myself as someone who tends to be disorganized.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	5
	I see myself as someone who tends to be lazy.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	6
	I see myself as someone who preserves until the task finish.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	7
	I see myself as someone who does things efficiently.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	8
	I see myself as someone who makes plan and follows through with them.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	9
	I see myself as someone who is easily distracted. 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	
	Neuroticism 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	1
	I see myself as someone who is depressed.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	2
	I see myself as someone who is relaxed, handled stress well.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3
	I see myself as someone who can be tense.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4
	I see myself as someone who worries a lot.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	5
	I see myself as someone who is emotionally stable, not easily upset.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	6
	I see myself as someone who can be moody.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	7
	I see myself as someone who remains calm in tense situations.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	8
	I see myself as someone who gets nervous easily.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



	C. Organizational Commitment

Please circle one choice for each of the following statements.

(1 = strongly disagree, 2 = disagree, 3 = nor disagree nor agree, 4 =agree, 5 = strongly agree)

	C. I) Affective Commitment 

	1
	I would be very happy to spend the rest of my career with this organization.
	5
	4
	3
	2
	1

	2
	I enjoy discussing about my organization with people outside it.
	5
	4
	3
	2
	1

	3
	I really feel as if this organization’s problems are my own.
	5
	4
	3
	2
	1

	4
	I think that I could easily become as attached to another organization as I am to this one.
	5
	4
	3
	2
	1

	5
	I do not feel like ‘part of the family’ at my organization.
	5
	4
	3
	2
	1

	6
	I do not feel ‘emotionally attached’ to this organization.
	5
	4
	3
	2
	1

	7
	This organization has a great deal of personal meaning for me.
	5
	4
	3
	2
	1

	8
	I do not feel a ‘strong’ sense of belonging to my organization.
	5
	4
	3
	2
	1

	C. II) Continuance Commitment 

	9
	I am not afraid of what might happen if I quit my job without having another one lined up.
	5
	4
	3
	2
	1

	10
	It would be very hard for me to leave my organization right now, even if I wanted to.
	5
	4
	3
	2
	1

	11
	Too much in my life would be disrupted if I decided to leave my organization Now.
	5
	4
	3
	2
	1

	12
	It wouldn’t be too costly for me to leave my organization now.
	5
	4
	3
	2
	1

	13
	Right now, staying with my organization is a matter of necessity as much as desire.
	5
	4
	3
	2
	1

	14
	I feel that I have very few options to consider leaving this organization.
	5
	4
	3
	2
	1

	15
	One of the few serious consequences of leaving this organization would be the scarcity of available alternatives.
	5
	4
	3
	2
	1

	16
	One of the major reasons I continue to work for this organization is that leaving would require considerable personal sacrifice—another organization may not match the overall benefits I have here.
	5
	4
	3
	2
	1

	C. III) Normative Commitment 

	17
	I think that people these days move from company to company too often.
	5
	4
	3
	2
	1

	18
	I do not believe that a person must always be loyal to his or her organization.
	5
	4
	3
	2
	1

	19
	Jumping from organization to organization does not seem at all unethical to me.
	5
	4
	3
	2
	1

	20
	One of the major reasons I continue to work in this organization is that I believe loyalty is important and therefore feel a sense of moral obligation to remain.
	5
	4
	3
	2
	1

	21
	If I got another offer for a better job elsewhere I would not feel it was right to leave my organization.
	5
	4
	3
	2
	1

	22
	I was taught to believe in the value of remaining loyal to one organization.
	5
	4
	3
	2
	1

	23
	Things were better in the days when people stayed in one organization for most of their careers.
	5
	4
	3
	2
	1

	24
	I do not think that to be a ‘company man’ or ‘company woman’ is sensible anymore.
	5
	4
	3
	2
	1


27
18

