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Abstract- The purpose of this study is to analyze the impact of 

technological changes on human behavior specifically in 

educational sector of Pakistan. It mainly focuses on the 

implementation of new technological gadgets i.e. ERP software, 

SAP B-1 etc in accounts and finance departments of public sector 

universities and also on the behavioral change took place while 

selection and implementation of any technological change in 

those universities. For this, a structured questionnaire is designed 

and distributed to the targeted sample directly or indirectly. The 

results shows that organizational change decisions are usually 

made by the top management or consultancy firm and no middle 

workforce is being involved in that decision which led to the low 

productivity.   

 

Index Terms- Technological change, Human Behavior, 

Organizational change, Culture. 

I. INTRODUCTION 

The last twenty years have witnessed the emergence of powerful, 

unrelenting pressures for change in higher education. Funding 

levels have been subject to scrutiny; demands for accountability 

and value for money have increased. A new emphasis on quality 

assurance and assessment has been established, in both teaching 

and research. More generally, globalization and 

internationalization have developed, together with the impact of 

new technology, especially in the field of communications and 

information handling, as key drivers of change in higher 

education. 

In Pakistan The Higher Education Institutes are lacking behind in 

the implementation and understanding the future perspectives of 

the up gradation of the existing model of the education system 

which needs to be in line with the latest technologies available in 

the market. The paper would be focused towards an ongoing 

implementation in the Accounts and Finance Department of a 

newly recognized Public Sector University. we will be discussing 

about the behavioral  changes took place during the selection of 

the technology till the roll out of the project and more  towards 

the impact on the management of the project and its roll outs. 

While the Higher education institute was on the way towards its 

HEC charter in its annual Financial meeting it was suggested that 

the Accounts and Finance Department may  be automated to 

avoid or minimal interaction of any mistake or mishandling. The 

Stake holders suggested that the Institute should go for Oracle 

Financials on which an advice was requested from Head of 

Information Technology, who suggested that the institute should 

look for an option which may suits its environment and is within 

their budgetary constraints.  

So, the technology which was suggested and recommended by IT 

head was off shelf ERP world renowned software application 

SAP B-1, so accordingly the tender was floated and procedures 

were meet it took almost 12 months to make this system 

workable and took almost 3 years to make people comfortable 

with the system. The detailed implantations phase will be 

discussed afterwards whereas the impact of the behavioral 

changes would be answered by the survey and its responses will 

be evaluated by the software named as SPSS. 

II. LITERATURE REVIEW 

Is the documentation of a comprehensive review of the published 

and unpublished work from secondary sources of data in the 

areas of specific interest to the researcher. In our study we went 

through the journals and articles using of Internet as the service 

to extracts maximum knowledge. 

In October, 2006 "Big is beautiful", Organizational Change in 

universities in the UK: New models of Institutional Management 

and Changing Role in Academic Staff. The theories of 

organizational design developed in the 1970s and 1980s attempt 

to understand the link between operating environment and the 

internal organization necessary for successful competition. One 

such theory is the Contingency Model of Organizational Design 
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(Lawrence and Lorsch, 1986). This model suggests that when the 

external operating environment is stable and technological 

change is limited or within predictable bounds, organizations 

tend to develop centralized, mechanistic structures, with a clear 

hierarchy of authority and specified rules and procedures. This 

may be seen to resemble the world of higher education in years 

past. By contrast, the model suggests that at times of rapid 

environmental change and uncertain or unpredictable 

technological change, organizations move towards more 

adaptive, free flowing, organic structures, emphasizing 

horizontal as well as vertical communications and typified by 

increased levels of autonomy within the organization. 

In his research he proposed that there are some key issues faced 

by the universities under discussion and is listed as below: 

 Motivation, 

 Improved Administration, 

 Disciplinary Change, 

 External Requirements, and  

 Competition. 

Another researcher Gianfranco Rebora and Motteo Turri, Change 

Management in Universities: More a question of Balance than a 

Pathway, 2014. Discuss as the potential levers in the hands of a 

university top management team for managing processes of 

strategic and organizational change, which exploit the drive of 

transformation trends present in external environments. 

This also shows that important change processes take place when 

development of resources, organizational learning and power 

management are aligned and balanced, nourishing this virtuous 

circle with the energy coming from multiple links with the 

external context. He also concluded that the 20-year change 

pathway analyzed in the case study shows that change processes 

reveal themselves as a dynamic balance composed of various 

factors that have to be “tamed” and weighed up rather than 

planned and directed. External changes open windows of 

opportunity rather than give definite results, and balances must 

be constructed rather than rules respected. The proposed 

concepts are a starting point for understanding the phenomenon. 

Whereas in a interview discussion (David Durrne, Roger Martin, 

Design Thinking and How it will change Management 

Education, 2006) emphised on the Design process for the change 

should be addressed as they concluded that Martin’s vision of 

design thinking calls for significant changes in curricula and the 

types of students admitted, but goes further still in addressing the 

type of acceptable discourse in business schools and even the 

type of research conducted by faculty. Nevertheless, he presents 

it as a prescription for evolution rather than revolution. He’s 

stated that the Cycle of Design Thinking is shown in Figure 1 

 

Figure 1: The Cycle of Design Thinking 

 

One of the researcher Kurt Lewin's Change Model also related 

the change management in the manner that the researcher 

depicted that the change can be managed through 3 phases i.e. 

Unfreeze, Change and Refreeze. The Model describes that the 

change is on going process and if it is managed accordingly this 

can contribute towards the betterment of an organization and 

ultimately leads to the positivity. The Unfreeze phase Levwin 

describe it most important and stressful because it can create an 

un balanced situation as you are try to put/ assemble things the 

way it must be done. The organization faces reactions, reluctance 

and false excuses. One must clear the maximum concerns by 

discussions and building confidence among the teams, 

departments also evoke the thought process. Whereas in second 

phase of Change the desired levels, aspects or any planned state. 

basically it is a transaction phase again addressing the human 

physiological factors, have to make people realize that the 

change is of their own benefit and the change is necessary to be 
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in business. Lastly the Refreeze, When changes are talking shape 

and people have embraced the new way of working the 

organization is ready to refreeze  the outward sign is a stable 

organization and last part of refreezing process you must 

celebrate the success of change, motivate, appreciate and share 

the success showing the leadership attributes.   

 

For my research under consideration I have focused on the 

following behavioral traits proposed by James C. Gonyea 

Updated: July 1, 2014: 

Copyright 2012-2014 James C. Gonyea. All rights reserved.  

 

Directions: Review the list below and select those traits that are 

MOST descriptive of you – those items that best describe how 

you operate or function as a human being. 

 

Traits  Description  

Achievement 

oriented  

 

You constantly strive to accomplish 

goals and objectives.  

 

Adaptable/Flexible  

 

You can easily adjust to new routines, 

systems, situations, procedures and 

people.  

 

Ambitious  

 

You are dedicated to climbing the 

corporate ladder.  

 

Analytical  

 

You use facts, data and logic when 

making decisions.  

 

Calm  

 

You are able to maintain composure 

during stressful times or in emergency 

situations.  

 

Conventional 

thinker  

 

You usually follow traditional, standard 

methods of behavior and beliefs.  

 

Cooperative  

 

You are willing to work with and help 

others whenever possible or necessary.  

 

Delegate minded  

You are willing and capable of 

assigning work tasks to subordinates.  

 

Dependable  

 

You can always be counted on to get 

the work done.  

 

Detail oriented  

 

You can easily spot minute details in 

written materials, pictures, graphics, 

etc.  

 

Diplomatic  

 

You are skilled at dealing with 

sensitive matters without offending 

others.  

 

Direct  

 

You are capable of dealing honestly 

and openly with others, regardless of 

the subject matter. 

  

Extrovert  

 

You are outgoing, sociable and prefer 

to work with people.  

 

Fast paced/high 

energy 

 

You prefer to work quickly and at a 

high level of energy.  

 

Independent  

 

You prefer working alone, following 

your own lead and setting your own 

direction.  

 

Innovative  

 

You are skilled at creating new 

products, services or ways of doing 

things. 

  

Introvert  

 

You are reserved, shy and prefer to 

work by yourself.  

 

Intuitive  

 

You have a strong internal sense of 

what's right without relying on 

facts or data.  

 

Leader  

 

You are willing and capable of 

taking charge and leading others.  

 

Moralistic  

 

You prefer to follow conventional, 

traditional beliefs that are accepted 

by most people.  

 

People oriented  

You are sensitive and responsive to 

the needs of others.  

 

Persuasive  

 

You can easily persuade other 

people to agree with your line of 

thinking.  

 

Open minded 

 

You are willing to consider ideas, 

beliefs and practices different from 

your own.  

 

Persistent  You rarely give up until you've 
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succeeded at your work.  

 

Proactive  

 

You instinctively anticipate what 

might or should happen and 

usually act earlier than others.  

 

Reactive  

 

You prefer to wait until things 

happen before you decide how to 

react. 

  

Risk taker  

 

You are willing to take chances 

even when the odds are against 

you.  

 

Routine oriented  

 

You prefer work that rarely ever 

changes.  

 

Team player  

 

You are willing and capable of 

working with a group of others to 

reach a  
 

   

III. RESEARCH METHODOLOGY  

  

Here we would focus on research methodology that would be 

used in the study and scope of defined. It enables us to 

understand the detailed description of the research approach 

adopted in this study. Research design, target population, 

research instruments, data collection and analysis methods used 

were presented in the subsequent sections. 

IV. RESEARCH DESIGN 

The study conducted is descriptive research. Descriptive research 

involves gathering data that describe events and then organizes, 

tabulates, depicts, and describes the data collection (Glass & 

Hopkins, 1984). As we would be evaluating the Behavioral 

aspect of the resources involved in the change process took in the 

Higher Education institute so we would be gather data through 

questionnaires organizing into tables, and translating for the 

results. 

V.  POPULATION OF STUDY 

This study targeted  a change which was of in the process and it 

would be the automated transactions of the Accounts and 

Finance Department of the Higher Education Institute so i would 

focuses on the department personals involved in the different 

phases of the implementations from head of Department to 

bottom. 

VI. DATA COLLECTION 

The research will be using primary data, which is to be collected 

by using structured questionnaire distributed to the 10-15 

respondents directly or indirectly involved in the automation 

process. I would collected questionnaires after completion by the 

respondents on the same day and their responses will be used for 

analysis. The questionnaire will be designed in a user friendly 

format so that they respondents can express in rite way and the 

information may not be tempered during analysis. 

VII. DATA ANALYSIS 

The study applied both nominal and ordinal scale to measure a 

range of factors establishing the effectiveness/ acceptance of 

Change in behavior and an interval scale in determining the 

relationship between Change Implementations and people 

reaction. Descriptive statistics would be used to analyze the data. 

The Mean responses, Standard Deviation and other relevant 

statistics were to be computed for better understanding and 

interpretation of the data. The data collected will be compiled 

and edited to check for logical inconsistencies. The data will be 

then coded according to the responses. Moreover Regression and 

Correlation analysis would be applied in this study to reveal 

relationships among variables from the findings of the data. 

The tool used for this whole process is SPSS. 

VIII. RESULTS AND DISCUSSIONS 

The main purpose of the study was to identify the Human 

behaviour in a change process in three stages of Implementation, 

whereas the under observed Higher education Institute is of 

public sector so there environment and authority controls a lot 

lets analyze the case and the results picked by the questionnaires 

by the Accounts Finance Department and the executive 

management. 

Lets Discuss the impact of human behaviour in the light of asked 

questions which were representing the AkA personality traits. 

Achievement Oriented  

P1(1) P3(27,41,36) 

1. was  implementation of SAP as ERP a success story: 

27. Did you feel secured being an assert of Institute: 

36. Working on ERP gives you a sense of achievement: 
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41. SAP is quick in its functionality and fulfill your 

acceptation: 

 

Adaptable/Flexible  

P1(6) P2(12) P3(31) 

6. Did you Consider your skills set ready for 

implementation 

12. Did you find Implementation according to your 

acceptations: 

31. Was it a Competent authorities pressure for role out or it 

was your willingness also: 

The dimension was verified in all three Phases as Pre, During 

and Post Implementations, As officials considered themselves 

ready for the change with a marginal reluctance whereas as 

previously discussed the Power and authorities shape up their 

behavior and deadlines make them adopt and contribute.  

 

Ambitious 

P1(2) P3(30) 

1. was  implementation of SAP as ERP a success story: 

30. Was it a Competent authorities pressure for role out or it 

was your willingness also: 

Again analyzing these both variables to determine the dedication 

to a cooperate level shows the power and authority rules over the 

success story as shown in graph also 

 

Analytical  

P2(17) 

17. Is the engaged firm full qualified for the task: 

The question was designed as to check the level of thinking of 

the respondents according to their roles and it shows a typical 

public sector environment behaviour where maximum people are 

with the management decision. 
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Calm 

P2(13) 

13. Do you have any Conflict during Implementation Phase: 

The variable was picked for judging the ability of the respondent 

to have his/ her nerves in control during execution Phase the 

results, depicts that conflicts arises. 

 

Conventional Thinker 

P1(6,9)P2(16) 

6. Did you Consider your skills set ready for 

implementation 

9. Do you feel that there is no need of up gradation in the 

system and traditional system is working fine: 

16. Do you had a fear of losing expertise's as of in traditional 

system: 

The Variables shows the trend of following traditional, standard 

methods in behavior and beliefs. the responses shows majority is 

agreed on their desired skill set but at the same time they are 

afraid of losing expertise so they also want to stick with the 

traditional system, The indicator for management to address. 

 

Cooperative 

P1(3)P2 (14) 

3. Have you attended the Pre Implementation meetings: 

14. Did your Technical Focal Person pay attentions to your 

point of views: 

Cooperation was there as majority of people attended meetings 

and also incorporate that their stakeholders is also helping them 

listening them  

 

Innovative 

P2(20)P3 (35) 

20. have you suggested any change in the track of 

implementation: 

35. Did you feel the traditional working system was better 

than the ERP: 

The Variable covers the behavior of creating new things and 

accepting the changes whereas the graphical representations 

show there is heavy trend of disagreement and change propose it 

is due to the level of the respondent involved. 
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Leader 

P1(8)P2 (18) 

8. Do you consider a yourself as a lead change maker: 

18. Is the software implemented in time: 

The respondents don't consider themselves a lead change maker 

as in Public setup organizations they don't have authorities but in 

contract with the software implementation they had same 

indifference and disagreement that it was not completed on time  

 

Moralistic 

P1(9)P2 (16) P3(39) 

9. Do you feel that there is no need of up gradation in the 

system and traditional system is working fine: 

16. Do you had a fear of losing expertise's as of in traditional 

system: 

39. was the new system designed in accordance to traditional 

system: 

 

Proactive  

P1(8,10) P2 (15) P3 (29) 

8.  Do you consider a yourself as a lead change maker: 

10. Did you prepare the documents previously before launch 

of the implantation: 

15. Are you the active member of Implementation: 

29. have you suggested any change in the track of 

implementation: 

The variable is considering the proactively by contributing at 

initial stage than preparation of document in during execution 

and after idea generation and leading by front aspects are 

determined and as a results for everybody they ignored that the 

cross question for above is are they suggest any change during 

execution clearly showed that the results made are simply self 

appraise by the respondents  

 

Team Player 

P1(1) P2 (11) P3 (21) 

1. was  implementation of SAP as ERP a success story: 

11. Are you part of Implementation Team as a Domain 

Expert: 

21. Did you attended the Training Session 

Team building is always an important and essential of any 

change implementation process whereas in the under observation 

case the research found out high level of coordination and that is 

mostly due to the environment of the organization i.e. Public 

Sector. 
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IX. CONCLUSION 

The main objective of the study was to analyze the impact of 

technological change in a Higher education Institute whereas in 

this case the change was limited to an ERP implementation in a 

Accounts and Finance Department. Which was initiated by the 

Top management in lie with the changing requirements and 

growth of the technology. The technology selection decision was 

made within the consultancy firm and the executive board 

members and technical head, without any involvement of middle 

or work force, whereas considering nature of the institute under 

observation as public sector the power and authority shapes their 

culture and play an important role and factor in success as the 

employees like to work on it or not they have to perform their 

duties whereas if considering in mind that they were in fear of 

losing their jobs or expertise. which left them with only choice of 

paying much attentions to the contribution in training and 

implementation as to wave their fear and try to be useful 

reducing the fear of picked as reluctant employee or don't want to 

change their behavior.  

Whereas on institute prospective it should be kept in mind that 

one can succeed for some time only by using authority but not 

often, so people may be respected and their point of should be 

taken against any big change, the points study reveals were what 

if employees don't contribute in training sessions or use some 

other means to resist than this won't be a success story at all. 

I used some combinations of variables due to time limitations 

and more over a limited target populations whereas the research 

can be more useful if the scope may be wider and population set 

may be revised. 

Being a researcher I would suggest that the institute may involve 

their employees in decision making and hold sessions so that 

they all can feel an ownership of the implementation and feel that 

the project gives them sense of achievement along with peace of 

mind of being important in the institute, one can only produce 

good results only for some time if avoiding the proper procedure 

but not often, Public sector institutes may change their culture 

and introduce the harmony and cooperation environment among 

their employees and stake holders than these type of changes can 

be more beneficial as of now. 

APPENDIX 

Appendix A  

Questionnaire for the Study of Impact of Technological Changes 

on Human Behavior in the Education Sector. 

Personal Information (It would be used only for search purposes 

and the credentials would not    be shared) 

Name of the Person: 

Gender: 

Department Level:  

i. Executive/ Decision Maker ii. Head of 

Department iii. Middle Manager iv. Functional 

personals  

 

Questionnaire about the ERP Implementation under use: 

Pre Implementation Phase 

1. was  implementation of SAP as ERP a success story: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

2. are you a part of technological selection  team of ERP: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

3. Have you attended the Pre Implementation meetings: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

4. Are these meetings declared as fruitful: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

 

5. Did the Technical Department addressed your concerns: 
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i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

6. Did you Consider your skills set ready for 

implementation 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

7. Do you feel fear of losing job: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

8. Do you consider a yourself as a lead change maker: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

9. Do you feel that there is no need of up gradation in the 

system and traditional system is working fine: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

10. Did you prepare the documents previously before 

launch of the implantation: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

 

During Implantation Phase: 

11. Are you part of Implementation Team as a Domain 

Expert: 

 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

12. Did you find Implementation according to your 

acceptations: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

13. Do you have any Conflict during Implementation Phase: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

14. Did your Technical Focal Person pay attentions to your 

point of views: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

15. Are you the active member of Implementation: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

16. Do you had a fear of losing expertises as of in 

traditional system: 

vi. Strongly Agree vii. Agree viii. In 

difference ix. Strongly disagree  x.

 Disagree 

17. Is the engaged firm full qualified for the task: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

18. Is the software implemented in time: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

19. Did you find the domain logic transferring a good 

experience: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

20. have you suggested any change in the track of 

implemenation: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

Post Implementation Phase 

21. Did you attended the Training Session 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

22. On Hand training session was more useful rather than 

the slide shows: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

23. The training make you feel comfortable in usage of ERP 

: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

24. Did ERP make your work reliable: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

25. Is your time is saved by using ERP: 

 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

26. Did ERP make your work error less: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

27. Did you feel secured being an assert of Institute: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

28. your efforts in implementations being recognized: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

29. Did you actively participate in the discussions during 

and after implementations: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 
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30. After more than a year did you feel that the on support 

from vendor may  be finished: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

31. Was it a Competent authorities pressure for role out or it 

was your willingness also: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

32. As ERP is an integrated solution did you find yourself 

depended on other : 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

33. Did have feel after implementation of ERP there are 

more discussions on working: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

34. you prefer to work on SAP in isolation: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

35. Did you feel the traditional working system was better 

than the ERP: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

36. Working on ERP gives you a sense of achievement: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

37. Have you created any new rule in administrative Panel: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

38. Have you ever used double entry module check: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

39. was the new system designed in accordance to 

traditional system: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

40. Did your work suffer from other colleagues working: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

41. SAP is quick in its functionality and fulfil your 

acceptation: 

i. Strongly Agree ii. Agree iii. In 

difference iv. Strongly disagree  v.

 Disagree 

Thank you for your kind response. 

 

Mapping of Variables with the questionnaire  

The mapping of the questionnaire with the Behavioral Traits (aka 

Personality Traits) By james C. Gonyea Updated: July 1, 2014 

 

Legend  

  

Phase Legend 

Pre Implementation Phase P1 

During Implementation Phase P2 

Post Implementation Phase P3 
 

Appendix B 

List of Behavioral Traits (aka Personality Traits) James C. 

Gonyea Updated: July 1, 2014  

Copyright 2012-2014 James C. Gonyea. All rights reserved.  

 

Directions: Review the list below and select those traits that are 

MOST descriptive of you – those items that best describe how 

you operate or function as a human being. 

 

Traits  Description  
Achievement 

oriented  

P1(1) 

P3(27,41,36) 

You constantly strive to accomplish 

goals and objectives.  

Adaptable/Flexibl

e  

P1(6) P2(12) 

P3(31) 

You can easily adjust to new routines, 

systems, situations, procedures and 

people.  

Ambitious  

P1(2) P3(30) 

You are dedicated to climbing the 

corporate ladder.  

Analytical  

P2(17) 

You use facts, data and logic when 

making decisions.  

Calm  

P2(13) 

You are able to maintain composure 

during  

stressful times or in emergency 

situations.  

Conventional 

thinker  

P1(6,9) P2 (16) 

You usually follow traditional, standard 

methods of behavior and beliefs.  

Cooperative  

P1(3) P2(14) 

You are willing to work with and help 

others whenever possible or necessary.  

Delegate minded  You are willing and capable of assigning 

work tasks to subordinates.  

Dependable  

P3(32) 

You can always be counted on to get the 

work done.  

Detail oriented  

P1(4) 

You can easily spot minute details in 

written materials, pictures, graphics, etc.  

Diplomatic  

P2(13) 

You are skilled at dealing with sensitive 

matters without offending others.  

Direct  

 

You are capable of dealing honestly and 

openly with others, regardless of the 

subject matter. 

Extrovert  

P1(4) 

You are outgoing, sociable and prefer to 

work with people.  

Fast paced/high 

energy 

P3(22)  

You prefer to work quickly and at a high 

level of energy.  

Independent  

P3(34) 

You prefer working alone, following 

your own lead and setting your own 
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direction.  

 

Innovative  

P2(20) P3(35) 

You are skilled at creating new products, 

services or ways of doing things. 

Introvert  

P3 (34) 

You are reserved, shy and prefer to work 

by yourself.  

Intuitive  

P3(37,38) 

You have a strong internal sense of 

what's right without relying on facts or 

data.  

Leader  

P1(8) P2(18) 

You are willing and capable of taking 

charge and leading others.  

Moralistic  

P1(9) P2 (16) P3 

(39) 

You prefer to follow conventional, 

traditional beliefs that are accepted by 

most people.  

People oriented  You are sensitive and responsive to the 

needs of others.  

Persuasive  

P1(5), P2(14) 

You can easily persuade other people to 

agree with your line of thinking.  

Open minded 

P1(4) P2 (19) 

P3(35)  

You are willing to consider ideas, beliefs 

and practices different from your own.  

Persistent  You rarely give up until you've 

succeeded at your work.  

Proactive  

P1(8,10) P2 (15) 

P3 (29) 

You instinctively anticipate what might 

or should happen and usually act earlier 

than others.  

Reactive  

P1 (10) 

You prefer to wait until things happen 

before you decide how to react. 

Risk taker  

P2 (16), P3(31) 

You are willing to take chances even 

when the odds are against you.  

Routine oriented  

P3(24,25,26) 

 

You prefer work that rarely ever changes.  

Stress tolerant  You are capable of handling stressful 

situations without it affecting you 

negatively.  

Team player  

P1(1), P2(11), 

P3(21) 

You are willing and capable of working 

with a group of others to reach  
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