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ABSTRACT

Personality profiling nowadays is a common organisational practice aiming to identify a set of traits of an individual, which distin-
guish him/her among other people. Based on the assumption that personality factors constitute a fundamental indicator of develo-
pment potential of a particular person, it is possible to depict his/her functioning style in a job position and hence predict professional
suitability in performing a given professional role. The research project was conducted by the means of the 2010 Polish adaptation
of the NEO-FFI Personality Inventory. The analysis pointed out the differentiating effect of a professional group under the influence
of'the results obtained in Neuroticism, Extraversion, Openness to experience, and Conscientiousness. The major differences between
the groups of managers and specialists occurred in Neuroticism, the lesser ones in Extraversion and Conscientiousness and the least
in Openness to Experience. However, the analysis did not reveal any interaction effects between professional group and gender. Ho-
wever, it showed a concurrent influence of age and professional group on the level of Extraversion and Conscientiousness.
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Introduction

Problem. Modern organisations turn to methods of personality profiling at the stage of both professio-
nal selection and planning development in order to determine a relatively stable functioning style of particu-
lar individuals, their development potential and possible limitations in performing a given professional role.

According to current knowledge, one of the concepts which most accurately describe personality traits is
the Five-Factor Model commonly referred to as the Big Five. This notion allows to predict individual beha-
viours of people, including organisational behaviours, in five important dimensions considered particularly
vital in life. These comprise Extraversion, Neuroticism, Openness to experience, Conscientiousness, and
Agreeableness (Cervone, Pervin, 2011).

Purpose. The purpose of this paper is to conduct a comparison analysis with regard to the personality
traits displayed by the managerial and specialist groups and thus identify dependencies between the persona-
lity dimensions and activity of the given professional groups. Personality profiles for both groups were obtai-
ned from a research based on the NEO-FFI personality questionnaire in its latest Polish adaptation prepared
by a team of Polish scientists in 2010 (Zawadzki, Strelau, Szczepaniak, Sliwinska, 2010: 9).
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Object. The article presents the idea of personality profiling in the context of the assumed professional
role. It also points out to the assumptions of the Big Five and depicts five basic personality traits considered
as an important source of human behaviours.

Tasks. The gathered empirical material was analysed and interpreted against the personality features of
the Big Five and personality profiles of a manager and a specialist were developed. Additionally, the analysis
of differences between managers and specialists was extended by the demographic variables of gender and
age. Based on the multifactor ANOVA analysis of variance for multiple variables in an independent group
design, special focus was directed to the effect which differentiates the selected professional groups with
regard to personality traits measured by the Big Five scales.

1. Personality profiling in the professional role context: managers vs. specialists

Human personality might be understood as an internal automatic system of settings unique for every
individual and including models of thoughts, emotions and behaviours alongside some acquired patterns,
all of which enable to understand oneself and the surrounding world (McAdams, Pals, 2006). This system
determines features which make particular persons what they are and differentiates them from all the other
people (Zimbardo et al., 2010). Thus, it is possible to recognise the differences between people and describe
functioning of a man as an internally organised psychic construction. Personality, therefore, constitutes a
certain entity of thoughts, emotions and behaviours which give direction and pattern (consistency) to a per-
son’s life (Pervin, 2002). Such psychological properties, unique for each individual, will entail continuity of
a person’s behaviours in various circumstances and at different times (Zimbardo et al., 2010).

Thereby, personality can be thought of as a “combined aggregate of a given person’s ways of reacting
to others and their interaction with others” and described in categories of “measurable features of a given
person” (Robbins, Judge, 2012: 44). Therefore, the definition of source personality factors enables to com-
prehend and explain demeanour of particular individuals towards the environment (Roberts, 2006). No-
netheless, considerations of differences between people and prediction of behaviours based on personality
indicators demand assessment of the actual and constant features of a given person rather than accidental
traits (Pervin, 2002). Bearing in mind the genetic and environmental descent of personality development, it
is worth noting that the process of exploring personality is not an easy one as it needs taking into considera-
tion numerous and varied elements which ‘create’ a given person (Zimbardo et al., 2010). If personality is a
result of influence of both hereditary and environmental factors, then the question is whether an individual’s
behaviour in various situations remains constant and consistent or is more dependent on the actual circums-
tances (Pervin, 2002). Numerous researches on personality development indicate higher importance of he-
reditability than the environment (see Berndt, 2015; Bouchard, McGue, 2003; Robbins, Judge, 2012). On
the other hand, however, it is known that cultural conditions and personal life experiences do exert huge and
diversifying influence on people (Pervin, 2002). Subject factors of each individual condition their activity
through interaction with environment factors (Matczak, Jaworowska, 2011). Thereby, one may acknowledge
the existence of the relatively unchangeable and stable personality construction provided that it does exhaust
a holistic picture of personality as human behaviour can be stable or changeable (Kraczla, 2016). The ulti-
mate influence of personal predispositions on one’s professional functioning depends on the conditions and
requirements of the work environment and established organisational culture (Matczak, Jaworowska, 2011).

Therefore, when describing personality in such a context (among many other approaches which due to
the limited range of considerations are not quoted) particularly useful appear theories of psychological traits
which allow us to depict a person’s personality in terms of tendencies of typical behaviours (Oles, 2003).

Scientific evidence suggesting that people who differ in terms of specific personality features also differ
in their behaviours justifies personality profiling and predicting behaviours based on the identified trait con-
figuration (Pervin, 2002).

Personality profiling is all about “looking at oneself through the prism of features differentiating oneself
from other people — features which, depending on purpose and circumstances of our actions, can be our
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advantages (assets) or flaws (limitations)” (Smolka, 2013: 177). Thereby, personality profiling enables to
refer potential of an individual to a norm (population average) and constitutes a starting point for conside-
rations of personal assets and limitations, own aspirations and optimal strategies of reaching them (Smolka,
2011).

Thus, personality profiling aims at identifying a set of personality traits which distinguish individuals and
somewhat determine their “comfort zone” specifying whether a professional role performed by a particular
person lies within his/her personality suitability zone (McCormick, Burch, 2008).

Usefulness of personality assessment using predictions is based on the assumption that personality pre-
dispositions depict the way of thinking, experiencing and acting which are typical for the individual. Hence,
personality predispositions may be treated as indicators of professional potential when determining a relati-
vely stable style of functioning in a job position (Caprara, Cervone, 2000).

Therefore, depending on the performed professional role or occupied job position, “the same predispo-
sitions can be an advantage (asset) and hence contribute to development and effective actions, or they can
be a flaw (limitation) and thus result in stagnation and reduced action effectiveness” (Smolka, 2013: 178).

Personality questionnaires are recommended for personality profiling as they return results with high
reliability and concurrent validity. The findings obtained through such research may help to determine pro-
fessional suitability in terms of personality predispositions in the given environment as well as point out
development support, i.e., identify knacks for developing specific competences in a particular area (Smol-
ka, 2011). In this way, psychological profiles of various professional groups can be defined. Based on the
assumption that a given professional role or particular job position can be retained by persons who do well
in such a role or position, “profiles may be treated as desirable for candidates of specific job or position”
(Matczak, Jaworowska, 2011: 122).

Therefore, each professional role requires an individual who can manage to competently face expecta-
tions of a given role. Personality profiling is a useful technique when selecting candidates for specific job
positions as it enables personality differentiation of candidates for positions of different ranges of require-
ments. In addition, it helps to identify areas of development potential and, at the same time, shape behaviours
desired for effective performance of a job role.

Business psychologists argue that personality constitutes a significant factor which guarantees successful
delivery of particular professional roles. Although the article in its empirical part includes a comparison ana-
lysis of the groups of managers and specialist in terms of personality predispositions, it is worth referring to
the specificity of job within various distinguished professional groups. Scientific literature emphasises that
the factor which distinguishes managerial and non-managerial job is the necessity of taking responsibility
for the appropriate decisions. The element of responsibility differentiates manager’s work from specialist’s,
counsellor’s or expert’s work (see Giberson et al., 2009, Osborne, 2015, Kraczla, 2013). A managerial role
requires “ability to acknowledge a strong connection between management quality and the quality of subor-
dinates’ work, as well as between employees’ motivation and the manager’s own motivation” (Wzigtek-Stas-
ko, 2016: 40). Researchers of the issue stress that managers with various predispositions and abilities are able
to effectively perform managerial roles but those who deliver superior results are the ones sharing certain
features which allow them to smoothly reach goals (Penc, 2005). Based on the reference to the personality
traits of the co-called Big Five theory (which will be discussed in more detail further in the article), there
are a few possible personality recommendations for optimal performance of managerial functions. The Big
Five research provides interesting indications of dependencies between particular personality dimensions
and level of professional efficiency (Barrick, Mount, 1993; DeYoung, 2010; Robbins, Judge, Millet, Boyle,
2014). What makes sought-after for the managerial role is as follows (see Argyle, 2002; Robbins, Judge,
2012; Zimbardo et al., 2010):

* high level of Extraversion (E) allowing to shape appropriate interpersonal relations resulting in efforts

and engagement of the subordinates or their withdrawal;

* low level of Neuroticism (N) allowing control over emotions, higher resilience to stress and emerging

difficulties, stable emotional functioning;
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* moderate level of Conscientiousness (C) as too high conscientiousness might inhibit flexibility in
action and hinder creative realisation of goals;

* moderate level of Agreeableness (A) which determines the level of friendliness to others but when in
excess it affects firmness and ability to set requirements;

* high level of Openness to experience (O) providing a suitable level of creativity towards organisatio-
nal changes and actions.

The personal context of predisposition in a managerial position enables to predict the effectiveness of
managerial actions by analysis of the specific traits configuration as it is considered the most desirable one.
Finally, personal potential of contemporary managers is a compilation of knowledge, skills, personality, in-
ternal motivation and adopted attitude (Whiddett, Hollyforde, 2003).

A specialist position might be approached similarly though it entails much more difficulty. According
to the Classification of Professions and Specialities established by the Ministry of Work and Social Policy,
specialists are one of the ten so-called large professional groups. This group is very broad and its definition
includes professions which require high level of expertise, appropriate skills and relevant experience in a
particular area (Ordinance of Minister of Work and Social Policy from 7.08.2014). Many authors underline
that though the range of a specialist’s activity does not involve direct management of other people, their
functioning quality is also determined by personality allowing them to effectively use their knowledge and
professional experience in organisational relations (see Giberson et al., 2009; Kraczla, 2013; Matczak, Ja-
worowska, 2011). However, due to work specificity specialists’ professions demand slightly different per-
sonality indications. Policemen need other predispositions than debt collectors and so do accountants or IT
specialists. Yet bearing in mind the general context distinguishing specialist’s work from managerial tasks,
it is worth searching for general personality indications that would determine successful work of a specialist
and enable to narrow the characteristics to particular specialist groups.

2. Concept of the Big Five by P. T. Costa and R. R. McCrae

The Big Five is a short name referring to the concept of the Five-Factor Model of personality introduced
by P. T. Costa and R. R. McCrae. Today this idea is considered to be one of the most popular theories of
personality which define personality in terms of trait categories (Hall, Lindzey, 1990; Oles, 2003; Ostendorf,
Angleitner, 1992). Based on numerous researches including some intercultural ones, the existence of five
“super-factors” has been recognised acknowledging them as the basic dimensions of human personality
(Barrick, Mount, 2005; Berndt 2015; Bouchard, McGue, 2003; Carver, Scheier, 2008; John, Srivastava,
1999; McCrae, Costa, 2005; McCrae, John, 1992; Schmitt et al., 2007; Robbins et al., 2014).

The factors in the Big Five Model include the following: Extraversion, Neuroticism, Agreeableness,
Conscientiousness and Openness to experience. The below following characteristics can be ascribed to the
identified dimensions (Cervone, Pervin, 2011; McCrae, Costa, 2005; Zimbardo et al., 2010; Zawadzki et al.,
2010):

* Neuroticism (N) vs. emotional stability — it is one of the basic personality dimensions in the mo-
del by P. T. Costa and R. R. McCrae reflecting emotional adoption vs. emotional instability. What is
understood by neuroticism is vulnerability to experiencing negative emotions like anxiety, disconten-
tment, feeling of guilt, anger, and also sensitivity to psychological stress. Neurotic persons find it
harder to cope with stress. They are also less able to control their emotions or drives and demonstrate
a tendency to irrational and incautious behaviours. On the other hand, persons with a low level of neu-
roticism are emotionally stable, relaxed, calm and able to cope with stress without experiencing con-
cerns, internal tension or annoyance. The Neuroticism dimension comprises six formally recognised
factors and these include: anxiety (tendency to react with tension and fear, nervousness and tendency
to worry), angry hostility (tendency to experience anger and irritation), depression (tendency to expe-
rience feeling of guilt, sadness, helplessness and loneliness), impulsiveness (difficulty in controlling
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desires and drives), vulnerability (sensibility to stress, inability to cope with stress, inclination to react
with feelings of helplessness and panic in tough situations) and self-consciousness (social anxiety —
low self-esteem, shyness, perplexity in company of people).

Extraversion (E) vs. introversion — it constitutes one of the basic personality dimensions in the
viewpoint of P. T. Costa and R. R. McCrae. It points to the quality and quantity of social interactions
and determines the level of activity and energy, and also ability to experience positive emotions.
Extraverted persons display an optimist approach and cheerful mood; they are talkative, friendly and
eager to play. On the other hand, introverts demonstrate shortage of optimism, shyness, preference of
solitude, all of which result in maintaining distance in social contacts. The dimension of Extraversion
is also made up of six formally recognised factors which are: gregariousness (range and quantity of
maintained social contacts), warmth (friendliness, ability to keep close relations with people), asserti-
veness (domination and leadership tendencies), activity (pace, energy, vigour, tempo, need to be busy
and engaged), excitement-seeking (search for sensations and stimulation, will to take risks), positive
emotions (inclination to react with positive emotions such as joy, blissfulness, good mood or an opti-
mistic attitude).

Openness to experience (O) vs. low cognitive curiosity — it is a dimension which defines an indi-
vidual’s inclination to seek various life experiences and positive valuation of thereof, tolerance of no-
velties and cognitive curiosity. Persons who score high on openness to experience are curious of phe-
nomena of both the external world and internal experiences. They also stand out in terms of a higher
quantity of experiences and sensations. On the other hand, persons who score low on Openness to
experience are more conventional in their behaviours and more conservative in their views. Openness
to experience is the dimension which to the largest extent is connected with features of intellect, i.e.,
divergent thinking and creativity and much less with z convergent thinking of emotional intelligence.
P. T. Costa and R. R. McCrae describe open persons as unconventional, inclined to question authori-
ties, independent in their judgements and eager to discover new ideas. The authors stress that the value
of high or low openness largely depends on the requirements of a particular environment or situation.
Openness to experience comprises six elements: fantasy (fantasy and lively, creative imagination),
aesthetics (aesthetic sensitivity, interest in art), feelings (openness to emotional states of other people),
actions (activity in searching for new stimuli), ideas (intellectual curiosity, interest in philosophy) and
values (readiness for analysis of social, political or religious values).

Agreeableness (A)—itis a dimension referring to positive vs. negative attitude to other people, kind
of personal orientation understood as altruism vs. antagonism, demonstrated in feelings, thoughts and
actions. On the cognitive level this feature appears as trust to others, on the emotional level it is sensi-
tivity or indifference to other people’s issues, and on the behavioural level it means either cooperative
or competitive approach. Agreeable persons are described as sympathetic towards others and eager to
provide help. On the other hand, persons scoring low on agreeableness feature self-centredness, scep-
ticism and orientation on rivalry. Agreeableness also comprises six factors: trust (conviction of genui-
ne intentions of others vs. scepticism and cynicism), straightforwardness (simple-mindedness, since-
rity and social gullibility vs. inclination to manipulate others), altruism (tendency to focus on other
people’s needs vs. self-centredness), compliance (restraining aggressiveness, meekness and serenity
in reactions to conflict vs. aggressiveness and competitive actions), modesty (no tendencies to favour
oneself vs. narcissistic tendencies, conviction about one’s own superiority) and tender-mindedness
(sensibilities and sympathy towards others vs. low sensitivity to other people and their problems).
Conscientiousness (C)—itis a dimension which describes people’s attitude to work and determines
level of their organisation, persistence and motivation in actions. The subject literature refers to this
factor as “will of aiming at achievements” or “character”. Persons scoring high on conscientiousness
display a strong will and high motivation to actions and high determination in reaching goals. They
are perceived by the environment as punctual, conscientious and diligent at work. A too high level
of this feature might cause some negative effects like work addiction, perfectionism or compulsory
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inclination to keeping order. Persons featuring low conscientiousness demonstrate lesser intensity of
the mentioned traits and at the same time show a hedonistic attitude to life. According to the authors,
Conscientiousness includes the following features: competence (belief in one’s own capabilities vs.
conviction about lack of ability to cope with tasks), order (orderliness, diligence, neatness vs. deficit of
orderliness in life and actions), dutifulness (following one’s own principles vs. unreliability and negli-
gence), achievement striving (a high level of aspirations and strong motivation for achievements, high
engagement in work vs. lack of ambitions or precise goals in life), self-discipline (ability to motivate
oneself and complete commenced tasks vs. inclination to give up tasks before completion), and deli-
beration (inclination for a careful analysis of the issue before undertaking an activity vs. impulsiveness
in decision making and also spontaneity and quick decision making).

P. T. Costa and R. R. McCrae (1992) show that factors which make up the Big Five are the basic per-
sonality dimensions. In this sense the indicated traits ought to be understood as general behaviour proper-
ties which are characterised by inter-individual variability and intra-individual time and situation constancy
based on biological conditioning (McCrae, John, 1992). Therefore, it can be assumed that the five basic
personality factors contained in the Big Five Model allow for precise description of people and, based on
the obtained descriptions, prediction of their behaviours (Pervin, 2002). Numerous empirical researches
acknowledge that all the five features of the Big Five are good prognostics of work results and constitute a
vital source of behaviours when undertaking professional activities (see Barford, Smillie, 2016; Consiglio et
al., 2013; Heidemeier, Goritz, 2016; Robbins et al., 2014).

3. Personality profiles of managers and specialists in the light of the Big Five theory:
comparison analysis

In a research project, performed from October 2015 to June 2016, there were involved 80 managers and
85 specialists having a goal to conduct a comparison analysis with regard to personality predispositions in
the Big Five theory context. Managers qualified for the research were people who in their professional career
were performing managerial functions of different levels and hence met the criterion of direct management
of subordinate employees. They were employed in various business organisations.

As regards people qualified as a group of specialists, in their professional life they were performing spe-
cialist functions and holding independent job positions without a possibility of direct management of people.
The research was conducted in a way of group and individual meetings. They were of voluntary nature and
anonymous so that to meet the criterion of credibility.

3.1. Research tool

All the respondents from both groups (managers and specialists), filled in the same personality research
questionnaire — Personality Profile by P. T. Costa and R. R. McCrae (NEO-FF]I) in its latest Polish adaptation
prepared by a team of Polish scientists in 2010 (Zawadzki et al., 2010). The NEO-FFI Inventory is one of
the most modern and best constructed tools for diagnosis of the five basic personality traits identified in the
Big Five model and, as the authors underline, it constitutes “the only tool in Poland allowing for diagnosis
of traits according to the five-factor personality model” (Zawadzki et al., 2010: 9).

The NEO-FFI questionnaire consists of five scales which enable to measure five personality traits tre-
ated as the basic ones: Neuroticism (N); Extraversion (E); Openness to experience (O); Agreeableness (A);
Conscientiousness (C). Measurement of the five identified personality factors provides information allowing
investigators to perform a personality analysis in both — group and individual researches. Validation research
conducted by the authors of the Polish adaptation of the NEO-FFI Personality Inventory provided satisfac-
tory psychometric indicators of this tool. Verification was performed based on the criteria of universality,
invariance, actuality and biological aspect of the measured traits (Zawadzki et al., 2010). The name of the
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Inventory is an acronym comprising the first letters of the English names of the three personality factors, i.e.,
NEO: N — Neuroticism, E — Extraversion, O — Openness to Experience; these traits in the validation research
obtained the highest levels of reliability. The other part of the name, FFI, stands for Five Factor Inventory,
which in the end gives the final shortened name of the tool: NEO-FFI (Cervone, Pervin, 2011; Zawadzki et
al., 2010).

3.2. Characteristics of the analysed group

The groups engaged in the research, both managers and specialists, were varied in terms of age and gender.

As regards the criterion of gender; both groups included respondents of both genders — women and men. The
number of women in the managers group was 34 and the number of men was 46, which made a total of 80 people
analysed. In the specialists group there were 51 women and 35 men with a total of 85 people analysed.

Characterisation of the analysed group (managers and specialists) based on the variable of age takes into
account seven age ranges and the research participants were assigned to seven age groups ranging from 21
to 55 years of age. The structure of the numbers of the analysed groups of managers and specialists in terms
of age was presented in the adopted age groups, each covering five years.

Diversification of the groups in terms of the gender and age criteria is presented in Table 1.

Table 1. Characteristics of the analysed groups of managers and specialists
based on the demographic variables: gender and age

Variable Managers Specialists

N % N %
GENDER
Woman 34 43% 51 60%
Man 46 57% 34 40%
Total: 80 100% 85 100%

Age in years

21-25 5 6% 19 22%
26-30 9 11% 13 15%
31-35 14 18% 15 18%
3640 19 24% 18 21%
41-45 16 20% 14 17%
46-50 9 11% 4 5%
51-55 8 10% 2 2%
Total: 80 100% 85 100%

Source: the author’s evaluation based on the conducted research.

Taking into consideration Table 1 presenting frequency distribution based on the gender variable in both
groups of the research participants, the following conclusions can be drawn: the managers group is domina-
ted by men who constitute 57% of the research participants whereas the group of specialists is dominated by
women at 60%. The obtained distribution is compliant with the literature sources which indicate prevalence
of men in managerial positions in the Polish business reality and dominance of women in specialist positions.
Based on her consulting experience, the author of this article also confirms this regularity.

Distribution of data for the variable of age implies that the group of managers is comprised mainly of
people aged 31-45 whilst the group of specialists consists mostly of people of 21-45 years of age. The ob-
tained percentage indicators remain in line with the literature data. Professional development stage of people
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referred to as the adult stage falls on the age of 25—44. The source data also shows that taking on a managerial
position statistically occurs most often before reaching the age of 40 (Suchar, 2010).

3.3 Analysis of the research results

The objective of the undertaken analyses was to determine personality differences between the groups
of managers and specialists based on the five scales of the NEO-FFI Personality Inventory: Neuroticism,
Extraversion, Openness to experience, Agreeableness, Conscientiousness. The obtained results are presented
in Table 2 and in a graphic way in Figure 1.

Table 2. Results of NEO-FFI Test: differences between managers and specialists groups

in terms of intensity of personality traits of the Big Five

Dependent | Managers | Specialists
. F | Significance | 1’
variable M SD M SD
N 3,40 | 1,93 | 4,72 | 2,11 |22,40 ,000 0,12
E 7,36 | 1,93 | 6,32 | 2,01 | 8,73 ,004 0,05
(0] 6,69 | 1,73 | 5,71 | 1,96 | 5,12 ,025 0,03
A 5,51 | 2,14 | 5,44 | 2,01 | 0,31 ,578 0,00
C 7,39 | 1,94 | 6,67 | 2,01 | 6,85 ,010 0,04

Source: the author’s calculation based on the conducted research.
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Figure 1. Graphic presentation of the results of the NEO-NFI Personality Questionnaire: NEO-FFI SCALES
(Neuroticism, Extraversion, Openness to experience, Agreeableness, Conscientiousness)
for group of managers and group of specialists

Source: the author’s calculation based on the conducted research.

Based on a qualitative analysis of the obtained personality profiles for the managers and specialists
groups, both groups can undergo psychological characterisation in terms of personality traits measured by
means of scales of the Big Five.
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Managerial profile

The conducted research shows that the managers group demonstrates high scores in the Extraversion (E)
and Conscientiousness (C) scales and elevated scores in Openness to experience (O), moderate intensity of
Agreeableness (4) and low intensity of Neuroticism (N). It means that the analysed managers represent a high
level of activity and sociability in interpersonal relations. They have a positive and optimistic attitude. At the
same time they can be assertive and dominant (E). Such an approach combined with moderate Agreeable-
ness (A) make them dominant and capable of competing and being rather distrustful of intentions of other
people. The analysed managers remain focused on realisation of set targets and display good organisation
and orderliness of their actions (C). They are also open to new experiences and searching for unconventional
solutions (O) which will not always be put in practice due to the managers’ high level of orderliness (A).
However, owing to their high emotional stability, they will cope well in difficult situations remaining calm
and composed (N).

Specialist profile

The group of specialists demonstrates elevated scores in the Extraversion (E) and Conscientiousness (C)
scales, average score in Openness to Experience (O) and Agreeableness (A) and a moderate level of Neuro-
ticism (N). Such a distribution of scales indicates attitude of openness in interpersonal relations rather than
confinement (E) and slightly elevated sociability and friendliness (E) with simultaneous maintenance of cer-
tain distance and distrust in interpersonal relations and moderate sensitivity to other people’s issues (A). At
the same time the research participants reveal good orderliness and work organisation (C) accompanied by a
moderate approach to novelties, changes or unconventional solutions (O). They also demonstrate a moderate
level of emotional control, which means average stress resilience and hence they might react with anxiety
and internal tension in situations of emotional difficulty (N). Differences between professional groups of
managers and specialists in terms of the Big Five dimensions covering the variables of gender and age.
For the sake of verification of the differences between the groups of managers and specialists, applied was
ANOVA multifactor analysis of variances for multiple variables in an independent group design. The results
are presented in Table 3.

Table 3. Results of ANOVA tests: group of managers and group of specialists.
Intensity of the Big Five personality traits

Ing:f;‘:;::nt Dj:lzgg‘::t dfl df2 F significance n’
N 1 161,000 | 18,50 ,000 ,10

E 1 161,000 | 8,80 ,003 ,05

Group (0] 1 161,000 | 6,16 ,014 ,04

A 1 161,000 | 1,18 ,280 ,01

C 1 161,000 | 8,24 ,005 ,05

Source: the author’s calculation based on the conducted research.

In order to verify the differences between the distinguished groups, there was applied a multi-factorial
analysis of variance for many variables in a system of independent groups. The analysis showed a differenti-
ating effect of a professional group on the influence on the scores in Neuroticism F(1,161)=18,50; p < 0,001,
Extraversion F(1,161) = 8,80; p < 0,01, Openness to experience F(1,161) = 6,16; p < 0,05 and Conscien-
tiousness F(1,161) = 8,24; p < 0,01. Based on the results of assessment of indicators n? it turned out that the
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strongest differences between the groups occurred in the Neuroticism dimension, weaker in Extraversion,
and the weakest in Openness to experience.

In order to deepen the conducted considerations, a variance analysis was performed incorporating the
demographic variables of gender and age. Analysis of the interaction effects of the professional group and
gender is presented in Table 4. Analysis concerning the concurring influence of age and the professional
group on the level of personality traits is shown in Table 5.

Table 4. Results of ANOVA tests: professional group and gender

Independent | Dependent N 2
variable variable dft di2 F|significance) m

N 1 161,000 | 24 ,627 ,00

E 1 161,000 | 1,38 ,242 ,01

Group 0 1| 161,000 | 1,90 170 01
Gender

A 1 161,000 | ,35 ,554 ,00

C 1 161,000 | ,34 ,560 ,00

Source: the author’s calculation based on the conducted research.

As data in Table 5 shows, the analysis did not identify any effects of interaction between the professional
group and gender. The concurrent influence of professional groups and gender was similar in terms of all the
personality dimensions.

Table 5. Results of ANOVA tests: professional group and age

Inngie;::::nt Dj:reiggf:t dfl df2 F significance | eta2
N 1,00 | 161,00| 50 481 ,00

E 1,00 | 161,00 | 4,95 028 03

G:;‘;p 0 1,00 | 161,00| 2,37 126 01

A 1,00 | 161,00] 01 927 ,00

C 1,00 | 161,00 | 4,85 ,029 ,03

Source: the author’s calculation based on the conducted research.

In order to divide the analysed group into the younger and the older ones, a median value of 36 years was
applied. The analysis recognised a simultaneous influence of age and professional group on the level of Extra-
version F(1,161) =4,95; p <0,05. Analysis of the effects of simple interactions demonstrated that managers
and specialists aged over 37 did not differ substantially in their level of Extraversion F(1,161) = 0,13;
p > 0,05 n*=0,00. As regards the younger group, analysis showed that managers had a higher level of Ex-
traversion than specialists F(1,161) = 12,98; p < 0,001 n*= 0,08 (the difference in means was 8%). Another
significant interaction effect was obtained in Conscientiousness F(1,161) = 4,85; p < 0,05. Analysis of the
effects of simple interactions showed that among the younger persons there were the managers who were
considerably more conscientious than the specialists F(1,161) = 11,51; p < 0,01 n*= 0,07 (the difference in
means was 7%). As regards the older persons, there were no significant differences between the groups in the
level of Conscientiousness F(1,161) = 0,04; p > 0,05 n?>= 0,00.
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3.4. Comparison analysis: group of managers and group of specialists

Statistical analysis of the gathered research material revealed a differentiating effect of the professional
group in the influence on personality traits’ scores measured by the NEO-FFI scales between the managers
and specialists groups.

The conducted analyses indicate that the group of managers differs from the group of specialists to the
largest extent in terms of Neuroticism (N). Compared to specialists, managers demonstrate a higher level
of emotional self-control, which means larger resilience and efficiency in dealing with emotionally hard
situations. Thus, managers will do better in coping with situations of stress and frustration whilst specialists
will show a larger inclination to experience states of anxiety, concern, internal tension and upset (managers
score high on Neuroticism whereas specialists’ score is moderate). As regards the scale of Extraversion (E),
the differences between managers and specialists turned out to be significant as well. Managers score higher
on extraversion (high score) compared to specialists (elevated score). Both groups demonstrate sociability
and openness in interpersonal relations but managers remain active and involved in initiating and developing
interpersonal relations to a much larger extent than specialists. The level of managers’ positive and optimistic
attitude is visibly higher than the specialists’. 4 similar difference occurs between managers and specialists
with regard to the scale of Conscientiousness (S). The research participants from both groups display good
orderliness and planning of their actions, regularity, reliability and good work organisation. However, the
managers’ levels of perseverance, motivation for action and aiming at reaching set goals are significantly
higher compared to the specialists’. A smaller difference, though statistically important, was recognised
between managers and specialists in terms of Openness to experience (O). Managers demonstrate an attitu-
de which is less conventional, more open to newness and experiencing further challenges (elevated score in
Openness), whereas specialists are more conservative and less open to taking risk or accepting new challen-
ges (average score in Openness).

However, in terms of Agreeableness (4) there were no major statistically important differences identified
between the groups of managers and specialists. The score of both groups was average for this scale. This
means that both the managers and the specialists represent a similar, moderately positive approach in inter-
personal relations. The research participants demonstrated an average level of trust in contacts (cognitive
level), average sensitivity to other people’s issues (emotional level) and moderate focus on cooperation and
collaboration with others (behavioural level).

In addition, having extended the analysis so that to include the demographic variables of gender and age,
there were no interaction effects identified for the professional group and gender. However, the analysis
recognised concurrent influence of age and professional group on the level of Extraversion and Conscien-
tiousness. It means that managers and specialists, irrespective of their gender, demonstrated similar levels
of the measured personality traits and the variable of gender was not a differentiating variable. On the other
hand, the younger managers, aged below 36, were more sociable and open in interpersonal relations and
displayed higher perseverance and better work organisation than the specialists from the same age group. It
might be related to the will to prove oneself in a managerial position directly after taking it over and then at-
tempts to maintain the post and hence the strong exhibit of Extraversion and Conscientiousness. The subject
literature implies that, according to the statistics, taking over a managerial position occurs most often by the
age of 40 (Suchar, 2010).

Referring to the above differences in personality profiles of managers and specialists in the light of the
Big Five theory defining composition of the five basic personality factors, the obtained data can receive the
following interpretation:

Compared to the specialists, the analysed managers reveal a larger inclination to adopt an active attitude
in interpersonal relations featuring a good mood and an optimistic approach. Therefore, they will find it
easier and quicker to win favourableness and sympathy of the environment (E). At the same time the calm
and balanced approach of managers will foster developing relations and overcoming hurdles of everyday life
whilst the moderate emotional stability of specialists and the resulting lesser stress resilience might cause
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(especially in psychologically challenging situations) anger, anxiety or dissatisfaction and affect the quality
of relations with others (N). At the same time both managers and specialists will demonstrate a similar level
of distance to other people, moderate consideration for others, and a similar level of competitive attitude
(A). Thereby, relations developed this way might be of quite superficial nature (E, A). In the case of speci-
alists, their relations will be additionally marked with emotionality caused by their moderate resilience (N).
Simultaneously both groups, the managers and specialists, will show a positive and diligent attitude to work
and performed tasks but managers will tend to demonstrate a more persistent and determined approach to
reaching goals than the specialists’ (S). Additionally, compared to specialists, managers will reveal a greater
cognitive curiosity and larger openness to new experiences, which makes them potentially more capable
of accepting innovation and changes (O). However, the range of managers’ possibilities within the scale of
Openness should be clearly marked as “potentially capable” as their high level of orderliness and organisa-
tion (S) might inhibit spontaneous creativity and openness to innovation (O).

Conclusions

The conducted research aimed to perform personality profiling in groups of managers and specialists and
carry out a comparison analysis of these groups based on personality traits defined by the concept of the Big
Five and measured by means of the NEO-FFI Personality Inventory.

The professionally active managers and specialists involved in the research project obtained varied per-
sonality profiles. The applied statistical analyses allowed the author to demonstrate a differentiating effect
of the professional group in the influence on the resulting personality features. The managers group scored
significantly higher on the scale of Neuroticism (N) and likewise on Extraversion (E), Conscientiousness
(C) and Openness to experience (O). There was no substantial difference recognised between the analysed
groups only within the scale of Agreeableness (A). The revealed differences returned data enabling to de-
velop diversified personality profiles of managers and specialists, which in turn provide tips for forecasting
behaviours for a given professional role. The unveiled specificity of behaviours of Polish managers and
specialists can be referred against the tendencies advised by the literature, which determine personality
effectiveness in particular job positions.

In the conducted research managers did not reach an ideal composition of scales of the so-called Big
Five. The scientific literature recommends for managerial efficiency as desirable the following: intensity of
Extraversion (E) and Openness to experience (O), weak Neuroticism (N) and moderate levels of Conscien-
tiousness (C) and Agreeableness (A). The analysed managers obtained a profile close to the recommended
one. There was a lack of absolute compliance with the literature’s recommendations on personality charac-
teristics of an effective manager concerning two personality traits — Conscientiousness (C) and Openness to
experience (O). The group of specialists, owing to its specialist diversification, was not referred to the recom-
mendations indicated for specific groups of specialists. Moreover, it was not an objective of this article,
nevertheless, characterisations and precise comparisons of various specialists’ groups would be definitely
very interesting.

The goal of the article was to analyse personality differences between the groups of managers and spe-
cialists and providing necessary data to confirm legitimacy of diagnostics of personality traits in predicting
behaviours and undertaking actions for fostering improvement in a particular professional role. Indicators of
effectiveness in fulfilling a given role are not free of behavioural space and, furthermore, they are actually
based on it and originate from it. In this sense personality profiling, particularly in comparison research, has
a great cognitive and practical meaning. It allows to recognise and comprehend the dynamics of functioning
based on a relatively stable personality composition and refer it to a possible range of personal development
and conditions of effective self-fulfilment in a job position as well as build teams and whole organisations.
Both in scientific literature and business practice, the psychological perspective connected with personality
profiling of job positions more and more becomes a common and appreciated approach in organisational
development. The conducted research confirms the significant importance of personality traits accompanied
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by a lesser role of demographic features like gender (undifferentiating effect) or age (minor differences which
occurrence might be interpreted with reference to a psychological context).

From the practical point of view, personality profiling might be employed in design and support of mo-
dern organisations’ development. Therefore, it is justified and recommended to continue research looking
for personality conditions facilitating effective performance of particular professional roles, searching for
differences between professional groups in the personality context and combining personality variables with
demographic variables seeking to determine strength of interaction between them. The author of this article
remains convinced that in order to adjust to internal and external changes of contemporary organisations and
increase professional effectiveness in various professional roles, it is necessary to seriously consider perso-
nality dimension as a meaningful factor of human behaviour.
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PALYGYNAMOJI VADOVU IR SPECIALISTU ANALIZE,
IVERTINANT DIDZIOJO PENKETO ASMENINES SAVYBES,
REMIANTIS P.T. COSTA IR R.R. MCCRAE

MAGDALENA KRACZLA
Verslo akademija ,,Dgbrowa Goérnicza® (Lenkija)

Santrauka

Asmenybés profiliavimas Siuo metu yra jprasta organizaciné praktika, siekiant nustatyti savybes, kurio-
mis individas skiriasi nuo kity. Laikantis prielaidos, kad asmeninés savybés yra fundamentiniai rodikliai,
nurodantys konkretaus asmens galimg tobuléjima, jmanoma numatyti jy darbo stiliy einant skirtingas parei-
gas ir tinkamuma vienoms ar kitoms pareigoms. Zmoniy elgesio prognozavimas, atsizvelgiant j matomus juy
asmenybiy skirtumus, jmanomas taikant klausimyna, kuris leidzia pamatuoti asmenybei biidingas savybes.
Vienas tokiy klausimyny yra Didziojo penketo asmenybés klausimynas, sukurtas, pasitelkus koncepta, kurj
apibtdina penkios asmenybe sudarancios dalys, kurios, manoma, yra pagrindinés, tai: ekstraversija, neuroti-
zmas, atvirumas potyriams, sgmoningumas ir sutarimas.

Siuo straipsniu siekta atskleisti skirtumus tarp grupés vadovy ir specialisty, atsizvelgiant j jy asmenines
savybes. Tyrimas atliktas, remiantis 2010 mety lenkisku adaptuotu didZiojo penketo asmenybés klausimynu.
Empirinéje straipsnio dalyje pateiktos iSvados, padarytos iStyrus lenky vadovus ir specialistus, visi — profesi-
niu pozitiriu aktyvis. Parengti vadovy ir specialisty profiliai nagrinéjami statistiskai (multifaktoriné ANOVA
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analize, leidzianti atskleisti skirtumus tarp keliy kintamyjy nepriklausomose grupése), interpretuota psicho-
logiskai, remiantis didziojo penketo teorija. Analizé atskleidé skirtingus rezultatus profesionaly grupése,
atsizvelgiant | neurotiskumo, ekstraversijos, atvirumo potyriams, samoningumo rezultaty jtaka. Labiausiai
abiejose grupése skyrési neurotiSkumas, maziau — ekstraversija ir samoningumas, maziausiai — atvirume
potyriams. Analizé neatskleidé jokio rysio tarp profesiniy grupiy ir lyties, taciau parodé akivaisdy rysj tarp
amziaus ir profesiniy grupiy bei ekstraversijos ir samoningumo.

PAGRINDINIAI ZODZIAI: didziojo penketo modelis, vadovas, asmenybé, asmenybiy profiliavimas.

JEL KLASIFIKACIJA: J24, M12

Received: 2017.02.29
Revised: 2017.03.29
Accepted: 2017.04.05

91



