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ABSTRACT

The philosophy of cooperatives aims to enhance socioeconomic, cultural, democratic, and self-help values at the
community level. Employees working in a cooperative are also guided by the principles and values of the cooperative
environment, which align with the organization's objectives and support their overall well-being. This study examines
how employees' demographic factors relate to their personality traits and organizational commitment. The objectives
of this study are to analyze the impact of marital status and gender on organizational commitment, assess how
education level influences personality traits, and examine the effects of departmental affiliation on emotional stability.
Additionally, the study aims to determine the role of tenure in influencing continuance commitment and investigate
how geographical location affects agreeableness. The study involved 826 employees from 206 savings and credit
cooperatives in Kathmandu, using purposive sampling. Data were collected through standardized questionnaires, and
non-parametric tests were applied to analyze the relationships between demographic factors, personality traits, and
organizational commitment. The Results of this research, marital status significantly affects organizational
commitment, but gender does not. Education level has no impact on personality traits. Employees in metropolitan
cooperatives show lower agreeableness compared to those in rural areas. Tenure does not influence continuance
commitment, and departmental affiliation does not affect emotional stability.
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INTRODUCTION

The philosophy of cooperatives seeks to cultivate socio-economic, cultural, and democratic values,
alongside fostering self-help and inner peace among individuals and society at large. Population factors are
deeply intertwined with individual characteristics that contribute to societal development. According to
Kumar et al. (2015), cooperatives play a pivotal role in organizing, engaging, and fostering similar attitudes
and mindsets, thereby enhancing the economic understanding and livelihoods of their members for the
common good.

Nepal's constitution recognizes cooperatives as one of the three pillars of its economy (Constituent
Assembly’s Secretariat, 2015). This study not only provides insight into human behavior but also aids
policymakers and cooperative advocates in understanding the key milestones of both Nepalese and
international cooperatives. The paper aims to explore the relationship between demographic characteristics,
organizational commitment (as an attitude), and personality traits (as aspects of human behavior) among
cooperative employees.

Demographic characteristics significantly influence the personality traits and organizational
commitment of cooperative employees. This paper posits that employees with certain demographic profiles,
such as marital status, are more likely to exhibit higher levels of organizational commitment compared to
those from single backgrounds.

Integrating demographics and personality traits with organizational commitment is crucial for
enhancing productivity, employee satisfaction, work-life balance, and reducing withdrawal behavior among
cooperative employees. These factors collectively contribute to creating a positive workplace culture,
enabling employees to reach their full potential.

Biographical characteristics represent surface-level diversity and can be objectively documented
through personnel records. A review of more than 800 studies found that older workers tend to be more
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satisfied at work, have better relationships with co-workers, and exhibit greater organizational commitment
(Ng and Feldman, 2010). Biographical characteristics are key variables in establishing the relationship
between personality traits and organizational commitment among cooperative employees. This study seeks
to determine how psychological variables and biographical characteristics influence performance and their
impact on the lives of cooperative employees at work.

LITERATUR REVIEW
Definition of personality traits

The personality model is based on the "Big Five" factor structure (Goldberg, 1993), which identifies
five broad domains of personality traits. These traits describe enduring characteristics that influence a
person's behavior. An individual's personality traits are shaped by various factors, including identity,
environment, culture, birthplace, society, and country.

Within an organization, a person’s personality plays a significant role in leadership and influencing
associates. People's differing personalities affect how they react to and interact with one another. These
reactions and interactions, which are measurable traits, manifest during communication. Personality refers
to the growth and development of a person’s psychological processes and systems. The purpose of this
paper is to explore the influence of personality traits and biographical factors on individual behavior.
According to research, personality dimensions are closely related to job performance (Oh & Berry, 2009).

Definition of organization commitment

This concept has been critically important for both science and practice since the 1950s, a time when
managers were particularly concerned with fostering cooperation among employees and ensuring their
willingness to stay and contribute to the company. It reflects individuals' attitudes toward their duties and
responsibilities, making the study of commitment and its antecedents essential (Ehtiyar & Unguren, 2016),
as no organization can thrive without the commitment of its people.

An individual's attitude plays a pivotal role in shaping the future of the organization. Organizational

commitment is linked to transformational leadership within the organization (Pomper & Malbasic, 2016)
and is deeply psychological, involving the relationship between employees and the organization. According
to Krapic et al. (2018), organizational commitment influences people's values and attitudes. In the Nepalese
context, studies have validated the relevance of organizational commitment (Gautam, Dick, & Wagner,
2001), and research by Basnet, Birla, & Regmi (2019a) found no significant differences in organizational
commitment across different geographical areas.
This study argues that the demographic profiles of cooperative employees enhance their personality traits
and organizational commitment. It examines the demographic characteristics of existing employees in
Saving & Credit Cooperatives, focusing on gender, marital status, area, tenure, educational level, and
department.

Department and emotional stability

Findings from Basnet, Birla, Sochos, Aryal, and Sochos (2022) suggest that employees in higher-level
positions within Saving and Credit Cooperatives exhibit greater emotional stability compared to those in
lower-level positions. The departments examined in this study are integral to human resource management,
and the behavior and performance of employees within these departments are likely influenced by their
level of emotional stability. By identifying personality traits, organizations can select employees and match
them to specific roles more effectively. Human resource management departments often use personality
tests to predict how employees will behave and perform in the future.

Demographic Characteristics and organizational commitment

Research has investigated the connection between gender and organizational commitment, yielding
varied results. Generally, findings indicate that gender can impact commitment levels, influenced by factors
such as socialization, role expectations, and workplace dynamics.

Studies show that women typically display greater affective commitment than men, driven by
emotional ties and relational factors in the workplace (Meyer et al., 2002). In contrast, men are more likely
to exhibit higher continuance commitment, often linked to financial obligations and career advancement
(Affum-Osei et al., 2015). Normative commitment also differs, with some research suggesting that women
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may feel a stronger sense of obligation to stay in their positions, influenced by social and familial pressures
(Savery & Syme, 1996).

Additionally, issues like gender discrimination and workplace culture can impact commitment levels.
Women in male-dominated sectors may face challenges that lead to decreased commitment due to
insufficient support and recognition (Ng et al., 2010). Furthermore, organizational hierarchy can play arole,
with managerial positions often associated with higher commitment levels, irrespective of gender, as noted
by Basnet (2021).

Gender and organizational commitment

According to Ayodele et al. (2020) found that males showed higher levels of organizational
commitment than females. Jena (2015) observed that affective and normative commitment significantly
impacted gender differences. In contrast, Afroz and Haque (2019) found no significant differences in
organizational commitment between male and female employees in Indian samples. Similarly, Weiss et al.
(2003) found no gender differences in problem-solving ability, analytical skills, motivation, or sociability.

Marital status and organizational commitment:

In various cultural contexts, individuals must support themselves and their families, leading married
individuals to face additional responsibilities related to their children and parents. Consequently, married
individuals are often more motivated to work diligently to meet their daily obligations.

Shrestha (2015) found no significant difference in organizational commitment based on marital status.
Afroz and Haque (2019) reported that the organizational commitment of single and married BPO employees
is not significantly different, although they noted that married employees generally exhibit higher
organizational commitment than their unmarried counterparts.

RESEARCH METHOD
Study area and Sample

This study involved a sample survey of Savings and Credit Cooperatives in the Kathmandu District,
which was defined as the target population. The sample included 206 Savings and Credit Cooperatives and
was conducted over a period of one year (2016-2017). Fifty-eight Village Development Committees,
Kirtipur Municipality, and Kathmandu Metropolitan City were considered for the sample survey
(Kathmandu Cooperative, 2016). Approximately 3 to 5 employees from each cooperative participated in
the survey, resulting in a total of 826 employee respondents.

A simple random sampling method was utilized to select Savings and Credit Cooperatives from the
Village Development Committees, Kirtipur Municipality, and Kathmandu Metropolitan City. Ethical
considerations were rigorously maintained throughout the survey process.

Research instrument

A standard questionnaire was employed to collect data on employees' demographic characteristics,
including gender, age, tenure, education, marital status, location, and department. Additionally, some full-
version standardized questionnaires utilized sub-scales. The Personality Traits Scale was measured using a
5-point Likert scale: 1 - strongly disagree, 2 - disagree, 3 - neither agree nor disagree, 4 - agree, and 5 -
strongly agree. The traits assessed included extraversion, agreeableness, conscientiousness, emotional
stability, and intellect.

RESEARCH AND DISCUSSION
Geographical area and Agreeableness Personality Traits

Table 1
Kruskal-Wallis Test
Tests statistics Agreeableness Personality Traits
Chi-Square 13.053
Df. 2
Asymp. Sig. (P-value) 0.01
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a. Kruskal Wallis Test
b. Grouping Variable: Geographical Area
Source: Author’ Research

Table 1 shows significant differences in agreeableness personality traits across geographical areas,
including Municipality, Village Development Committees, and Metropolitan City (p < 0.05). Therefore,
the p-value is less than the 5% level of significance. Consequently, agreeableness personality traits are
found to be more prevalent among cooperative employees in the Municipality.

Department and Emotional Stability or Neuroticism Personality Trait

Table 2
Kruskal-Wallis Test
Test statistics Emotional Stability
Chi-Square 7.763
Df. 4
Asymp. Sig. 0.101

a. Kruskal Wallis Test

b. Grouping Variable: Emotional
stability
Source: Author’ Research

Table 2 reveals that there were no significant differences in emotional stability personality traits across
departments in Saving and Credit Cooperatives. The p-value in this study was greater than the 10%
significance level (p > 0.10). Consequently, differences in emotional stability traits were observed only in
mean ranks and not across the population as a whole.

Educational background and Personality traits

Table 3
Kruskal-Wallis Test
Test Statistics Personality Traits
Chi-Square 1.664
Df 3
Asymp. Sig. 0.645

a. Kruskal Wallis Test
b. Grouping Variable: Personality traits
Source: Authors’ Research

Using the Kruskal-Wallis H-test, Table 3 shows no statistically significant differences in personality
traits among employees with varying levels of education (p = 0.645, p > 0.10). This indicates that the
educational background of cooperative employees does not have a substantial impact on the overall
personality traits in SACCOS.
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Gender and Organizational commitment
Table 4

Kruskal-Wallis Test Statistics®®
Organizational Commitment

Test statistics

Mann-Whitney U 81287
Wilcoxon W 145190
A -0.715
Asymp. Sig. (2-tailed) 0.474

a. Kruskal Wallis Test

b. Grouping Variable: Organizational commitment

Source: Authors’ Research

Table 4 concludes that there is no significant difference in organizational commitment scores between
male and female employees of Saving and Credit Cooperatives. The test results are insignificant (z = -
0.715, p > 0.10).

Tenure and Continuance commitment

Table 5
Kruskal-Wallis Test statistics®?

Test statistics

Continuance Commitment

Chi-Square 1.327
Df. 4
Asymp. Sig. 0.857

a. Kruskal Wallis Test

b. Grouping Variable: Tenure
Source: Authors’ Research

However, Table 5 indicated that tenure had no significant impact on continuance commitment among
cooperative employees. Although the descriptive statistics show that higher tenure is associated with higher
continuance commitment, these results cannot be generalized due to their lack of statistical significance.

Martial status and Organizational commitment

Table 6
Mann-Whitney Test Statistics?

Test Statistics Organizational Commitment

Mann-Whitney U 65631
Wilcoxon W 97509
z -2.12

Asymp. Sig. (2-tailed) 0.034

a. Grouping Variable: Organizational commitment
Source: Authors’ Research

Table 6 reveals a significant difference between married and single employees in their perceptions of
organizational commitment. The test results indicate a significant difference with z = -2.120, p < 0.05,
which is statistically significant at the 5% level. It was found that married employees are more committed
to the organization than single employees in a Savings and Credit Cooperative.
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Discussion

The research has found the differences in agreeableness personality traits and geographical area of
Saving and Credit Co-operatives. Saving and Credit Co-operative employees’ recruited in Municipality
showed higher agreeableness traits than Village Development Committees and Metropolitan city. This
study found one Municipality which was called Kirtipur Municipality.

Individual with agreeableness traits are found collectivistic behavior. So the employees at
Municipality’s Saving and Credit Co-operative find more agreeableness traits than the Village
Development Committee and Metropolitan city. Employees of Savings and Credit Co-operatives have
different agreeableness personality traits based on their geographical location.

In the study, there was no difference in the emotional stability personality trait by department-wise.
Employees' emotional stability traits in Saving and Credit Co-operative did not affect marketing, admin,
account, loan, and management departments but in the various department of Saving and Credit Co-
operative found emotional stability or neuroticism traits. Several studies have shown that employees who
are more emotionally stable or neurotic perform better. A study of Basnet & Regmi (2019b) claimed
employees with low —self-efficacy impacted low emotional stability. Thus, different department employees
have their own types of emotional stability and self-efficacy. As per the department-wise employees as
such loan and management are seen higher level of emotional stability in this study. However, marketing
and account department found a higher level of emotional instability. Employees with these sections are
busiest, routinely and sensitive job.

Likewise, marketing and account department have higher level of emotional instability in Saving and

Credit Co-operative employees. We conclude that it cannot predict emotional stability or neuroticism of
the Saving and Credit Co-operatives’ employees on the basis of their job in department-wise as per the
present study of this research.
Itis impossible to imagine a world without education and technology in the present day. Educating a human
being contributes to his or her own personality, which determines what he or she does in the workplace.
Education is the background of the person’s personality. Well educated individuals are showing balancing
personality traits. Employees with Big Five Personality traits included extraverted, agreeable,
conscientious, open to experience or intellect, and less neuroticism or emotional stability (Costa & McCrae,
1992). People always believe that people's personality traits contribute to an organization's success.

This study cannot support that the positive relationship between education and personality traits of the
employees. A total of 66 Master's degree respondents were surveyed from 206 sample units in three
geographical areas in Kathmandu District. Hence, the cooperative sector did not prioritize recruiting highly
qualified employees as the analysis of this study. Due to the lack of higher level of educational background
employees are not adequate in managerial level employees in Saving and Credit Co-operatives. People's
behavior in an organization is determined by the personality traits but also their educational background
and multicultural diverse workforce. According to the previous researches, several positive relationships
between personality traits and their educational experiences were consistent. This study found inconsistent
results as negative relationship between the educational background and personality traits. It appears that
everyone with an education level of escape other/literate has higher mean scores of personality traits.

In the study, no gender-based difference was found in organizational commitment in Nepalese Co-
operatives. Inconsistent results are found by Ajayi (2017), Mahanta (2012), and Meyer et al. (2002).The
result of this study was inconsistent with those of Mguqulwa (2008) and Sofoluwa et al. (2020). Sofoluwa
et al. (2020) found positive relationship between continuance commitment and tenure of Nigerian
Cooperative members. Inconsistent and significant result was found by (Affum-Osei et al., 2015). Thus,
in comparison to their female counterparts, male employees were highly committed in service sector in
Commercial Bank in Ghana. According to Shrestha (2016), affective commitment results were inconsistent
but continuance and normative commitment results were consistent in the service sector of Nepalese
organization. A consistent result of Chang & Hsu (2022) found that male library staff means scored lower
on organizational commitment than female library staff. Chang et al. (2022) concluded that male and female
librarians had insignificant results in organizational commitment.

In the Nepalese context, the cooperatives operate in the local area and are run by local residents. Thus,
the Co-operative does not discriminate against its employees or do not show partiality towards them.
Members of the cooperative are responsible for recruiting or recommending potential employees. Managing
and mobilizing all the resources of the cooperative is the responsibility of the members. These
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circumstances lead to no gender differences in organizational commitment among co-operative employees.
A key aspect of the cooperative movement is the promotion of gender equality. Cooperatives in Nepal have
40 percent female board members and 51% female members (https://genderequality.coop). According to
the data above, employees at cooperatives were not discriminated against based on their gender.
Consistency results were found by Shrestha (2016) with regard to continuance commitment.

According to Bakotic's study (2022), the results of this study were consistent. Nepalese Co-operatives’
employees do not perceive gender differences in-term of workplace behavior, work division, and benefits.
Salami (2008) and Shore & Marin (1989) found that gender does not have a significant impact on
organizational commitment. The finding is inconsistent with the findings of Savery & Syme (1996).
Employees' commitment level may vary depending on their hierarchical position within the organization.
According to Basnet (2021), managerial level employees of SACCOS are more committed than supporting
level employees.

The effect of organizational commitment is different in term of marital status. Married Co-operative
employees showed higher organizational commitment than single Co-operative employees. Present and
past researches about the relationship between marital status and organization commitment have
contradictory. Compared to this study, Bakotic's (2022) study found inconsistent results. Affum-Osei et al.
(2015), employees who are single are more committed than those who are married or divorced. During the
surveying data, researchers found that female employees were encouraged to work and they are based on
local areas. Employees who are married need to survive at all costs since they have responsibilities and
roles related to their families. Despite this, single employees do not have to face the same family
responsibilities as married employees in Nepalese context.

Married employees needed to survive at any cost because they have families’ roles and responsibilities.
However, single employees do not have to face the family responsibilities as compare to marriage
employees. Salami (2008) found consistency in his results. Basnet (2021) also supported that managerial
level employees’ organizational commitment are higher than supporting level employees of Saving and
Credit Co-operative. Characteristics of managerial level employees were particle, aged, more benefitted,
married and long experienced. In these circumstances, they are committed.

Employee tenure was irrelevant to continuation commitments at the Co-operatives. 49.27 % and 28.57
% of the respondents were showed 0-3 and 4-7 years tenures in organization. Many similar studies
concludes that the higher the tenure, the better the organization commitment. Therefore, Saving and Credit
Co-operative employees' mean rank scores of continuing commitment are also higher over their tenure in
the organization according to this study (The highest mean score on continuance commitment is found
among 16 years old and above. Tenure in organization of the employees was low retention. Low tenure
impacted employees’ lower continuance commitment. Sofoluwe, et al. (2020) found higher the experienced
of Co-operative members better the continuance commitment of Cooperative organization in Nigeria.

Based on the demographic characteristics of respondents, all subgroups of personality traits and
organizational commitment should be analyzed. This study used the Mini IPIP sub-scales of agreeableness
and emotional stability. The Scale contains very few items, making it difficult to capture all the traits of
respondents' personalities. Research should use the 100-item Big-Five Factor Makers Scale (Goldberg,
1992), which includes 20 items for each personality dimension. Research theory must be built by adopting
mixed methods in future research to generalize findings and implications. Those with a continuance
commitment of 0-3 years and 4-7 years had lower tenure in this study. This should be minimized to retain
the employees in the Co-operatives. Cooperatives should provide maotivational training and development
programs for their employees, as well as wellness programs to maintain their continuance commitment.

In Saving and Credit Co-operative, we find organizational commitment in married employees than
single. Thus, Co-operatives can take this into consideration when recruiting candidates. As the philosophy
of the Co-operatives’ norms and values are cooperation and self-help which is found in municipality and
village development committee cooperative employees. Therefore, Co-operative should develop in the
following geographical areas.

There are higher emotional instability personality traits in marketing and accounts department of
employees at Co-operative, so the policy body should be active to minimize these characteristics of the
employees. Departments of government, pressure groups, and employers as policy makers of the concerned
organizations must not be failed to keep promises made to them, which leads to less commitment and lower
levels of creativity (Ng, Feldman, & Lam, 2010).
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Education background does not appear to influence the existing personality traits of employees in
cooperatives. Employees with a Master's or Ph.D. level are recruited less frequently than those with a
bachelor's degree or high school diploma. There may be a negative impact on the performance of executing
bodies at the corporate level of co-operatives. Thus, it should be analyzed by the regulator body of the
concern authorities.

Future research could explore employees’ demographic characteristics as moderator variables between
components of personality traits and antecedents of organizational commitment. Likewise, they may be
demographics characteristics and job satisfaction, culture, employees’ engagement and other important
employees’ diversities. Since the history of Nepal Co-operatives movement is seen from 1957. However,
the study gathered samples mostly established from 1993 to 2014 of the Kathmandu District. 12 — 15 years
and 16 years and above tenure employees were found 4.96 % and 1.94 %. While the Mini IPIP sub-scales
were utilized, a recommendation for future studies includes using the 100-item Big-Five Factor Markers
Scale for more comprehensive data.

Hence, it should have been a major concern of the policy makers and future researchers of Co-operative
associations to retain and extend the tenure of the employees at Co-operatives. The recommendation should
be added include a wider range range of cooperatives and locations, longitudinal studies and mixed methods
to be implemented in future.

CONCLUSION

A moderate level of organizational commitment, including continuance commitment, agreeableness,
and emotional stability personality traits, was observed among Savings and Credit Co-operative employees.
The agreeableness personality traits were notably higher across all regions within the Kathmandu District,
reflecting the cooperative ethos that underpins these organizations. The concept of agreeableness is
inherently aligned with cooperation.

This study identified positive and significant differences between geographical areas and
agreeableness personality traits. Additionally, a positive correlation was found between marital status and
organizational commitment, with married employees demonstrating higher levels of commitment than their
single counterparts. The study also revealed that variables such as education and department are not
significantly related to personality traits. Furthermore, organizational commitment and continuance
commitment were not influenced by gender and tenure, respectively.

BIBLIOGRAPHY

Affum-Osei, E., Acquaah, E., & Acheampong, P. (2015). Relationship between organizational commitment
and demographic variables: Evidence from a commercial bank in Ghana. European Journal of
Research & Reflection in Educational Sciences, 3(12), 769-778.
https://doi.org/10.4236/ajibm.2015.512074

Afroz, S., & Haque, M. I. (2019). Demographic characteristics & organizational commitment: A study of
BPO employees in India. Journal Name, Volume(Issue), Page Range.

Ajayi, M. O. (2017). Influence of gender & age on organizational commitment among civil servants in
South-West, Nigeria. Canadian Social Science, 13(2), 29-33. https://doi.org/10.3968/%25x

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance, and
normative commitment to the organization. Journal of Occupational Psychology, 63(1), 1-18.
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x

Allport, G. W., & Odbert, H. S. (1936). Trait-names: A psycho-lexical study. Psychological Monographs,
47(1), i-171. https://doi.org/10.1037/h0093360

Amangala, T. A. (2013). The effect of demographic characteristics on organizational commitment: A study
of salespersons in the soft drink industry in Nigeria. European Journal of Business & Management,
5(18), 108-118.

Avci, A., & Erdem, R. (2017). The role of demographic factors in predicting organizational commitment
among security employees. European Journal of Multidisciplinary Studies, 5(1), 409-415.
https://doi.org/10.26417/ejms.v5il.p409-415

93


https://doi.org/10.4236/ajibm.2015.512074
https://doi.org/10.3968/%25x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1037/h0093360
https://doi.org/10.26417/ejms.v5i1.p409-415

PRAGMATIS Volume 5, Nomor 2, September 2024. Hal. 86-95
Jurnal Manajemen dan Bisnis EISSN: 2828-8238

Ayodele, T. O., Ekemode, B. G., Oladokun, S., & Shakantu, K. K. (2020). The nexus between demographic
correlates, career, and organizational commitment: The case of real estate employees in Nigeria.
Journal of Facilities Management, 18(5), 521-545.

Bakoti¢, D. (2022). How do demographic characteristics relate to organizational commitment? Evidence
from  Croatia. Economic  Research-Fkonomska  Istrazivanja,  35(1), 3551-3570.
https://doi.org/10.1080/1331677X.2021.1997624

Basnet, D. M. (2021). The relationship between personality traits, self-efficacy, and organizational
commitment among employees of selected Nepalese Saving and Credit Co-operatives (SACCOs).
Unpublished doctoral dissertation, Office of the Dean, Faculty of Management, Pacific Academy
of Higher Education & Research University, Udaipur, India.

Basnet, D. M., & Regmi, M. P. (2019a). The correlational study of the personality traits, organizational
commitment, and self-efficacy of Saving and Credit Cooperative Societies (SACCOS) employees
of Kathmandu. Open Journal of Business and Management, 7, 455-479.
https://doi.org/10.4236/0jbm.2019.72031

Basnet, D. M., Birla, M., & Regmi, M. P. (2019b). Impact of emotional stability on self-efficacy &
organizational commitments of employees at Nepalese Saving & Credit Co-operative Societies
(SACCOS) financial institutions. Global Journal of Human-Social Science: Arts & Humanities
Psychology, 19(1). https://soicalscienceresearch.org/index.php/GJHSS/article/view/2756

Black, M. M., & Holden, E. W. (1998). The impact of gender on productivity and satisfaction among
medical school psychologists. Journal of Clinical Psychology in Medical Settings, 5, 117-131.
https://doi.org/10.1023/A:1026262004976

Booth-Kewley, S., Dell’Acqua, R. G., & Thomsen, D. J. (2017). Factors affecting organizational
commitment in  Navy  Corpsmen. Military ~ Medicine,  182(7),  1794-1800.
https://doi.org/10.7205/MILMED-D-16-00316

Constituent Assembly Secretariat. (2015). Constitution of Nepal-2015, unofficial translation by Nepal Law
Society, Kathmandu, Nepal.

Costa, P. T., & McCrae, R. R. (1992). Revised NEO Personality Inventory (NEO-PI-R) and NEO Five-
Factor Inventory (NEO-FFI): Professional manual. Psychological Assessment Resources.
Ehtiyar, R., & Unguren, E. (2016). Determination of the demographic variables predicting accommodation
business employees’ organizational commitment & job satisfaction through CHAID analysis.
Journal of Business Research—Turkish, 8(2), 331-358. https://doi.org/10.20491/isarder.2016.182

Gautam, T., van Dick, R., & Wagner, U. (2001). Organizational commitment in Nepalese settings. Asian
Journal of Social Psychology, 4(3), 239-248. https://doi.org/10.1111/1467-839X.00088

Goldberg, L. R., Sweeney, D., Merenda, P. F., & Hughes, J. E., Jr. (1998). Demographic variables and
personality: The effects of gender, age, education, and ethnic/racial status on self-descriptions of
personality  attributes.  Personality &  Individual Differences, 24(3), 393-403.
https://doi.org/10.1016/S0191-8869(97)00110-4

Goldberg, L. R. (1993). The structure of phenotypic personality traits. American Psychologist, 48, 26-34.
http://dx.doi.org/10.1037/0003-066X.48.1.26

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of
employee turnover: Update, moderator tests, and research implications for the next millennium.
Journal of Management, 26, 463-488. http://dx.doi.org/10.1177/014920630002600305

Guillard, A. (2013). Eléments de Statistique Humaine ou Démographie Comparée (Elements of Human
Statistics and Comparative Demography). Institut National d’Etudes Démographique (INED).
(Original work published 1855).

Heilman, M. E., & Okimoto, T. G. (2008). Motherhood: A potential source of bias in employment
decisions. Journal of Applied Psychology, 93(1), 189-198. https://doi.org/10.1037/0021-
9010.93.1.189

llies, R., Fulmer, I. S., Spitzmuller, M., & Johnson, M. D. (2009). Personality and citizenship behavior:
The mediating role of job satisfaction. Journal of Applied Psychology, 94(4), 945-959.
https://doi.org/10.1037/a0013329

Jena, R. K. (2015). An assessment of demographic factors affecting organizational commitment among
shift workers in India. Management, 20(1), 59-77.

94


https://doi.org/10.1080/1331677X.2021.1997624
https://doi.org/10.4236/ojbm.2019.72031
https://soicalscienceresearch.org/index.php/GJHSS/article/view/2756
https://doi.org/10.1023/A:1026262004976
https://doi.org/10.7205/MILMED-D-16-00316
https://doi.org/10.20491/isarder.2016.182
https://doi.org/10.1111/1467-839X.00088
http://dx.doi.org/10.1037/0003-066X.48.1.26
http://dx.doi.org/10.1177/014920630002600305
https://doi.org/10.1037/0021-9010.93.1.189
https://doi.org/10.1037/0021-9010.93.1.189
https://doi.org/10.1037/a0013329

Relationship Between Demographic Characteristics, ...
(Basnet, D.M., Aryal, N.P. Sanju Kumar Singh)

Khan, F., & Zafar, S. (2013). An empirical study of affective commitment across demographic groups in
the banking sector of Pakistan. Pakistan Journal of Commerce & Social Sciences, 7(3), 555-563.

Krapi¢, N., Kardum, 1., & Bari¢, S. (2018). Efekti kongruentnosti osobnih i organizacijskih vrijednosti na
odanost organizaciji. Psihologijske Teme, 27(2), 291-309. https://doi.org/10.31820/pt.27.2.8

Kumar, V., Wankhede, K., & Gena, H. (2015). Role of cooperatives in improving livelihood of farmers on
a sustainable basis. American Journal of Educational Research, 3(10), 1258-1266.

Mahanta, M. (2012). Personal characteristics and job satisfaction as predictors of organizational
commitment: An empirical investigation. South Asian Journal of Management, 19(4), 45-58.

Mathieu, J., & Zajac, D. (1990). A review of meta-analyses of the antecedents, correlates, and consequences
of organizational commitment. Psychological Bulletin, 108(2), 171-194.
https://doi.org/10.1037/0033-2909.108.2.171

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace. Sage Publications. https://doi.org/10.413

Meyer, J. P., Allen, N. J., & Smith, C. A. (2002). Commitment to organizations and occupations: Extension
and test of a three-component conceptualization. Journal of Applied Psychology, 87(3), 538-551.
https://doi.org/10.1037/0021-9010.87.3.538

95


https://doi.org/10.31820/pt.27.2.8
https://doi.org/10.1037/0033-2909.108.2.171
https://doi.org/10.413

